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Abstract 

  One of the issues that always have been of great concern in organizational 

debates is organizational effectiveness. When an organization makes 

attempts to fulfill its goals, internal instability and external threats are 

considered as impediments which may either delay or sabotage the whole 

process. Several studies have investigated the impacts of contextual factors 

on organizational effectiveness. As we live in the age of knowledge, 

knowledge management has become a substantial source for achieving 

competitive advantages. In order to do so, organizations need to identify 

organizational factors influential to knowledge management. 

   When in an environment knowledge creation, sharing, learning, 

upgrading, restructuring and the use of knowledge as an asset to 

organization and its customers are both supported and encouraged, it can 

be administrated through the implementation of knowledge management.              
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In other words, knowledge management acts as a tool to deal with    

degradation factors. This research primarily aims to investigate the 

relationship between context variables (including, knowledge 

management, organizational culture and organizational structure) and 

organizational effectiveness. For this purpose 131 company managers from 

Mashhad's Science and Technology Park were surveyed via a questionnaire 

with a Cronbach's alpha reliability measure equals to 0.93. Chi-square test 

and linear regression were used to test the hypotheses. Results indicate 

that all context variables are significantly associated with organizational 

effectiveness.  

  Keyword: Knowledge Management, Organizational Effectiveness, 

Organizational Culture ,Organizational Structure 

 

Introduction 

  Successful companies are those that manage and consolidate their 

knowledge assets and strive to achieve their goals and superior 

performance. Globalization of economy and industries has gathered 

different people from different cultures in enterprises, which make culture 

a more influencal factor toward organizational effectiveness (Kwantes & 

Boglarsky, 2007). Cultural properties includ factors that affecting the 

effectiveness of the organizational through party mechanisms. In addition, 

each specific measure of the culture will affect organizational effectiveness 

(Yilmaz & Ergun, 2008). If organizational structure is consistent with 

organizational goals, it can greatly impact organizational effectiveness. 

Also, knowledge can be used as a primary source for competitive advantage 

that if managed accordingly, will influence organizational effectiveness. 

This has been issued in several studies (Hallin & Marnburg, 2008). 

 

Literature Review 

  Knowledge management: Knowledge is one of the most important 

resources of enterprises and has been proved effective on moving toward 

success (Nevo & Chan, 2007). Knowledge is the only known asset that gets 

expanded when sheared (Vandaie, 2008). Despite extensive use of 
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knowledge management in various organizations, yet no common 

definition has been provided. A usuall problem in defining knowledge 

management is that it is in approximation almost anything that lets 

individuals to comprehend concepts essential in effective functioning can 

be referred to as knowledge management. This issue has caused pundits to 

present various definitions based on their different perspectives and 

experiences. Scanning through these various definitions, it can be noted 

that knowledge management is the process of creating, publishing, and 

applying knowledge in order to achieve organizational goals. In another 

definition knowledge management is a philosophy which includes a set of 

principles, processes, organizational structures and the technology 

employed by people for the purpose of sharing and applying their 

knowledge in order to achieve their goals (Gurteen, 1999). Finally 

knowledge management is simply a compilation and storage of the explicit 

knowledge coupled with the intellectual capital management (Dalkir, 

2005). 

  From an epistemological perspective, knowledge is known in forms of 

implicit or explicit. Explicit knowledge is is systematic and formal, it is 

easily revealed and transferred, it can be communicated through language. 

However, implicit knowledge is owned by specific personal, it is not easly 

trafferrable and it can be understood through communication. The 

assumption is that knowledge is created through the interaction between 

explicit and implicit knowledge and is modified from the explicit to tacit 

and vice versa in a spiral mode (Nevo & Chan, 2007). 

  In recent decades, a large acceleration is created in the concept of 

knowledge and organizational knowledge and this awakening is a special 

advantage for those that have it. Advances in information technology have 

led to designing and implementation of information systems, in order to 

support organizational knowledge management (Nevo & Chan, 2007). In 

fact, knowledge management is a chain including data conversion to 

information and vise versa, which in the relevant literature is referred to as 

the hierarchy of information. The relationships between data, information 

and knowledge in the form of a hierarchical, in which raw and basic data is 

transformed to information and knowledge is gained from data 

transformation using insight and experience. Experience and insight 

provide information to become knowledge. In other words, knowledge is 
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the highest emerged form of information. In knowledge management, an 

organization’s ability convert the data to information and then to 

knowledge can be shared (Kebede, 2010). 

