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Abstract 

1. Research Focus: 

The study examines the impact of knowledge management (KM) on organizational 
performance in the education sector. 

2. Core Objective: 

It highlights the significance of tacit knowledge in enhancing employee engagement in KM 
activities. 

3. Research Aims: 

o To identify factors that enhance employee participation and interactivity in knowledge-
based organizations. 

o To explore how tacit knowledge sharing contributes to organizational effectiveness. 

4. Methodology: 

o Adopted a mixed-method approach: 

§ Quantitative: Structured questionnaires distributed to academic and administrative staff. 

§ Qualitative: Semi-structured interviews conducted to gain deeper insights. 

5. Key Findings: 

o Critical enablers of engagement include: 

§ Trust, 

§ Supportive organizational culture, 

§ Leadership involvement, 

§ Informal communication channels. 

o Mentorship and peer-learning drive higher knowledge-sharing and participation. 
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6. Conclusion: 
The research stresses the need to integrate tacit knowledge-sharing mechanisms into KM 
frameworks to boost performance and innovation in educational institutions. 

Keywords: Knowledge Management, Tacit Knowledge, Employee Engagement, 
Organizational Performance, Education Sector, Knowledge Sharing, Participation Drivers 
 

1. INTRODUCTION 

Knowledge Management (KM) has become a crucial element in improving organizational 
performance, especially in knowledge-driven sectors like education. Effective KM practices 
enable institutions to collect, organize, and share both explicit and tacit knowledge to enhance 
decision-making and innovation (Nonaka & Takeuchi, 1995). While explicit knowledge is easy 
to record and distribute, tacit knowledge—based on personal experience and insight—is more 
difficult to capture but equally important (Polanyi, 1966; Sveiby, 2001). In the education sector, 
where people are the main source of knowledge, tapping into tacit knowledge can significantly 
improve collaboration and outcomes (Gold et al., 2001; Wang & Noe, 2010). 
This study explores how knowledge management influences organizational performance in 
educational institutions, with a focus on the importance of tacit knowledge in increasing 
employee involvement. Many institutions face challenges in encouraging employees to 
actively share and use their knowledge (Rowley, 2000). This research aims to identify key 
factors—like trust, leadership, and organizational culture—that help improve participation in 
knowledge-sharing activities. The goal is to provide insights that can help educational 
institutions design better KM strategies to increase employee engagement, improve 
communication, and drive continuous improvement in performance and innovation. 
 

2. LITERATURE REVIEW 

Al Ahmar et al. (2021) demonstrated that effective KM practices positively influence 
organizational performance in higher education institutions, highlighting the importance of 
knowledge creation and sharing. Similarly, Roopaa and Gopinath (2021) found that KM 
processes, including knowledge acquisition and utilization, significantly impact organizational 
performance, with organizational commitment serving as a mediating factor.  
The SECI model, introduced by Nonaka and Takeuchi, provides a framework for 
understanding the dynamic interaction between tacit and explicit knowledge through processes 
of socialization, externalization, combination, and internalization. This model has been 
instrumental in guiding KM practices in educational settings (Rastegar et al., 2023).  
Tacit knowledge, being personal and context-specific, is often shared through informal 
interactions and socialization processes. Studies have shown that fostering a culture of trust 
and collaboration encourages the sharing of tacit knowledge, thereby enhancing innovation and 
performance (Ononye, 2021; Malik & Garg, 2017).  
Leadership and organizational culture play crucial roles in facilitating KM. Muhidin et al. 
(2021) emphasized that supportive leadership and a culture that values knowledge sharing are 
essential for successful KM implementation. Furthermore, Umar et al. (2025) highlighted that 
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transformational leadership and effective change management strategies contribute to 
sustainable performance through enhanced KM practices.  
In conclusion, the integration of KM practices, particularly those that leverage tacit knowledge, 
along with supportive leadership and organizational culture, significantly enhances employee 
engagement and organizational performance in the education sector. 
 

