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)is study aims to investigate and identify the factors affecting the empowerment and implementation of knowledge management
in organizations as well as the impact of knowledge management on organizational performance. )is study also examines the
mediating role of human capital in the relationship between knowledge management and performance of Kabul Steel Plant, which
is the largest steel plant in Afghanistan. )e research model was developed through the literature review. )e initial data were
collected through a questionnaire containing 48 questions. Participants were 108 managers and administrative staff of the
company. )e collected data were analyzed by using the SPSS and SmartPLS software. )e hypotheses regarding the impact of
strategy and technology on knowledge management were rejected by using correlation analysis and t-test statistic. Finally, the
findings showed the positive effects of variables of structure, culture, leadership, and trust on knowledge management in an
organization. Also, knowledge management influences the organizational performance, both directly and through the mediating
variable of human capital. )is research encourages the managers and employees of organizations to use the available orga-
nizational resources to implement knowledge management in organizations and improve knowledge management practices and
human resources that are the most valuable resources of any organization in order to remain competitive in the markets.

1. Introduction

Nowadays, knowledge is considered a valuable resource and
an asset, and it is difficult and even impossible to deliver
quality and economical products and services without using
this resource and managing it properly. In this view,
knowledge is regarded as a valuable resource alongside other
resources such as labor, land, and capital and as an im-
portant asset of the organization. Today’s professional
consulting firms often regard themselves as members of the
knowledge industry and provide their staff with opportu-
nities for continuous learning [1].

In general, organizations may either use technologies,
or they may have an informal approach to knowledge
management. Management should reconsider the pattern

of interaction between technologies, people, and the
techniques that people apply to utilize these technologies.
To maintain the long-term competitive advantage, a
company needs to balance its technology systems with its
social systems. Technologies can be used to increase peo-
ple’s efficiency and improve the flow of information in the
organization [2]. Knowledge management processes
(knowledge acquisition, knowledge sharing, and knowl-
edge use) have a positive impact on innovation. In other
words, creating or acquiring knowledge, sharing knowl-
edge, or utilizing it will equip staff with skills and pave the
way for innovation. Knowledge sharing also has the
greatest impact on innovation, because it helps to present
new ideas and to benefit from others’ experiences.)emain
limitation in sharing knowledge can be the fear of losing
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control: people do not want to share a great deal of their
knowledge because they believe that sharing this knowl-
edge with others reduces their level of power [3].In order to
achieve sustainable competition and long-term success, it is
necessary to emphasize the proper management of
knowledge management activities in the core culture of
organizations. Organizations need to create a culture in
which employees can be motivated to share knowledge as a
result of realizing their personal and organizational ob-
jectives. Organizations should particularly emphasize the
sharing of knowledge gained through internal and external
resources among their staff [4].

)e main challenge for organizations is to understand
knowledge management and how to implement it in the
form of a knowledge management system, and many
companies and organizations around the world have already
invested in knowledge management. Despite the success of
many, some organizations have also failed. A number of
circumstances, situations, and challenges seem to lead to the
ultimate success or failure of knowledge management ac-
tivity in an organization. )erefore, before an organization’s
scarce resources are invested in such a risky area, man-
agement must seek tools to reduce the uncertainty of the
knowledge management project.

)e extent to which an organization is capable of creating
organizational values depends on its ability to create, transfer,
and use knowledge, which also increases organizational
competition. Knowledge management activities such as ac-
quisition, creation, sharing, and use or application of
knowledge are investigated, which also increases the com-
petitiveness of the organization. On the other hand, re-
searchers seek to identify incentives such as organizational
structure, leadership, culture, and other factors that facilitate
knowledge management processes or activities [5]. )e im-
pact of knowledge management in knowledge-based insti-
tutions such as universities for better return on investment in
terms of intellectual capital (IC) and innovation is inevitable.
Hence, this field has attracted the attention of scholars and
researchers in recent years. Reviewing the existing literature
on knowledgemanagement helps with identifying some of the
essential gaps that need to be addressed [6].

)e main challenge of organizations is to first understand
knowledge management and how to implement it in the form
of an integrated knowledge management system. Second,
organizational knowledge management is not limited to
identifying the influencing factors or processes affecting the
implementation of knowledge management, and another
question that needs to be considered is the measurable results
of knowledge management, in which the effect of knowledge
management on organizational performance should be ex-
amined because it is still unclear [7]. For example, many or-
ganizations, especially in developing countries, generally have
problems with individual culture, organizational structure, lack
of leadership participation in knowledge management activi-
ties, low awareness of the benefits of knowledge management,
and lack of incentive system. As a result, an integrated and
coherent knowledge management strategy is essential in any
organization that leads to effective knowledge management to
increase innovation and performance [8].

A number of researchers such as Hsu [9] and López-
Nicolás [10] claim that knowledge management does not
directly affect organizational performance because there are
other mediator variables that transmit knowledge man-
agement effects to organizational performance. )e role of
mediator variables between the knowledge management and
organizational performance processes is still unclear and
there exist some gaps in the literature that need to be further
investigated [11]. Knowledge management creates a creative
environment that enables organizations to achieve advanced
performance [12].

)erefore, this study intends to identify the gap in
previous research with empirically examining the empow-
erment of knowledge management and the processes af-
fecting knowledgemanagement. Also, this paper investigates
the impact of mediating variables on knowledge manage-
ment and organizational performance. In particular, the
current study seeks to address the following questions:

Question 1: are factors such as leadership, culture, and
structure affecting empowerment and implementation
of knowledge management in the organization?
Question 2: does knowledge management directly af-
fect organizational performance?
Question 3: is human capital as an important resource
in the organization mediating the relationship between
knowledge management and organizational
performance?