  Organizational culture: Each organization has a personality named 

organizational culture (Robbins, 2005). Organizational culture is a system 

of shared beliefs and values that can be found in behavioral norms and will 

determine the organization's way of life (Koberg & Chusmir, 1987). A 

desirable culture can be stimulus for efficiency and and it can augment staff 

productivity. Organizational culture is a factor connecting the internal 

components of the irganization on one hand, and on the the other hand, it 

can be the factor that distinguishes the organization from others (Ke &  

Wei, 2008). Corporate culture is an important factor that affects the 

functional performance of organization members (Askarian, 2007). The 

culture of is so suffused with members' thoughts, feelings and actions that 

every speech and every supposition takes on from its direction (Alvani, 

2007). Moreover, organizational culture reflects the staffs' values, beliefs 

and normative behaviors. In other words, culture is an organizational 

characteristic viability emerged as a result of social system, separate from 

employees (Kwantes & Boglarsky, 2007). 

  In addition, organizational culture is defined as a set of beliefs, values and 

assupmtions shared by the members. These fundamental values will affect 

behavior will guide staff in making decisions (Schein, 2004). Organizational 

culture can also be defined as aggregated values in an organization 

nourished by myths, anecdotes and tales of history (Rajala et al, 2012). 

Corporate culture constantly forms human interactions including values 

and beliefs that get visible in light of continuing talks among group 

members, recognized as an acceptable source in the organization to set 

correct behavior (Rajala et al, 2012). 

  Organizational structure: The relevant literature clearly demonstrates 

that organizational structures as business resources might be considered 

as a sustainable competitive advantage. Organizational structure 

represents a method in which information and knowledge are spread 

within the organization which will affect productivity. As a result, 

distribution and coordination of company resources will significantly 

influence social communications and interaction processes among the 
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members. Structure is a method in which processes are self-interacted, 

shaping organizational activities. Organizational structure can be used as 

an effective element in creation, composition and integration of knowledge 

produced by members. Organizational structure palys a fundamental role 

in creating the capacity for identifying required knowledge resources, 

accessing new knowledge, consolidating information and recognizing its 

absorption capacity. It also has an important role in the process of 

investigating the structure of knowledge in organizations (Martínez-León & 

Martínez-Garcia, 2011). 

  Organizational structure can affect communication channels and data 

flow; as well as human interactions, such as cooperation, coordination and 

taking responsibility. Organizational structure can be motivating and 

influence some of the strategic decisions made in the organization 

(Andrade & Joia, 2012). The target of any structure is to specify how duties 

are defined and how decision-making hierarchy is recognized (DeGroot & 

Brownlee, 2006). Structure represents formal desgining of relationships, 

communication, decision making processings, methods, and systems that 

allows an organization to develop their relations inorder to achieve 

planned goals in action. 

  The structure is a dynamic operator because on one hand, it changes over 

time, according to new conditions and on the other hand, it can often 

change, so that the employees can have access to fresh and diverse 

knowledge to overcome a wide range of diverse conditions, problems and 

volatility. Therefore, organizational structure is not in a uniform condition, 

as different corporate sections face different environmental pressures 

which might need different answers (Martínez-León & Martínez-Garcia, 

2011). 

  In sveral studies, structure is divided into two types mechanical and 

organic. The mechanical structure is essentially brochratic, unflexible and 

standard, while organic structure is less standard, less formal, and more 

flexible which makes it possible for employees to be more risk-taking and 

present creative solutions. The extent a structure roams from official to 

non-official represents the mechanical and organic distinction (Menguc & 

Auh, 2010). 
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  The suitable structure for an unstable environment is a structure the 

reponses well to environmental conditions, which is the organic structure. 

In mechanic structure interactions amont staff are high and tasks are 

continuous. In organic structures, activities are less standardized and 

employees show more tendency to have make more efforts (DeGroot & 

Brownlee, 2006). 

  The main factors of forming the structure are centralization, formality and 

complexity. 

 Centralization refers to the extent that the decision makings and 

powers are in the hands of the managers. Decentralization is the level 

of decisions delegated to middle and lower managers. Centralization 

is referred to the source of decision making in higher levels. 

 Formality is the extent that the regulations, procedures, instructions 

and communications and written. It is referred to the extent that a 

given job is standardized within the organization as well as the 

extent that the behavior of the staff is guided through regulations and 

methods. 

 Complexity is the extent that tasks and activities are divided as well 

as th extent that personnel have control over their activities 

(Daugherty et al, 2011). 

 It is expected that if formality and centralization is at lower levels, 

the organizational structure is successful in helping members to 

interact well (Chena & Huang, 2007). 

  Organizational effectiveness:  Goodman and Pennings (1999) believe 

that effectiveness is a core subject in all organizational analyses and state 

that a thought regarding organizations not being based on effectiveness is 

useless. Understanding the purpose of the organization is of the first steps 

that should be taken in the road toward understanding effectiveness. 

