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ABSTRACT 
 

          This study investigates the relationship between leadership styles and knowledge 

management within organizations. The main objective is to identify the most appropriate 

leadership style that fosters effective knowledge management practices and encourages 

knowledge sharing among employees. To achieve this, a quantitative research approach was 

adopted, employing questionnaire surveys as the primary data collection method. The 

reliability of the research instrument was assessed using Cronbach's alpha. The study employed 

regression analysis to analyse the collected data and determine the influence of various 

leadership styles on knowledge management outcomes. By analysing the data, the study aimed 

to identify the leadership style that demonstrated the greatest positive impact on knowledge 

sharing within organizations. The findings of this research suggest that democratic leadership 

style is the most appropriate for knowledge management initiatives. The data indicated a 

significant positive correlation between democratic leadership and knowledge sharing, 

indicating that leaders who adopt a democratic approach facilitate an environment that 

encourages open communication, collaboration, and knowledge exchange.  Based on the 

results, this study recommends that leaders embrace a democratic leadership style to enhance 

knowledge management practices. Organizations should prioritize creating an inclusive and 

participative culture that fosters employee engagement, empowerment, and involvement in 

decision-making processes.  

 

Keywords: Leadership styles, Knowledge management, Democratic leadership, Autocratic 

Leadership, Laissez-Faire Leadership, Knowledge sharing, Knowledge Hiding. 
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1. Introduction 

      Employee performance is a multidimensional concept that refers to how well an employee 

performs the tasks and responsibilities assigned to them, as well as how well they align with 

the aims of their organization (Bakotić, 2016). This can include factors such as job knowledge, 

task accomplishment, productivity, and teamwork (Chen & Guo, 2019; DeChurch & Mesmer-

Magnus, 2010; Zaim et al., 2020).  

In addition, employee motivation, job satisfaction, and leadership can all play important roles 

in shaping employee performance outcomes (Devadass & Shanthi, 2015; Judge et al., 2004; 

Yukl, 2010). It can also be described as "the extent to which employees are able to accomplish 

the tasks that make up their job requirements, while also contributing to the overall success of 

the organization" (Salanova et al., 2010). This definition emphasizes the importance of both 

individual task accomplishment and alignment with organizational goals, as well as the 

capability of employees to work effectively with their colleagues.  

Employee performance is essential for organizations for several reasons. First, it is a key driver 

of productivity and efficiency, as employees who perform well are better able to accomplish 

duties and responsibilities in a timely and effective manner (Demir et al., 2023; Yeh & Liu, 

2020). This, in turn, can help organizations achieve their objectives more efficiently and 

effectively. Secondly, employee performance is also closely linked to organizational outcomes 

such as customer happiness, retention, and productivity (Gupta & Kumar, 2019; Harter et al., 

2002; Budur and Poturak, 2021a).  

Employees who perform well have more potential to deliver high-quality products to customers 

and to remain loyal, which can be a reason for rising loyalty of customers and income. Finally, 

employee performance is also important for employee development and career growth 

(Hadzahmedovic et al., 2022). Employees who perform well are often seen as more valuable 

to the organization and are more likely to receive promotions, salary increases, and other forms 

of recognition and rewards (Lee & Bruvold, 2003). This, in turn, can help to improve employee 

morale, job satisfaction, and retention.  

Knowledge in organizations refers to "the understanding and use of information, expertise, and 

experience that can be applied to improve organizational effectiveness" (Alavi & Leidner, 

2001, p. 107). This includes both explicit knowledge that is easily codified and shared, such as 

written and documented procedures or guidelines, and tacit knowledge that is more difficult to 

articulate and transfer, such as personal expertise or intuition (Budur et al., 2023; Demir et al., 
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2023). Effective knowledge management is crucial for organizations that they have a business 

environment full of competitors, as it enables them to capture, create, and share knowledge 

more effectively and efficiently (Grant, 1996; Zack, 1999). This, in turn, can help organizations 

to innovate, improve performance, and achieve a competitive advantage (Tajeddini et al., 

2023). 

 Knowledge is a crucial factor in employee performance, as it enables employees to make 

informed decisions, solve problems, and innovate in their work (Gherardi & Nicolini, 2002). 

Those employees who have access to knowledge resources and are able to effectively use them 

are more likely to perform well on the job (Chen & Huang, 2013; Teo & Wong, 1998). 