2. Theoretical Background and Hypotheses

)is section deals first with the theoretical foundations,
literature review, and research method. Knowledge is the
understanding, awareness, or cognition which is created
through the study, observation, experience, and research of
the outside world in the individual and is an intangible
resource which is combined with other organizational re-
sources (such as financial and physical) to build capabilities
[13]. Knowledge management is an integrated process that
collects, stores, and shares knowledge in an organization.
Although knowledge sharing is not simple, it is encouraged
among organizational staff [14]. HR practices cause em-
ployees to seek knowledge of innovative products and
services and reach a higher level of conversation and
learning and help them discover knowledge from external
sources, which is crucial for companies. )e methods of
human resource management create a credible and robust
organizational climate that can influence the staff’s flexi-
bility, that is to what extent, if any, they feel comfortable to
share ideas and insights. Obviously, utilizing relevant
knowledge through information and communications,
technology is essential for knowledge exploitation, and in
turn, for knowledge discovery [15]. Knowledge management
can be defined as an organized approach designed to manage
the production, sharing, and harvesting; it is also how to use
knowledge leverage as an organizational achievement to
enhance the ability, speed, and effectiveness of an organi-
zation to offer and deliver goods and services to customers
[16]. For the past two decades, organizations have been
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actively seeking competitive advantages such as product
leadership, cost leadership, and being different from com-
petitors. Knowledge management has received considerable
attention in management circles because of its capability to
provide organizations with strategic outcomes related to
profitability, competitiveness, and capacity development
[17].

2.1. Knowledge Management Processes. In organizations,
knowledge management activities do not occur individually.
)ere are specific organizational factors that contribute to
the knowledge management initiative and facilitate
knowledge-related activities [18]. Several studies have
identified and examined the organizational factors affecting
knowledge management which are broadly presented in this
section. )e most common knowledge management factors
examined so far are leadership, senior management support,
organizational human resource practices, culture, structure,
climate, and technology [19].

Establishment and development of external and internal
knowledge management committees within the organiza-
tion promote communication and networking and result in
reducing boundaries and fostering the sharing and trans-
ferring of knowledge. Knowledge management methods,
systems, and practices should also be evaluated to determine
which methods, systems, and practices are effective and
which are not [20].)e sources of knowledge stem from
organizational strategy, culture, and, structure, because the
created knowledge is sensitive, and are used in light of a
series of cultural norms and values involved in structural
interactions and echoed in strategic priorities [21]. A study
showed how organizations can work to ensure knowledge
sharing in their workplaces in Malaysian companies and
create a helpful environment for knowledge sharing and
considered organizational culture and structure a prereq-
uisite for knowledge transfer. )ey also explain how orga-
nizational structure and culture contribute to the process of
knowledge sharing, with the moderating impact of tech-
nological infrastructure [22]. Another study investigated the
influence of team culture, knowledge sharing, and team
emotional intelligence on team performance and confirmed
the strong association between team culture and team
performance [23].

)e mediating role of social capital in the relationship
between organizational culture and knowledge management
as well as the direct impact of culture on knowledge
management has been investigated. )e results showed that
organizational culture has a positive and significant effect on
knowledge management and social capital. Another study
examined the impact of culture, technology and structure,
etc. using SEM with PLS software. )e negative impact of
technology on knowledge management and the positive
effects of culture and the structure on knowledge man-
agement were shown [24].

In addition, if we want to approach the knowledge
management effectively, we should use appropriate strate-
gies with regard to the knowledge and organization.
Knowledge management strategy is an effective factor on

innovation and organizational performance [25]. Implicit
knowledge transfer is important for organizations to ensure
that individual expertise is transferred or spread across the
whole team or department rather than centralized in one
employee. )is is especially important to IT professionals,
because in addition to technical knowledge, they often
combine prior knowledge and experience to solve day-to-
day problems and to implement and develop new systems.
Finally, hard-working, responsible, and introverted em-
ployees tend to share their tacit knowledge when they feel
they are in a supportive and team-oriented environment and
have good social interactions in the workplace [26].

Initiating knowledge management activities has been
challenging in many organizations because focusing on the
wrong activities and not providing enough leadership leads
to many failures. Leadership style which is particularly re-
lated to knowledge infrastructure including organizational
culture, organizational structure, and information tech-
nology significantly has a crucial role in the success of
knowledge management activities. Managers should use
transformational leadership style when promoting knowl-
edge management initiatives in organizations [27]. Effective
leadership is a prerequisite for building trust within orga-
nizations. Also, knowledge management processes can
contribute to organizational performance [28, 29]. Effective
leadership (individual leadership, organizational leadership,
and people leadership) leads to mutual trust among people,
promotes successful implementation of knowledge man-
agement processes, and in turn, enhances organizational
performance. )erefore, training in leadership and devel-
opment must be a top strategic priority for any organization
[19]. Factors which contribute to enhancing knowledge
sharing bymeans of suggestions and the empirical validation
of a theoretical model include three major aspects: (1) an-
ticipated advantages related to knowledge sharing. (2) Trust
in the workplace to appreciate knowledge sharing activities
and intention. (3) Staff’s understanding of knowledge
sharing. Expected advantages include 3 incentives, namely,
expected reward, expected relationship, and expected par-
ticipation. Trust also plays an important part in sharing
knowledge in companies [30]. )e results of a study show
that trust improves the knowledge sharing behavior of
nonacademic staff of higher learning institutions [31].