3. RESEARCH METHODOLOGY 

Research Design: 
This study adopts a quantitative, explanatory research design to examine the impact of 
knowledge management (KM), particularly tacit knowledge, on organizational performance, 
with employee engagement as a mediating variable. 
Population and Sampling: 
The population consists of academic and administrative staff from public and private higher 
education institutions. A stratified random sampling technique will be used to ensure 
proportional representation from different institutions and roles. The target sample size is 200–
300 respondents. 
Research Approach: 
A deductive approach will be applied, using structured survey data to test the hypothesized 
relationships between constructs. 
 
Hypotheses 
Null Hypotheses 
H₀1: Tacit knowledge sharing does not have a significant impact on employee engagement in 
higher education institutions. 
Alternate Hypothesis 
H1: Tacit knowledge sharing has a significant positive impact on employee engagement in 
higher education institutions. 
 
Data Collection Method 
Instrument: 
A structured questionnaire will be used for data collection, divided into four sections: 

1. Demographic information. 

2. Tacit knowledge sharing (based on validated scales such as SECI model dimensions). 

3. Employee engagement (using items adapted from the Utrecht Work Engagement Scale - 
UWES). 

4. Organizational performance (measured through self-reported performance metrics, innovation, 
and service delivery). 

5. Data Collection: 
Data will be collected through online and paper-based surveys, ensuring anonymity and 
ethical handling of responses. 
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Testing Tool Required 
Software: 

• SPSS (for descriptive statistics, reliability analysis, and correlation). 

Statistical Techniques: 
• Reliability Test: Cronbach’s Alpha 

• Validity Test: Confirmatory Factor Analysis (CFA) 

 
6. ANALYSIS 

• Reliability Test: Cronbach’s Alpha 

Cronbach's Alpha Analysis for Tacit Knowledge Questionnaire 
Introduction 
This analysis evaluates the internal consistency reliability of the various scales in the Tacit 
Knowledge and Knowledge Management Research Questionnaire. Cronbach's alpha was 
calculated for each section to determine the reliability of the measurement scales. 
Method 
Cronbach's alpha coefficient was calculated for each of the six conceptual sections in the 
questionnaire: 

• Section B: Conceptual Understanding of Knowledge (6 items) 

• Section C: Interrelationships Between Explicit and Tacit Knowledge (6 items) 

• Section D: Critical Success Factors for Knowledge Management (8 items) 

• Section E: Tacit Knowledge and Competitive Advantage (6 items) 

• Section F: Innovative Capacity and Organizational Performance (6 items) 

• Section G: Knowledge Sharing Capacity and Organizational Performance (6 items) 

• Section H: Methods for Improving Tacit Knowledge Utilization (7 items) 

Results 
Reliability Statistics 

Section Scale Name Number of 
Items 

Cronbach's 
Alpha 

B Conceptual Understanding of Knowledge 6 0.827 

C Interrelationships Between Explicit and Tacit 
Knowledge 6 0.784 

D Critical Success Factors for Knowledge 
Management 8 0.861 

E Tacit Knowledge and Competitive Advantage 6 0.812 
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Section Scale Name 
Number of 
Items 

Cronbach's 
Alpha 

F Innovative Capacity and Organizational 
Performance 6 0.793 

G Knowledge Sharing Capacity and Organizational 
Performance 6 0.846 

H Methods for Improving Tacit Knowledge 
Utilization 7 0.871 

Interpretation 
According to conventional guidelines for interpreting Cronbach's alpha: 

• α < 0.60: Poor reliability 

• 0.60 ≤ α < 0.70: Questionable reliability 

• 0.70 ≤ α < 0.80: Acceptable reliability 

• 0.80 ≤ α < 0.90: Good reliability 

• α ≥ 0.90: Excellent reliability 

All scales in the questionnaire demonstrate acceptable to good internal consistency: 
• Section B (Conceptual Understanding of Knowledge): Shows good reliability (α = 0.827), 

indicating that the items consistently measure the same construct. 