Furthermore, knowledge sharing and collaboration among employees can lead to increased 

performance and productivity (Lee, Kim, & Kim, 2018; Nonaka & Takeuchi, 1995). When 

employees share their knowledge and expertise with one another, they can build on each other's 

strengths and create new solutions to complex problems. Finally, continuous learning and 

development are essential for employee performance in today's rapidly changing work 

environment (Budur and Demir, 2019; Liao et al., 2008). Employees who are able to acquire 

and apply new knowledge and skills are better equipped to adapt to changing job demands and 

to stay competitive in their careers.  

   Knowledge affects employee performance by enabling employees to make better decisions, 

solve problems, and innovate in their work (Grant, 1996; Zack, 1999; Demir & Bulut, 2018). 

It has been shown that employees who have access to knowledge resources and are able to 

effectively use them are more likely to perform well on the job (Chen & Huang, 2013; Teo & 

Wong, 1998). Furthermore, the transfer of knowledge and skills from one employee to another 

can lead to increased performance and productivity (Lee, Kim, & Kim, 2018; Nonaka & 

Takeuchi, 1995). On the other hand, a lack of knowledge can hinder employee performance, 

leading to decreased productivity and poor decision-making (Liao et al., 2008). 

   In organizations, there are knowledge sharing and knowledge hiding. Knowledge sharing is 

the act of willingly and openly sharing one's knowledge, skills, and expertise with others in the 

organization (Connelly & Zweig, 2015). It is a critical component of knowledge management, 

as it enables organizations to create and disseminate new knowledge, promote learning, and 

improve performance. On the other hand, knowledge hiding refers to the intentional 

concealment or hoarding of knowledge by individuals in the organization (Connelly et al., 

2012).  
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Knowledge hiding can take several forms, such as avoiding questions, withholding 

information, or providing incomplete or misleading information (Connelly et al., 2012). 

Knowledge hiding can have a detrimental impact on employee performance and organizational 

outcomes. For example, it can impede problem-solving, decision-making, and innovation, and 

may lead to decreased productivity and poor job performance (Connelly & Zweig, 2015; 

Connelly et al., 2012).  

  When knowledge is shared in organizations, it can have several positive effects. Firstly, it can 

enhance individual and collective learning, which can lead to improved performance and 

innovation (Connelly & Zweig, 2015). Knowledge sharing can also foster collaboration and 

team cohesion, which can result in increased job satisfaction and commitment (Wang & Noe, 

2010). Furthermore, it can help to create a culture of openness and trust, which can contribute 

to a positive work environment and reduce turnover rates (Wang & Noe, 2010). On the other 

hand, when knowledge is hidden or hoarded in organizations, it can have negative 

consequences.  

Knowledge hiding can impede problem-solving and decision-making and may result in 

decreased productivity and poor job performance (Connelly et al., 2012). Moreover, knowledge 

hiding can lead to conflicts and negative social dynamics in the workplace, as it erodes trust 

and creates a sense of suspicion among colleagues (Connelly et al., 2012). Overall, the sharing 

or hiding of knowledge in organizations can have significant impacts on organizational 

outcomes, including employee performance, innovation, job satisfaction, and turnover rates. 

   Leadership can have a significant impact on the knowledge-sharing and knowledge-hiding 

behavior of employees in organizations. One of the main ways in which leadership can affect 

knowledge sharing is through the creation of a supportive organizational culture. Leaders who 

encourage and reward knowledge-sharing behaviors, provide opportunities for collaboration 

and communication, and promote a positive work environment can foster a culture of 

knowledge-sharing in the organization (Wang et al., 2011). On the other hand, leaders who 

adopt a controlling or authoritarian approach can have a negative impact on knowledge-sharing 

behavior. This type of leadership is often associated with fear, mistrust, and a lack of 

psychological safety in the workplace (Wang et al., 2011). Employees may be hesitant to share 

their knowledge for fear of retaliation or punishment from their superiors. 

In addition to knowledge sharing, leadership can also influence knowledge-hiding behaviors. 

Leaders who create a climate of fear and mistrust, through abusive supervision or other 
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negative leadership behaviors, can encourage knowledge hiding among employees (Miao et 

al., 2013). Employees may hide their knowledge to protect themselves from negative 

consequences, such as punishment. Overall, leadership has a significant impact on the 

knowledge-sharing and knowledge-hiding behaviors of employees in organizations. Leaders 

who create a supportive and positive work environment can foster a culture of knowledge-

sharing, while leaders who adopt a controlling or authoritarian approach can have a negative 

impact on knowledge-sharing behavior and encourage knowledge hiding among employees. 