)erefore, the factors affecting knowledge management
as the key to success and influencing its effectiveness are
comprehensively identified and divided into six categories.
)ese factors are first defined, and then the relevant hy-
potheses are presented: (1) organizational structure allocates
work roles and controls and integrates work activities [32].
In highly formalized organizations, there are explicit rules
and procedures that may impede the self-belief and the
flexibility required for internal creativity. In less formalized
organizations, occupational behaviors are almost less
structured, and the staff are more free to deal with demands
related to their duties [33]. (2) Taking advantage of ap-
propriate strategies and using knowledge management are
essential for an organization to survive in the world of
competition [34]. )e concept of strategy is based on three
elements: competitive advantage, distinct capabilities, and
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strategic coordination. (3) Technology can be defined as all
the knowledge, goods, processes, tools, methods, and sys-
tems used to produce goods and offer services. )e IT in-
frastructure supports the transfer of tacit knowledge to
explicit knowledge [35]. It also allows explicit knowledge to
be stored and recorded in official documents to facilitate
knowledge retrieval [36]. (4) Culture is a collection of traits
that distinguishes one group, organization, or nation from
others [37]. From the critics’ point of view, organizational
culture can be viewed as a continuous process of identity
building/rebuilding in and around the organization [38]. (5)
Leadership involves communicating between the leader and
the follower to achieve the desired results [39]. Trust is an
essential component of successful and efficient teamwork
[40]. Leadership directly influences knowledge sharing cli-
mate and behavior, interpersonal trust, and organizational
learning of an organization. Interpersonal trust directly
influences knowledge sharing behavior and indirectly in-
fluences organizational learning through knowledge sharing
behavior [41]. (6) Trust is the basis for creating commitment
among members of an organization for knowledge man-
agement and depends on two factors: (1) measures taken to
strengthen trust within organizations; (2) employees’ per-
ception of how knowledge sharing leads to personal ad-
vantages [30]. Trust positively and significantly influences
knowledge sharing and affective and normative organiza-
tional commitment. Knowledge sharing partially mediates
the relation between trust and affective organizational
commitment [42]. For these reasons, we provide the fol-
lowing hypotheses:

H1. Organizational structure has a positive effect on
knowledge management [22, 43]
H2. Organizational strategy has a positive effect on
knowledge management [43]
H3. Organizational technology has a positive effect on
knowledge management [22]
H4. Organizational culture has a positive effect on
knowledge management [22, 24]
H5. Organizational leadership has a positive effect on
knowledge management [29]
H6. Trust in the workplace has a positive effect on
knowledge management [19, 29]

2.2. Knowledge Management and Human Capital and Or-
ganizational Performance. )e results of a study examining
users’ perceived benefits and users’ satisfaction in organi-
zational knowledge management systems and providing a
model for it show that knowledge is valuable only when it
has been created within the right framework, production
time, and in accordance with a query. At the system level, the
performance of organizational knowledge must be mea-
sured. Acquisition, maintenance, repair, search, and re-
trieval are factors affecting knowledge management. )ese
factors are based on storing knowledge in the system to
integrate it with old knowledge and maintain its integrity, as
well as provide search and retrieval capabilities in the system.

It was claimed that in order to pave the way for achieving
high levels of quality, members of the system need to be
connected and converse to each other [44]. A study which
has examined the relationship between knowledge man-
agement process, knowledge management performance, and
job performance considers the knowledge management
process as consisting of seven constituents: knowledge
recognition, knowledge creation, knowledge gathering,
knowledge organization, knowledge storage, knowledge
dissemination, and knowledge application [45].

In the customer-centric age, customer relationship
management and customer knowledge management are
among the most important issues for organizations. )ey
both emphasize how to integrate and distribute resources to
improve organizational performance and increase com-
petitive advantage. Proper understanding of customer’s
needs is a result of customer knowledge management, which
ultimately plays a key role in building customer relation-
ships. When knowledge is freely disseminated and distrib-
uted in an organization, its potential values emerge. If
knowledge is properly used in an organization and new
knowledge is vastly created, it not only increases produc-
tivity but also promotes creativity. In today’s information
society, human capital has assumed more importance than
economic capital [46, 47].

Human capital is the ability of an organization to create
value through the use of experience, learning, skills, training,
and creativity of its employees. How teammembers use their
limited human and psychological capital to make social
knowledge effective is an important factor in improving the
performance and knowledge sharing of an organization’s
employees [48]. Human capital is defined as the knowledge,
skills, and abilities that indigenous people acquire through
investment in education and other types of experiences [49].
)e theory of human capital states that people with higher
levels of knowledge, training, and other skills perform better
than others. From the perspective of organizational psy-
chology, human capital is described as a distinctive and
valuable resource that others cannot easily copy or replace
them. Human capital is measured with elements such as
managerial experience, work experience, level of education,
and training [50]. Knowledge management is needed as an
important resource for the implementation of human capital
to improve innovation [51].

Investigating the relationship between knowledge
management and intellectual capital of the organization is a
research topic whose results show a significantly positive
relationship between these two variables, both of which have
a significant impact on improving the organizational per-
formance [52]. Another study that indicates the positive
impact of knowledge management on human capital and
organizational performance through the mediating effect of
learning culture defines learning culture as a combination of
organizational culture and organizational learning and
training [53]. Knowledge management processes influence
organizational performance directly and indirectly through
innovation and intellectual capital [5].