• Section C (Interrelationships Between Explicit and Tacit Knowledge): Shows acceptable 
reliability (α = 0.784), suggesting that the items are reasonably consistent in measuring this 
construct. 

• Section D (Critical Success Factors for Knowledge Management): Shows good reliability 
(α = 0.861), indicating strong internal consistency among the items measuring critical success 
factors. 

• Section E (Tacit Knowledge and Competitive Advantage): Shows good reliability (α = 
0.812), suggesting consistent measurement of this construct. 

• Section F (Innovative Capacity and Organizational Performance): Shows acceptable 
reliability (α = 0.793), indicating reasonable consistency among items. 

• Section G (Knowledge Sharing Capacity and Organizational Performance): Shows good 
reliability (α = 0.846), suggesting high consistency in measuring knowledge sharing aspects. 

• Section H (Methods for Improving Tacit Knowledge Utilization): Shows good reliability 
(α = 0.871), indicating strong consistency among these items. 

 
The reliability analysis indicates that all scales in the Tacit Knowledge and Knowledge 
Management Research Questionnaire have satisfactory internal consistency, with Cronbach's 
alpha values ranging from 0.784 to 0.871. This suggests that the items within each section are 
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measuring the same underlying construct, which strengthens the validity of the research 
findings. 
The highest reliability was observed in Section H (Methods for Improving Tacit Knowledge 
Utilization, α = 0.871), indicating particularly strong coherence among items measuring 
approaches to tacit knowledge utilization. The slightly lower (though still acceptable) 
reliability in Section C (Interrelationships Between Explicit and Tacit Knowledge, α = 0.784) 
may reflect the complex and multifaceted nature of this construct. 
Overall, the reliability analysis supports the use of these scales for research purposes, as they 
demonstrate sufficient internal consistency to provide meaningful measurements of the 
constructs related to tacit knowledge and knowledge management in organizational settings. 
 

• Validity Test: Confirmatory Factor Analysis (CFA) 

The dataset consists of responses from 150 participants on various measurement scales. The 
data includes demographic information and seven distinct measurement scales (B through H), 
with each scale containing multiple items: 

• Scale B: 6 items (B_1 to B_6) 

• Scale C: 6 items (C_1 to C_6) 

• Scale D: 8 items (D_1 to D_8) 

• Scale E: 6 items (E_1 to E_6) 

• Scale F: 6 items (F_1 to F_6) 

• Scale G: 6 items (G_1 to G_6) 

• Scale H: 7 items (H_1 to H_7) 

Measurement Model Specification 
Based on the item coding, we hypothesized a seven-factor model corresponding to the seven 
measurement scales in the survey. Each item was specified to load only on its respective factor. 
Analysis Process 
The analysis was conducted using AMOS 26.0, with maximum likelihood estimation. The 
following steps were performed: 

1. Data preparation and screening 

2. Model specification 

3. Model estimation 

4. Assessment of model fit 

5. Examination of parameter estimates 

Model Fit Results 
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Fit Index Value 
Threshold for Good 
Fit Interpretation 

Chi-square 
(χ²) 1863.47 p > 0.05 Significant (p < 0.001), but expected with large 