Organizational objectives should represent the existence philosophy as 

well as what it is essentially trying to achieve. The goal that most 

researchers consider as the most essential to success is survival which they 

refer to it as effectiveness criterion (Quinn & Rahrbaugh, 1983). 

Organizational effectiveness is a multi-facet concept that is mainly related 

to shareholders and organizational conditions. Different studies represent 
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different viewpoints for the measurement of effectiveness, including return 

on investment and growth rate (Hao et al, 2012). 

  Organizational culture and organizational effectiveness: Gregory et al, 

(2009) in their study assessed the relationship between organizational 

culture and effectiveness and as a result suggest that organizations with a 

culture level above average have relatively higher ROE level. 

  Denison (1990) examined the relationship between Managing Director 

perceived organizational culture and intellectual effectiveness criteria. 

Results indicate that if culture repects values such as flexibility, clarity and 

responsiveness, a high level of growth rate is expected. This theory proves 

that organizational culture exert a significant and never-ending influence 

on the behavior of members, people try to comply with a common 

organizational culture and values. According to this theory, corporate 

culture has an impact on organizational effectiveness. 

  Researchers also believe that culture potentially has a direct effect on 

factors such as employees' commitment and satisfaction spirit which will 

directly affect organizational effectiveness (Gregory et al, 2009). 

  The relationship between organizational culture and effectiveness is 

significant. Kwantes & Boglarsky, (2007) acknowledge the fact that 

organizational culture assists creating the conditions for the realization of 

the internal effectiveness. The concept of effectiveness in an organization 

may be influenced by staff's social culture and percepts. 

  According to the imputation theory, employees' perception about culture 

is essential in culture establishment (Kwantes & Boglarsky, 2007). 

  Organizational culture is also a base for interaction and co-operation 

among employees. Culture is a relatively stable element, which affects the 

value of the information obtained from the company's response to the 

expectations of people. 

H1: Organizational culture has a significant relationship with Organizational 

Effectiveness. 

  Organizational structure and organizational effectiveness: The 

structure potentially affects the organizational performance. In serach for 

an appropriate structure that fits with organizational activities, if best 

methods are sghared among groups for more coordination, corporative 
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effectiveness increases (Weerawardena et al, 2006). Structure can 

positively affects effectiveness and further increase it. Also it can be 

considered as set of decisions to be used in a variety of activities. 

Organizational structure has wide-ranged and predictable effects on 

organization effectiveness (Hao et al, 2012). 

Different types of organizational structure depend on organizational size, 

constancy and organization change. Knowledge sharing and learning 

positive business behaviors is in connection with improving processes, 

products and serives, which are affecting organizational effectiveness as 

well (Hao et al, 2012). 

H2: Organizational structure has a significant relationship with 

Organizational Effectiveness. 

Knowledge management and organizational effectiveness: Objective 

theory argues that the more challenge goals, higher performance is 

achieved. Effective use of the challenging tasks ameliorates learning, 

creation of knowledge and effectiveness. This means that by assigning 

employees with challenging taks, knowledge creation bases are expanded 

which leads to organizational effectiveness (Weerawardena et al, 2006). 

H3: Knowledge management has a significant relationship with 

Organizational Effectiveness. 

 

 

 

 

 

 

 

 

Figure 1: hypothesized affects model 

KM=Knowledge Management / OC=organizational Culture / OE=Organizational Effectiveness / 

OS=Organizational Structure 
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Methodology and Findings 

  Data is collected through 131 questionnaires completed by managers from 

Mashhad's Science and Technology Park, With 0.93 Chronbach's Alpha 

indicating that research questionnaire is statistically reliable . Mean scores 

and descriptive statistics are calculated are tested through t-student test 

(figure 2).  

Figure 2 

One-Sample Statistics and t-test 

    Test value = 3 

Variables N Mean Std. 

Deviation 

t df Sig.             

(2-tailed) 

Organizational Culture 131 2.21 .55 -16.37 130 .000 

Organizational Structure 131 2. 62 .53 -8.29 130 .000 

Knowledge Management 131 2. 18 .49 -19.38 130 .000 

Organizational Effectiveness 131 2. 52 .54 -10.26 130 .000 

 

Organizational Culture: zero hypothesis assumes that Organizational 

Culture is not significant. The t-student statistic equals to -16.37 with 130 

degrees of freedom and Corresponding p-value is zero. Therefore 

hypothesis is to be rejected, indicating that Organizational Culture is 

significant. 

Organizational Structure: In this test zero hypothesis is that 

Organizational Structure is not significant. The t-student statistic equals to  

-8.29 with 130 degrees of freedom and Corresponding p-value is lower 

than 0.05. Therefore hypothesis is to be rejected, indicating that 

Organizational Structure is significant. 