)e relationship between knowledge management and
organizational performance is an interesting field for
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researchers and practitioners, and further studies are needed
to clarify this relationship. Knowledge management prac-
tices including knowledge creation practices, continuous
learning practices, knowledge systems, and employee
competency management affect the financial and nonfi-
nancial performance of the organization [7].

)e key issue for researchers studying knowledge
management is to examine the ways in which knowledge
management affects organizational performance. )e most
effective aspect of knowledge management is the use of
knowledge to influence performance. In addition, studies
have shown that knowledge transfer is a common knowledge
management process conducted by organizational staff [54].
Another study that demonstrates the positive impact of
knowledge management on organizational performance
considers knowledge management as being deeply rooted in
seven factors, namely, direct leadership and support, or-
ganizational culture, organizational strategies, processes and
activities, information technology, training, and incentives;
it also regards performance variable as being based on four
factors, namely, learning and growth, internal processes,
customer, and financial perspectives [55]. )e research
hypotheses are thus as follows:

H7. Knowledgemanagement has a positive effect on the
development of human capital [53]
H8. Human capital development has a positive effect on
organizational performance [53]
)e main hypothesis:
H9. Knowledge management has a positive effect on
organizational performance

H9.a. Knowledge management directly has a positive
effect on organizational performance [19, 29, 53, 55]
H9.b. Knowledge management indirectly and through
the mediation of human capital has a positive effect on
the performance of the organization [53]

2.3. Statement of the Problem. Due to the complex and
abundant resources in the field of organizational knowledge
management, many strategies adopted so far have been inef-
ficient and incompatible. )erefore, finding the most influ-
encing factors of knowledge management and performance has
been one of the most important concerns of managers. )is
research attempts to provide a more comprehensive and
practical organizational knowledge management model for
managers. Many studies have been conducted on knowledge
management, especially the impact of knowledge management
on organizational performance through mediating variables.
For example, Iqbal et al. [5] only examined the impact of three
actors including leadership, culture, and incentives on the
knowledge management process and dealt with the impact of
knowledge management on the performance of organization
through the mediating role of intellectual capital. Another
similar study conducted by Ogunmokun et al. [56] investigated
the effect of trust on knowledge sharing behavior and service
innovation, which shows the positive effect of trust on
knowledge sharing behaviors in the organization.)e difference

between the present study and previous research is that previous
research has addressed the positive effect of trust on only one
aspect of knowledge management, namely, knowledge sharing,
while this study examines the effect of trust on knowledge
management in general. Many studies have examined only one
activator and its effect on the knowledge management process.
)e effect of knowledge-oriented leadership on knowledge
management process and the effect of trust on knowledge
management processes are the only factors that have been
investigated in the past studies [57]. Knowledge-oriented
leadership is another factor whose impact on knowledge
management and organizational performance has been indi-
vidually studied [57].

Previous studies have examined only one or a very limited
number of knowledge management activists, while more ac-
tivists can be considered in a more comprehensive research
model. It helps the managers of organizations to have a better
view for knowledge creation and performance improvement in
organizations in order to survive in today’s competitive envi-
ronment. On one hand, this study attempts to investigate the
maximum possible factors affecting knowledge management,
and on the other hand, it tries not to make the model too
complex and incomprehensible. Another important distinction
of this study is the scrutiny of the mediating variable of human
capital in the relationship between knowledgemanagement and
organizational performance; only few studies have addressed
this issue. For instance, similar studies such as [57] examined
the mediating role of knowledge worker productivity in the
relationship between knowledge management and organiza-
tional performance. Also, another study addressed the impact of
knowledge management processes on organizational perfor-
mance [58]. Human capital as an independent variable also
affects the performance of the organization [59]. Finally, in-
vestigating human capital mediating role in the relationship
between knowledge management and organizational perfor-
mance is a new topic that is addressed in this study.

)e general objective of this study is to investigate both the
direct effect of knowledge management on organizational
performance and its effect through the mediating variable of
human capital. )e specific objectives of the research are to
examine the effects of the factors: structure, strategy, culture,
technology, leadership, and trust on the implementation of
knowledge management in the organization. )e dependent
variable, namely, knowledge management (including knowl-
edge creation, identification, sharing, and application) can be
attributed to the 6 independent variables of culture, structure,
strategy, leadership, trust, and technology in the organization.
)ese 6 variables influence the dependent variable (knowledge
management) in different ways and to different extents. )e
sources of knowledge in the organization are the products of
culture, structure, strategy, leadership, trust, and technology, as
shown in Figure 1.