Although knowledge sharing and knowledge hiding are important parameters, still there is no 

sufficient number of studies conducted in this field in the Kurdistan region of Iraq. Therefore, 

the aim of this research is to understand the effects of different leadership styles on the 

employee’s knowledge sharing and knowledge hiding behaviors and consequently their 

behaviors. In this regard, Ethical leadership, wise leadership, Autocratic leadership, Laissez-

Faire leadership parameters will be studied. Two of them are relatively negative and two of 

them are relatively positive. So, let’s see how they affect knowledge sharing and knowledge 

hiding performances. 

We have developed a questionnaire to collect data from the employees of the public sector in 

Sulaymaniyah City of Kurdistan region of Iraq. The collected data has been used to test the 

hypothesis by utilizing and proposing the regression analysis after their validation. 

The remaining parts of this graduation project flows in the second section we have detailed the 

prior studies in this field in the literature review part. In the third section which is the 

methodology sec,tion we explained how the sample was collected how the measures were 

developed and adopted and which procedures were used to test the hypothesis. In the fourth 

section, the hypothesis of the current study has been conducted and have been reported. In the 

fifth section, we have explained the reasons for the accepted and the rejected hypothesis and 

we have given suggestions to the practitioners in the market.  

 

2. Literature review 

2.1. Leadership 

      Leadership is a process by which an individual influences a group of people to achieve a 

common goal (Rashid et al., 2020). It involves creating a vision, setting goals, motivating and 

inspiring others, and guiding them towards the achievement of those goals (Mohammed et al., 



6 

 

2020). Leadership can take various forms and styles depending on the leader's personality, the 

situation, and the type of organization (Northouse, 2018). The practice of guiding, inspiring, 

and motivating others to reach a common objective is known as leadership, and it has a positive 

impact on society (Yukl, 2013). It involves both the ability to set a vision and direction for a 

group, as well as the ability to manage and coordinate the efforts of others towards achieving 

that vision (Avolio & Yammarino, 2013; Budur, 2018). 

 Effective leadership demands a variety of abilities, such as those for communicating, making 

decisions, and solving problems, and the ability to manage and resolve conflicts (Northouse, 

2018). Another definition of leadership is the capacity to inspire, encourage, and enable others 

to make a contribution to the success of a team, organization, or group (Bass, 1985). This 

involves not only setting a clear vision and goals, but also communicating those goals 

effectively, empowering others to take ownership of their work, and building strong 

relationships with followers (Gardner, 1990). Effective leaders have to be capable to modify 

their strategy and style to suit the requirements of those they lead and the circumstances 

(Hersey & Blanchard, 1977). 

Many people mistakenly believe that leadership is a position or seniority, but it is much more 

than that. It goes beyond being only a synonym for influence. A leader is someone who is 

motivated, capable and trusted to communicate, represent, and help realize a story of 

possibilities for a group of people at a particular time rather than someone who dominates a 

certain position or behaves in a particular manner. Using social influence to maximize others' 

efforts to achieve a goal, leadership is additionally a social influence strategy. In order to 

accomplish goals, a leader must be successful in influencing their people. “Leadership is lifting 

a person’s vision to high sights, the raising of a person’s performance to a higher standard, the 

building of a personality beyond its normal limitations” (Drucker, 1996)  

There are several distinct leadership types, and each one can affect an organization differently. 

The success or performance of an organization may be impacted by different leadership styles. 

A leader's methods and actions when managing, inspiring, and guiding people are known as 

their style of leadership. Leadership style determines how someone develops and implements 

strategies that take into consideration stakeholder expectations, the development and wellbeing 

of the staff, and other factors. The impact of a leader's own style on people they directly 

influence can be ascertained when a leader understands it. Additionally, it enables them to 

identify their areas for improvement in terms of their leadership skills.  
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According to (Barrow, 1977) any economic, political, or organizational system's ability to 

succeed depends on how effectively its leaders carry out their duties. The following traits of 

effective leaders have been noted by Avolio and Gardner (2005): (1) a strong ethical view; (2) 

self-awareness; (3) positive behavior modelling; (4) the followers are acknowledged personally 

and socially by their leader and the others in the group; 5) the leader and the followers have 

constructive social relations. There are clear situations where positive leadership and several 

of the leadership styles examined overlap. Clearly, there are three fundamental elements of 

positive leadership: (1) It emphasizes people's talents and capabilities, reinforcing their 

potential as human beings; (2) It places a focus on outcomes and encourages above-average 

performance from both individuals and organizations; and (3) its area of action is focused on 

the elements that can be seen as basic human qualities.  