Knowledge Management: In this test zero hypothesis is that Knowledge 

Management is not significant. The t-student statistic equals to  -19.38 with 

130 degrees of freedom and Corresponding p-value is lower than 0.05. 

Therefore hypothesis is to be rejected, indicating that Knowledge 

Management is significant. 

Organizational Effectiveness: In this test zero hypothesis is that 

Organizational Effectiveness is not significant. The t-student statistic equals 

to  -10.26 with 130 degrees of freedom and Corresponding p-value is lower 
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than 0.05. Therefore hypothesis is to be rejected, indicating that 

Organizational Effectiveness is significant. 

  In regard to hypotheses H1, H2 and H3, Pearson Chi-Square Test along 

with Linear Regression analysis is utilized (Figure 3).  

Figure 3 

Pearson Chi-Square Test and Linear Regression Analysis results 

Hypotheses 

Chi-Square Test Linear Regression 

Value Df 
Sig. (2-

sided) 
ANOVA Sig. 

Coefficients 

beta Sig. 

H1 OC  OE 37.87** 130 .00 .00 .43** .00 

H2 OS  OE 37.78** 130 .00 .00 .48** .00 

H3 KM  OE 37.78** 130 .00 .00 .50** .00 

* Significant at the 0.05 level, ** Significant at the 0.01 level 

KM=Knowledge Management / OC=organizational Culture / OE=Organizational Effectiveness / 

OS=Organizational Structure 

  while, linear regression results do not support presumed impact 

(regression sig. exceeds .05), suggesting a non-linear association between 

afore-mentioned factors. Despite this, results of other hypotheses (H1, H2 

and H3) all support research assumed impacts. 

Conclusion  

  The overall objective of this study was to investigate the organizational 

effectiveness and parameters have impacts on it. Effectiveness has been a 

crucial theme in organizational theories as organizations evaluate their 

performance through monitoring their organizational effectiveness. 

Today's organizations are constantly faced with the complex situations in 

competitive conditions, where internal and external circumstances keep 

unceasingly and rapidly changing. Thus, the need for financial and spiritual 

security and social interactions and communications are more than ever 

felt in organizations. Making organizational goals and employees' visions as 

well as management perspectives and strategies fit in order to adapt with 

ever-altering and multi-facet needs of stakeholders are of most duties 

assigned to executive managers. Although, quite difficult, but is essential to 

the success of the organization. 

  Therefore, for organizations which tend to secure optimal positions, 

elevating the effectiveness seems inevitable. Achieving this greatly depends 
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on manager's ability to identify effectiveness's influential factors. Keeping 

these factors under control, the desired purpose can be achieved. The 

results of this study indicate that factors such as organizational structure 

and organizational culture can significantly affect organizational 

effectiveness, through both directly and with intervening mediating 

variable of knowledge management.  

  As Choo and Neto (2010) argued, the success of knowledge management 

depends on providing appropriate infrastructures and circumstances 

under which knowledge creation and sharing can be effective. Poor 

understanding and managing of factors affecting organizational 

effectiveness not only makes the enterprise's effort futile, but also brings 

about other negative consequences including undesirable organizational 

culture, reduced collaboration spirit among staff, Improper implementation 

of organizational strategies and knowledge deployment at different 

organizational levels. 

  When an organization acts successful consistently, a proper organizational 

is to be established through repeating of effective business practices, but 

when it fails to meet the expectations of stakeholders with whom to 

engage, changing the culture becomes crucial which is complex and time 

consuming. According to Peters and Waterman (1982), excellent 

organizations own strong cultures, because a strong culture leads to 

increased employee participation and consensus on strategic matters as 

well as organizational commitment, which later provide aligned 

perspectives between organizational and individual objectives. This is 

considered as an important factor in improving efficiency and 

productivity. A healthy culture provides an open, confident, creative, 

collaborative, practical, scientific, rational, logical and free-standing 

environment, potentially effective in making individual and organizational 

abilities useful (shahboghadian, 2005). 

  A strong organizational culture can significantly affect employees' 

commitment, increase the rigidity of their behavior and be a Successor to 

official regulations . Furthermore, strong culture makes individuals feel 

better about what they do, which finally leads to better performance and 

higher efficiency. Increased effectiveness might also result in improved 
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living standards and enhanced well-being. In addition to culture, other 

variables including strategy, structure and leadership play substantial roles 

in relation to the effectiveness. Because when organizational strategies are 

aligned with long-term corporate goals, efficient use of resources and 

achieving the desired status and effectiveness is more conceivable. 
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