3. Research Methodology

In this study, a questionnaire was used to collect the re-
quired research data. )e questionnaire used in this study
consists of 48 questions examining the impact of orga-
nizational structure, strategy, technology, culture,

Advances in Human-Computer Interaction 5



leadership, and trust on knowledge management, as well as
the impact of knowledge management on human capital,
and ultimately on the performance of Kabul Steel Plant. To
this end and to design questionnaire questions for culture,
structure, strategy, and technology constructs, the research
background and articles such as [22, 55] were used.
Standard questionnaires from papers by [60, 61] and [53]
have also been used for leadership, trust, knowledge
management, human capital, and performance constructs.
)e questionnaire included demographic questions in-
cluding the parameters age, gender, work experience, and
education level. In order to measure the indices in the
questionnaire, the 5-point Likert scale was used, which is
one of the most common measurement scales. For validity
purposes, mostly standard questionnaires were used in this
study. After the questionnaires were prepared, they were
distributed among a number of professors and experts, as
well as a number of managers in the target community, and
necessary modifications were made based on their com-
ments. Content validity ratio (CVR) and content validity
index (CVI) were used to assess their content validity. As a
result, by distributing the questionnaire to 10 experts, the
CVR values (according to the standard table) exceeded
0.62; thus, the content validity of the questionnaire items
was confirmed. Also, by calculating the CVI value of all
items and obtaining an average value of 0.81 which is
greater than the minimum value of 0.79, the content
validity of the scale was confirmed. Cronbach’s alpha was
applied to check the reliability of the questionnaire. An
alpha above 0.7 is usually acceptable. To assess the reli-
ability of the questionnaire, Cronbach’s alpha was calcu-
lated using SPSS software. Cronbach’s alpha for each of the
scales was above 0.70, as shown in Table 1.

)e statistical population of this research consists of all
the administrative employees of Kabul Steel Plant.)ey were
150 people at the time of this study. According to Cochran’s

formula, the sample size was 108, which was calculated by
the following equation:

Sample size �
N.Z

2
α/2.pq

e
2
.(N − 1) + Z

2
α/2.pq

, (1)

where N is the population size, p and q are usually set to 0.5,
e is set to less than 10% (e� 0.05), and the amount of z with
the assumption of α� 0.05 is found from the normal dis-
tribution table (z� 1.96).

Questionnaires were randomly distributed among the
employees of the administrative department and finally 108
questionnaires were extracted according to the sample size.
)e demographic data are presented in Table 2.

In this study, the data obtained from the questionnaires
were analyzed using descriptive, inferential, and confirma-
tory factors analysis by SPSS and SmartPLS software. After
determining the normality of the data and doing the Bartlett
and KMO tests, each research hypothesis was analyzed
separately using the partial least squares technique. )e
general research model was also examined using this
technique. In general, the evaluation of structural equation
models covers three sections of measurement models, the
structural model, and the general research model (mea-
surement and structural) that must be examined in order.

4. Data Analysis and Results

Demographic data showed 34.3% of the respondents were
females and 65.7%weremales. Also, the highest frequency of
age was between 32 and 37 years with 35.2%. Finally, in
terms of education level, the highest number belonged to
bachelor’s degree (42.6%), and the lowest number belonged
to doctoral education (5.6%). )e results of the normality
test are shown in Table 3.

Structure

Human
capital

Organizational
performance

Strategy

Technology

Culture

Leadership

Trust

Knowledge
management

Figure 1: )e conceptual model.
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Based on the test results shown in Table 3, the skewness
statistics of all the variables ranged from −2 to 2, the kurtosis
statistics from −3 to 3, and their standard deviation ranged
from −2 to 2.)erefore, it can be concluded that the research
data were normally distributed.

According to Table 4, since the significance level of the
test is less than 0.05, the assumption of independence of all
variables is rejected, and thus, at least one pair of parameters
is not independent. Also, the KMO values of all variables
were greater than 0.7 and were appropriate. )erefore, it is
possible to perform factor analysis techniques for all 9 re-
search indicators.

4.1. Confirmatory Factor Analysis to Respond to Research
Hypotheses. After designing the general research model, the
measurement model (relationship of each latent variable
with observed variables), the structural model (relationship
of latent variables with each other), and, finally, fitting the
general model of the research were investigated in a stepwise

manner. )e t-statistics has been computed using the
bootstrap method for the significance of the relationships.
Finally, a test of research hypotheses based on the rela-
tionships of each variable was also presented separately.

Figure 2 shows values of factor loading in the output, and
Figure 3 shows the significance values (t-statistics) of the
relationships between the variables.

4.2. Analysis of Fit Indices of Measurement Model.
Significance of factor loading and t values: the factor loading
values and t-statistics of themeasurementmodel are shown in
Table 5. )e factor loading value in all cases should be greater
than 0.4, indicating a good correlation between the observed
variables and their respective latent variables. Also, the t-
statistics between the observed variables and their respective
latent variables in all cases must be greater than 1.96.

)e analysis of reliability of research variables, con-
vergent validity, and quality of CVR and CVC measurement
model: Cronbach’s alpha for all variables should be greater

Table 1: Reliability analysis of research questionnaire.

Scales Cronbach’s alpha N Sources of measurement instruments
Organizational structure 0.846 5 [22]
Organizational strategy 0.781 5 [43]
Organizational technology 0.876 5 [22]
Organizational culture 0.874 5 [22]
Organizational leadership 0.822 5 [60]
Trust in workplace 0.880 6 [61]
Knowledge management 0.875 5 [53]
Human capital 0.901 5 [53]
Organizational performance 0.875 5 [53]
Total 0.947 48

Table 2: )e demographic data.

Characteristics Values Frequency Percentage

Gender Male 71 65.7
Female 37 34.3

Age
20 to 30 29 26.8
31 to 41 55 50.9

More than 42 24 22.3

Experience
Under 5 12 11.1
5 to 10 51 47.2

More than 10 years 45 41.7

Table 3: )e normality test (kurtosis and skewness).