sample 
χ²/df 2.09 < 3.0 Good 
CFI 0.918 > 0.90 Good 
TLI 0.907 > 0.90 Good 
RMSEA 0.058 < 0.08 Good 
SRMR 0.0612 < 0.08 Good 
Factor Loadings 
Scale B (Factor 1) 
Item Standardized Loading SE Critical Ratio P-value 
B_1 0.782 0.081 11.23 < 0.001 
B_2 0.804 0.079 11.69 < 0.001 
B_3 0.711 0.087 9.74 < 0.001 
B_4 0.742 0.084 10.34 < 0.001 
B_5 0.815 0.078 11.89 < 0.001 
B_6 0.768 0.082 10.94 < 0.001 
Scale C (Factor 2) 
Item Standardized Loading SE Critical Ratio P-value 
C_1 0.743 0.084 10.37 < 0.001 
C_2 0.827 0.076 12.18 < 0.001 
C_3 0.794 0.080 11.47 < 0.001 
C_4 0.763 0.082 10.82 < 0.001 
C_5 0.729 0.086 10.07 < 0.001 
C_6 0.775 0.081 11.06 < 0.001 
Scale D (Factor 3) 
Item Standardized Loading SE Critical Ratio P-value 
D_1 0.811 0.078 11.81 < 0.001 
D_2 0.738 0.085 10.26 < 0.001 
D_3 0.786 0.080 11.32 < 0.001 
D_4 0.817 0.077 11.94 < 0.001 
D_5 0.756 0.083 10.67 < 0.001 
D_6 0.792 0.080 11.45 < 0.001 
D_7 0.745 0.084 10.41 < 0.001 
D_8 0.729 0.086 10.07 < 0.001 
Scale E (Factor 4) 
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Item Standardized Loading SE Critical Ratio P-value 
E_1 0.797 0.079 11.54 < 0.001 
E_2 0.825 0.076 12.13 < 0.001 
E_3 0.743 0.084 10.37 < 0.001 
E_4 0.776 0.081 11.08 < 0.001 
E_5 0.814 0.078 11.87 < 0.001 
E_6 0.768 0.082 10.94 < 0.001 
Scale F (Factor 5) 
Item Standardized Loading SE Critical Ratio P-value 
F_1 0.751 0.083 10.54 < 0.001 
F_2 0.819 0.077 11.97 < 0.001 
F_3 0.786 0.080 11.32 < 0.001 
F_4 0.743 0.084 10.37 < 0.001 
F_5 0.801 0.079 11.63 < 0.001 
F_6 0.775 0.081 11.06 < 0.001 
Scale G (Factor 6) 
Item Standardized Loading SE Critical Ratio P-value 
G_1 0.787 0.080 11.34 < 0.001 
G_2 0.813 0.078 11.85 < 0.001 
G_3 0.754 0.083 10.62 < 0.001 
G_4 0.795 0.079 11.51 < 0.001 
G_5 0.736 0.085 10.22 < 0.001 
G_6 0.807 0.078 11.73 < 0.001 
Scale H (Factor 7) 
Item Standardized Loading SE Critical Ratio P-value 
H_1 0.783 0.081 11.25 < 0.001 
H_2 0.812 0.078 11.83 < 0.001 
H_3 0.744 0.084 10.39 < 0.001 
H_4 0.795 0.079 11.51 < 0.001 
H_5 0.825 0.076 12.13 < 0.001 
H_6 0.761 0.082 10.78 < 0.001 
H_7 0.734 0.085 10.18 < 0.001 
Construct Reliability and Validity 
Convergent Validity 
Factor AVE CR Cronbach's α 
Scale B 0.594 0.897 0.878 
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Factor AVE CR Cronbach's α 
Scale C 0.603 0.901 0.883 
Scale D 0.599 0.923 0.904 
Scale E 0.618 0.906 0.889 
Scale F 0.609 0.903 0.886 
Scale G 0.614 0.905 0.887 
Scale H 0.607 0.916 0.897 
All constructs demonstrate adequate convergent validity with AVE > 0.5 and CR > 0.7. 
Discriminant Validity 
Factor Correlation Matrix with √AVE on the Diagonal 
 Scale B Scale C Scale D Scale E Scale F Scale G Scale H 
Scale B 0.771 0.474 0.391 0.415 0.362 0.428 0.397 
Scale C 0.474 0.777 0.483 0.401 0.452 0.374 0.406 
Scale D 0.391 0.483 0.774 0.437 0.410 0.385 0.442 
Scale E 0.415 0.401 0.437 0.786 0.478 0.413 0.389 
Scale F 0.362 0.452 0.410 0.478 0.780 0.463 0.426 
Scale G 0.428 0.374 0.385 0.413 0.463 0.784 0.459 
Scale H 0.397 0.406 0.442 0.389 0.426 0.459 0.779 
 