Leaders that exhibit behaviours that go toward the positive side are considered to be positive 

(Wooten & Cameron, 2010). Members of teams with positive leaders have been observed to 

have greater levels of satisfaction with their work and the prevalence of pleasurable feelings 

(Kelloway et al., 2013). Also, it has been discovered that positive leadership strengthens 

employee engagement and performance, enhances personal interactions and connections, 

makes it possible to create a positive work atmosphere, and fosters innovation (Cameron, 

2013). Last but not least, possessing a strong leadership style seems to have facilitated business 

mergers and increased consumer satisfaction (Cameron & Plews, 2012). 

One of the leadership styles is the Transformational Leadership style. It is a leadership 

approach that prioritizes transformation and change (Budur and Poturak, 2021b). The needs 

and personal development of followers are the main priorities of transformational leadership. 

The development and growth of individuals' systems of values, as well as their level of 

motivation and ethical standards, in addition to their skills, are priorities for leaders with a 

transformational leadership style (Poturak et al., 2020).  

Another style of leadership is Transactional leadership style. In the eyes of a transactional 

leaders, human relationships are nothing more than a series of transactions. Reward, 

punishment, economic cooperation, both physical and emotional interaction, and other 

transactions are the bases of this leadership style. According to Burns (1978), transactional 

leaders heavily depend on organizational incentives and penalties to influence staff 

performance and frequently give job accomplishment and compliance among employees’ top 

priority. 
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Another style of leadership is participative leadership which is based on the skills, expertise, 

and involvement of the entire team. By including subordinates in organizational management 

and decision-making, participative leadership effectively increases employees' feelings of 

involvement and actively ties personal objectives to organizational ones (Wang et al., 2022).  

Another style is called servant leadership style. Before becoming a leader, a servant leader 

serves his or her followers. The primary values of servant leaders are respect, inspiration, a 

can-do attitude, and service. These leaders view and respect their followers as equal partners. 

Followers thus assume responsibility for outcomes (Maslennikova, 2007).  

Another type of leadership is goal-oriented leadership. Goal-oriented leadership is a set of 

actions made by the leader to set the direction and act in a way that significantly encourages 

others to accomplish the primary goals required for the reaching desired outcome. It has been 

argued that goal-oriented leadership may act as a trigger to activate the accomplishment, 

dependability, and detail orientations of highly conscientious workers, resulting in effective 

performance (Colbert & Witt 2009). 

Total quality management leadership is also another style of leadership. Total quality 

management is a procedure created to put the customer first, minimize issues, increase 

employee loyalty, and encourage open decision-making (Buch & Rivers 2001; Torlak et al., 

2019). According to Ulle & Kumar (2014) TQM leaders establish goals, develop a customer-

focused culture, and establish clear, observable values and establishes high standards. “In total 

quality leadership there is freedom, yet there is control (Demir, 2021). There is the freedom to 

discover new markets, to develop new systems, to gain greater mastery over the process, and 

there is control of a data-based approach to improvement” (Ulle & Kumar, 2014; Demir, 2022). 

A toxic leadership style is one that hinders employees' passion, independence, and capacity for 

original thought. Over time, this damages the firm as well. Toxic leaders spread their poison 

by exerting an excessive amount of control. For them Leadership is being in charge (Wilson-

Starks, 2003). There is proof to back up the claim that toxic leadership can result in poor 

employee wellness, higher benefit expenses for the company, absenteeism and turnover, 

increased employee withdrawal, inferior productivity, group working (Dyck, 2001; Macklem, 

2005; Wilson-Starks, 2003; Flynn, 1999). Other styles of leadership which are styles we study 

on in this research explained in detail below. 
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2.1.1. Democratic Leadership 

Democratic leadership, often referred to as participative leadership, is a form of leadership 

where the leader actively engages their team members in the process of goal-setting, decision-

making, and problem-solving (Lewin, Lippitt, & White, 1939). This style of leadership 

emphasizes collaboration, teamwork, and shared responsibility. The democratic leader mentors 

and encourages their group., but ultimately allows the team members to have a say in the final 

outcome of a decision or project. This style of leadership has been shown to improve job 

satisfaction, creativity, and motivation among team members (Kearney & Gebert, 2009).  