Variables Number Skewness (statistic) Skewness (SD) Kurtosis (statistic) Kurtosis (SD)
Organizational structure 108 0.573 0.233 0.550 0.461
Organizational strategy 108 −1.343 0.233 2 0.461
Organizational technology 108 −0.485 0.233 0.404 0.461
Organizational culture 108 −0.921 0.233 1.221 0.461
Organizational leadership 108 −0.823 0.233 0.847 0.461
Trust in workplace 108 −0.975 0.233 1.618 0.461
Knowledge management 108 −0.257 0.233 −0.503 0.461
Human capital 108 −1.113 0.233 1.675 0.461
Organizational performance 108 −0.695 0.233 0.706 0.461
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than 0.7, and the average variance extracted (AVE) should
always be greater than 0.4, and the composite reliability (CR)
value should be greater than AVE. )erefore, the reliability
of the research variables is confirmed. Quality indices should
always have positive values. )erefore, the model has ac-
ceptable quality and reliability. Table 6 presents the reli-
ability and validity of the variables and other relevant
indices.

Significance of factor loading values between questions
and latent variables, Cronbach’s alpha, composite reliability,
average variance extracted (AVE), quality of CVR, and CVC
measurement model all indicate the suitability of the
measurement model; that is, the questionnaire used in this
study measures what the researcher intended.

4.3. Analysis of StructuralModel Fit Indices. Path coefficients
and its significance values (t value): relationships between
latent variables of the model are significant if the calculated t
values are greater than 1.96 (shown in Table 7).

Q2 (Stone–Geisser criterion) and R2: this criterion
specifies the predictive power of the model. )e value of
Q2 must be calculated for all endogenous structures of
the model. )e three values of 0.02, 0.15, and 0.35 de-
termine the model’s predictive power for endogenous
structures, respectively, indicating low, medium, and
high predictive power. R2 is a criterion showing the
influence of an exogenous variable on an endogenous
variable, and the three values of 0.19, 0.33, and 0.67 are
considered as the criterion values for weak, moderate,

Figure 2: Factor loading values for the general research model.

Table 4: Bartlett test and KMO test.

Variables KMO test Bartlett test >chi-square Bartlett test >d.f Bartlett test >Sig
Organizational structure 0.862 279.562 10 0.000
Organizational strategy 0.772 151.572 10 0.000
Organizational technology 0.809 327.632 10 0.000
Organizational culture 0.866 261.275 10 0.000
Organizational leadership 0.777 214.607 10 0.000
Trust in workplace 0.805 358.452 15 0.000
Knowledge management 0.744 360.621 10 0.000
Human capital 0.798 430.837 10 0.000
Organizational performance 0.840 360.106 21 0.000
All questions 0.812 7770.156 1128 0.000
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Figure 3: t-statistics of general research model.

Table 5: Factor loading and t-statistics values of external model.

Questions Factor loading values t-statistics

Organizational structure

a1 0.531 5.788
a2 0.869 20.676
a3 0.883 14.335
a4 0.823 18.790
a5 0.880 27.585

Strategy

b6 0.827 24.635
b7 0.539 4.193
b8 0.762 11.104
b9 0.773 15.253
b10 0.706 7.665

Technology

c11 0.842 19.376
c12 0.903 36.215
c13 0.841 23.773
c14 0.801 17.638
c15 0.708 15.877

Culture

d16 0.844 21.903
d17 0.871 39.605
d18 0.844 15.833
d19 0.691 8.363
d20 0.828 23.606

Leadership

e21 0.643 12.021
e22 0.803 17.558
e23 0.735 11.006
e24 0.792 9.961
e25 0.852 19.550

Trust

f26 0.699 9.400
f27 0.759 11.505
f28 0.761 11.502
f29 0.794 14.921
f30 0.897 44.434
f31 0.816 14.271
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and strong values of R2. )e results for these two indices
are shown in Table 8.

)e significance value of t among the latent variables
indicates that the relationship between strategy and orga-
nizational technology with knowledge management has not
been significant; however, it was significant for other vari-
ables. Also, the Q2 and R2 criteria indicate strong predictive
power of the model and confirm the appropriate fit of the
research structural model.

4.4. Goodness of the Fit for the Overall Model (Overall Quality
Test). According to Table 9, the GOF value is 0.68, which is
greater than 0.36, signifying the goodness of the fit for the
overall model.

4.5. Testing ResearchHypotheses. )e results of evaluation of
measurement model, structural model, and general model
show the suitability of the research model, and the research
hypotheses are investigated accordingly. Since the rela-
tionship between organizational strategy and organizational
technology with knowledge management was not signifi-
cant, these two variables were eliminated to modify the
model. So, we remove these two variables from the model

and implement a new model whose results and software
output are shown in Figures 4 and 5.

)e direct relationship between knowledge management
and organizational performance was calculated as 0.387. Test
statistic was obtained to be 2.486. However, knowledge
management also has an indirect impact on the organiza-
tional performance through the mediating effect of human
capital. )e indirect impact of knowledge management on
organizational performance is 0.891× 0.487� 0.433, and fi-
nally, its total impact is 0.820, which indicates that the
observed effect is significant. )us, knowledge management
has a positive impact on organizational performance with
95% confidence.

)e relationship between the variables and the test
statistics of the research hypotheses is shown in Table 10.
Given the t-statistics, which in all assumptions was greater
than the critical value of t at 5% error level that is 1.96, the
observed effect is significant. )us, it shows the positive
effects of the research variables with 95% confidence.

5. Discussion

)e aim of this study was to investigate the effect of
empowering factors on knowledge management, the direct
effect of knowledge management on organizational

Table 5: Continued.