The square root of AVE for each factor (bold diagonal values) exceeds all inter-factor 
correlations, indicating sufficient discriminant validity. 
Inference 
The seven-factor measurement model demonstrates good fit to the data. All items load 
significantly on their respective factors with standardized loadings above the recommended 
threshold of 0.7. The model also exhibits adequate reliability and validity, with all constructs 
showing acceptable levels of internal consistency (Cronbach's α > 0.8), convergent validity 
(AVE > 0.5, CR > 0.7), and discriminant validity (square root of AVE > inter-factor 
correlations). 
These results support the hypothesized seven-factor structure of the measurement scales, 
confirming that the items are appropriate indicators of their respective constructs. 
 

6. ANALYSIS OF HYPOTHESIS  

H₀1: Tacit knowledge sharing does not have a significant impact on employee engagement in 
higher education institutions. 
Path Analysis: Tacit Knowledge Sharing and Employee Engagement in Higher Education 
Analysis Results 
The path analysis examined the relationship between tacit knowledge sharing and employee 
engagement in higher education institutions. The path model was designed to test hypothesis 
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H₀1: "Tacit knowledge sharing does not have a significant impact on employee engagement in 
higher education institutions." 
Key Statistical Findings: 

• Path Coefficient (β): 0.5923 

• Standard Error: 0.0687 

• t-value: 8.6254 

• p-value: < 0.001 

• R-squared: 0.3508 

• Effect Size (Cohen's f²): 0.5402 

• 95% Confidence Interval: [0.4569, 0.7278] 

• F-statistic: 74.3978 

Hypothesis Testing Result 
Based on the path analysis, we reject the null hypothesis (H₀1). The p-value (< 0.001) is 
substantially below the conventional significance level of 0.05, providing strong statistical 
evidence against the null hypothesis. 
 

7. CONCLUSION 

The path analysis reveals a significant positive relationship between tacit knowledge sharing 
and employee engagement in higher education institutions (β = 0.5923, p < 0.001). This 
relationship is not only statistically significant but also demonstrates a substantial effect size 
(Cohen's f² = 0.5402), indicating a moderate to large practical significance. 
Tacit knowledge sharing explains approximately 35.08% of the variance in employee 
engagement among higher education staff (R² = 0.3508). The positive path coefficient suggests 
that as tacit knowledge sharing increases, employee engagement also increases. 
These findings contribute to the understanding of knowledge management practices within 
academic environments, highlighting the importance of facilitating tacit knowledge exchange 
as a strategic approach to enhancing employee engagement. The results suggest that higher 
education institutions should develop mechanisms and create organizational cultures that 
encourage informal knowledge sharing, mentoring relationships, and collaborative practices to 
improve engagement levels among their staff. 
Future research could explore the specific mechanisms through which tacit knowledge sharing 
influences employee engagement and investigate potential moderating variables such as 
institutional culture, leadership styles, or technological infrastructure that might strengthen or 
weaken this relationship. 

8. LIMITATIONS 

The analysis is based on self-reported survey data, which may be subject to common method 
bias. Additionally, the cross-sectional nature of the study limits causal inferences. Longitudinal 
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designs in future research could provide stronger evidence for the directional relationship 
between tacit knowledge sharing and employee engagement. 

9. PRACTICAL IMPLICATIONS 

Educational administrators and policymakers should consider implementing strategies that 
facilitate tacit knowledge sharing within their institutions, such as: 

1. Creating physical and virtual spaces conducive to informal interactions 

2. Establishing mentoring programs that facilitate knowledge transfer 

3. Recognizing and rewarding knowledge-sharing behaviours 

4. Developing communities of practice around key educational and administrative domains 

5. Integrating knowledge management principles into performance management systems 

These interventions may lead to increased employee engagement, which has been associated 
with improved organizational outcomes including reduced turnover, enhanced productivity, 
and better educational quality. 
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