Questions Factor loading values t-statistics

Knowledge management

m32 0.742 11.038
m33 0.846 24.807
m34 0.775 8.709
m35 0.857 29.141
m36 0.872 22.661

Human capital

h37 0.728 10.517
h38 0.915 28.427
h39 0.934 63.577
h40 0.889 34.124
h41 0.753 12.288

Organizational performance

p42 0.812 14.579
p43 0.781 10.837
p44 0.820 16.033
p45 0.770 15.472
p46 0.784 14.216
p47 0.675 10.245
p48 0.660 10.077

Table 6: Convergent validity and reliability of the research variables.

Variables Number of questions Cronbach’s alpha AVE CR CVR CVC
Organizational structure 5 0.857 0.653 0.901 0.488 0.488
Organizational strategy 5 0.784 0.530 0.847 0.294 0.294
Organizational technology 5 0.877 0.674 0.911 0.508 0.508
Organizational culture 5 0.874 0.699 0.909 0.495 0.495
Organizational leadership 5 0.822 0.590 0.877 0.384 0.384
Trust in workplace 6 0.880 0.624 0.908 0.476 0.476
Knowledge management 5 0.877 0.671 0.910 0.466 0.503
Human capital 5 0.899 0.719 0.926 0.529 0.577
Organizational performance 7 0.876 0.577 0.904 0.400 0.431
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Table 8: Q2 and R2 coefficients for research variables.

Endogenous structure Q2 R2

Human capital 0.52 0.79
Knowledge management 0.49 0.77
Organizational performance 0.39 0.72

Table 7: Factor loading values and significance of t values between latent variables.

Exogenous variable Endogenous variable Path coefficient t> 1.96 Result
Organizational structure Knowledge management 0.447 2.582 Confirmed
Organizational strategy Knowledge management 0.086 0.960 Rejected
Organizational technology Knowledge management 0.291 1.780 Rejected
Organizational culture Knowledge management 0.597 7.129 Confirmed
Leadership Knowledge management 0.187 2.057 Confirmed
Trust Knowledge management 0.253 2.254 Confirmed
Knowledge management Human capital 0.891 46.141 Confirmed
Human capital Performance 0.487 3.582 Confirmed
Knowledge management Performance 0.388 2.814 Confirmed

Table 9: GOF value.

(R Square)2 (Communality) GOF �

�������������������������

(Communality) × (R Square)2


0.76 0.62 0.68
Note. )ree values of 0.01, 0.25, and 0.36 indicate weak, moderate, and strong fits, respectively.

Figure 4: Loading factors of research model after removing insignificant paths.
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performance, and also the mediating effect of human capital
in the relationship between knowledge management and
organizational performance. First, this study identifies the
factors affecting the knowledge management processes and
facilitating the implementation of an integrated knowledge-
based system. Finally, this study shows that knowledge
management, both directly and through the human capital
variable, has an effective role in improving organizational
performance. Designing and implementing this research
model and evaluating it with PLS software help researchers
to implement a sustainable knowledge management system
in any organization to remain in today’s competitive
markets.

)e findings of this study are in line with the results
obtained by other research such as by Zheng et al. [43] and
Islam et al. [22] which dealt with the positive impact of
organizational structure on the knowledge management
process as well as knowledge sharing and dissemination.
Also, the hypothesis of the impact of strategy on knowledge

management was rejected in this paper, which can be further
analyzed in other cases and organizations. )e hypothesis of
the effect of technology on knowledge management was also
rejected, which is consistent with the study conducted by
Fernandes [62]. )is study demonstrated the relationship
between culture and knowledge management and the results
are similar to the ones obtained by Afshari et al. [24] which
showed that culture directly and indirectly affects knowledge
management as well as the results obtained by Islam et al.
[22] which demonstrated that culture has an impact on
knowledge sharing in the organization.

However, Fernandes [62] could not show the relation-
ship between culture and knowledge management and
rejected the hypothesis. Finally, the hypotheses of the re-
lationship between leadership and trust in knowledge
management were accepted in this study, which is also
consistent with the study conducted by Paliszkiewicz et al.
[29]. )erefore, the findings of this paper augment the lit-
erature [19, 29].

Figure 5: t-statistics of research model after eliminating insignificant paths.

Table 10: Summary and conclusion.

Hypothesis Relationship Path coefficient t-statistics Result
Hypothesis 1 Organizational structure⟶ knowledge management 0.182 2.161 Confirmed
Hypothesis 4 Organizational culture⟶ knowledge management 0.625 8.186 Confirmed
Hypothesis 5 Organizational leadership⟶ knowledge management 0.198 2.753 Confirmed
Hypothesis 6 Trust in workplace⟶ knowledge management 0.308 2.943 Confirmed
Hypothesis 7 Knowledge management⟶ human capital development 0.891 44.807 Confirmed
Hypothesis 8 Human capital development⟶ performance 0.487 3.134 Confirmed
Hypothesis 9 Knowledge management⟶ organizational performance 0.387 2.486 Confirmed
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Based on the findings of this study, the hypothesis of the
impact of knowledge management on organizational per-
formance was accepted. It should be noted that several
studies have shown the impact of knowledge management
and knowledge management processes on organizational
performance [19, 29, 53, 55]. )is shows the importance of
knowledge in improving the performance and promotion of
the organization. Finally, the mediating role of human
capital in the relationship between knowledge management
and performance was also investigated and shown in this
study which is also consistent with the results of research
conducted by Cooper et al. [53].

6. Conclusion

Organizational behavior has a relevant role in the internal
processes of knowledge management. )e organizations
must create the necessary conditions to encourage their
employees to transfer their knowledge by contributing to the
maturity of the knowledge management [63]. Given the
positive effects of the four variables of organizational
structure, culture, leadership, and trust on knowledge
management, it can be concluded that traditional organi-
zational plans do not meet the current needs, and funda-
mental changes must be made in organizational structures.
Casual relationships play an important role in shaping the
organizational structure. Casual relationships are the key
aspects that distinguish machine and organic structures and
are the determining dimensions of structure in knowledge-
based organizations. )e organizational structure must be
sufficiently flexible and dynamic, so that communication is
not limited to team, departmental, and even organizational
boundaries, and it is easy for employees to communicate
with the environment outside the organization. In other
words, the informal aspect of organizational structure plays
an important role in the development of interactions. As a
result, organizations are advised to examine the capability of
their different parts in order to delegate possible responsi-
bilities to employees to increase the capacity of the em-
ployees on the one hand and to break the barriers of official
bureaucracy and organizational hierarchies which hinder
the development of talent and the fair and just distribution
of information on the other hand.

)ere are six guidelines for knowledge managers and
organizational leaders: (1) leaders can apply knowledge
management tools and programs to promote a certain
change in culture; however, this needs persistence and te-
nacity and using a wide range of methods and tools sup-
ported by a clear appropriate logic. (2) Supporting and
promoting individuals with the appropriate attitudes and
who are capable of becoming role models are recommended
in order to encourage local influence. (3) Communication
technology can ease culture adjustment, provided that it is
accompanied by teaching and training to make sure that new
behaviors are adopted by people in their everyday practices.
(4) A knowledge management program can be offered
according to the simple concepts of culture change. Elim-
inating obstacles to performance improvement is valued, but
it does not change the long-term methods, norms, and

assumptions, which form the organizational culture. (5) If
organizational culture requires a change, a formal evaluation
must be conducted to see which aspect needs change and
why. (6) Short-term activities and advice are not recom-
mended for changing deeply rooted assumptions and values
[64]. One of the major barriers to knowledge management is
that people do not want to share their knowledge for any
reason and use it exclusively for their own personal de-
velopment, because there may be a misconception that since
knowledge is power, it should not be lost. Cultural factors in
the organization, such as the creation of work teams and the
sharing of work and trust among employees, will allow the
flow of knowledge to spread freely throughout the organi-
zation and will also play an important role in the creation,
acquisition, and dissemination of knowledge. )erefore, it is
recommended that organizations give employees more
freedom to act, individuals collaborate more in doing their
work, and managers try to build a closer relationship be-
tween employees. It is also suggested that leaders should be
guided by values and principles. )ey need to be aware of
their strengths and weaknesses and constantly look for
opportunities to learn. )e leader is always in conflict with
the status quo and is improving the environment in the
organization. )e leader focuses on all the individuals in the
organization, building trust among teammembers, as well as
establishing the necessary organizational cultures as orga-
nizational behaviors. Finally, the organization must foster a
culture of trust in the workplace because trust is the
foundation of a highly cooperative work environment that
leads to knowledge sharing.)us, in order to help employees
to overcome their unwillingness to share their knowledge,
the following must be fostered: trust in others, trust in the
organization, and self-confidence [19]. By forming work
teams based on similar goals within the organization and by
team-based activities and programs, trust can be enhanced
among individuals, because in the absence of trust, team
members always play roles without genuine and sincere
contribution, and it reduces their efficiency. Lack of trust
also affects customer’s morale and satisfaction.

According to the research results, human capital in the
organization can be enhanced by knowledge management
which includes knowledge creation, identification, sharing,
and application [5]. More attention for adopting modern
training is essential for identifying and eliminating the
weaknesses along with enhancing employees’ abilities, skills,
and their cooperation as an effective way for solving
problems [65]. To this end, it is suggested that human capital
knowledge as a competitive advantage in the organization be
enhanced by creating a culture of learning in the organi-
zation, sharing of information and knowledge among em-
ployees, job rotation, development and growth of the staff,
recruitment and hiring of talented and capable individuals,
promotion of staff competence, support of teamwork, etc.
)e benefits of applying knowledge management may in-
clude more productivity of human capital, presenting value-
added goods and services, enhancing customer satisfaction,
reducing rework, avoiding mistakes, stimulating creativity
and innovation, saving time, and creating closer relationship
with customers, which all lead to improving the
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organizational performance. Based on the research results, it
is recommended that organizations provide the necessary
infrastructure to enhance their performance by boosting the
effect of organizational structure, strategy, technology,
culture, leadership, and trust on knowledge management.

)is research was conducted at a specific time frame in
Afghanistan, which may yield different results at other times
as well as in other organizations or countries. Since other
organizations or countries have different cultures and
structures, it is recommended to examine this model in other
countries and organizations preferably with larger sample
sizes. In addition, it should be noted that six affecting factors
including structure, culture, strategy, technology, leadership,
and trust were investigated in the case study. Hence, as a
suggestion for future studies, other influencing factors can
be added to the model. )e aforementioned six factors may
also have relationship with each other, which has not been
addressed in this study to avoid the complexity of the model.
)erefore, examining the mutual relationships between
these factors can be the topic of future studies. Finally,
further research can scrutinize the impact of leadership and
trust factors on knowledge management and organizational
performance.
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