Democratic leaders will make the final decisions, but they will also consult with the rest of the 

team before making them. The development of skills is aided through involving other team 

members or employees in the action, which enhances job satisfaction. More than merely 

financial incentives, such as earning the promotion they deserve, employees and team members 

feel in control of their own careers, which motivates them to work hard. Because involvement 

requires time, this tactic may slow down the process, but the results are frequently superior. 

The approach may be most useful when cooperation among team members is essential and 

when market productivity prioritizes quality over speed.  

Smith (1998) claims that Employee effectiveness will be high if a work is well-structured and 

the leader has good relationships with the team. Furthermore, according to his research, 

democratic leaders take great care to involve every team member in debates and may work well 

with a small but highly motivated workforce. 

According to Kearney and Gebert (2009), a democratic leader values diversity of opinions and 

encourages team members to express their ideas and thoughts openly. Additionally, a 

democratic leader builds trust and respect with their team members by treating them with 

dignity and respect, listening to their ideas, and recognizing their contributions (Kearney & 

Gebert, 2009). 

Democratic leadership has its roots in the early 20th century, when Kurt Lewin, Ronald Lippitt, 

and Ralph K. White conducted a series of studies on leadership styles (Lewin et al., 1939). 

These researchers found that there are three primary sorts of leadership styles: authoritarian, 

democratic, and laissez-faire. One of another key early contributors to the development of 

democratic leadership was Mary Parker Follett, a management consultant and author who was 

active during the first half of the 20th century (Follett, 1941). Follett emphasized the 

importance of collaboration and teamwork in organizations, and argued that effective 
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leadership requires a democratic and participatory approach. She believed that the most 

effective leaders are those who are able to bring together diverse perspectives and work 

collaboratively with their team members  

The concept of democratic leadership was further developed in the 1950s and 1960s by scholars 

such as Robert Tannenbaum and Warren H. Schmidt, who emphasized the importance of 

participative decision-making in effective leadership (Tannenbaum & Schmidt, 1958). 

According to Tannenbaum and Schmidt (1958), democratic leadership was developed in 

response to the shortcomings of authoritarian leadership, which was prevalent during the early 

part of the 20th century. Since the early 20th century, democratic leadership has become 

increasingly popular, and is now widely recognized as an effective leadership style in many 

organizations. It is particularly well-suited to organizations that value innovation, creativity, 

and collaboration, as it encourages team members to participate actively in decision-making 

and problem-solving processes (Avolio et al., 2009).  

Democratic leadership is characterized by several key aspects, including: first inclusivity, 

Democratic leaders encourage team members to participate in decision-making processes and 

request their opinions (Avolio, Walumbwa, & Weber, 2009). Another one is collaboration in 

which democratic leaders emphasize teamwork and collaboration, fostering a sense of 

collective ownership and responsibility for achieving team goals (Follett, 1941). Third is 

transparency that democratic leaders are open and transparent in their communication with 

team members, sharing information and soliciting feedback (Avolio et al., 2009). Another 

aspect is flexibility, democratic leaders are adaptable and open to change, recognizing that 

effective leadership requires the ability to respond to new and unexpected challenges 

(Tannenbaum & Schmidt, 1958).  

Final aspect is accountability that democratic leaders are responsible for their decisions and 

actions, and they hold both themselves and their team members accountable, while also 

recognizing and celebrating successes (Follett, 1941). These aspects of democratic leadership 

are intended to create a work environment that is collaborative, participatory, and inclusive, 

and that promotes teamwork and innovation. 

2.1.2.  Autocratic Leadership 

Another style of leadership is autocratic leadership. Autocratic leadership is a leadership style 

in which the leader makes decisions independently, without input from team members or 

subordinates, and expects team members to follow their directives without question or 
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challenge (Fiedler, 1967). Autocratic leaders often rely on their authority and power to enforce 

compliance, and may use fear and intimidation to maintain control over their team members 

(Graen, 1976).  

According to Fiedler (1967), autocratic leaders tend to be directive, task-oriented, and focused 

on achieving results. They are often confident and decisive, and may see their role as making 

tough decisions on behalf of the team or organization. However, autocratic leaders may also 

be seen as domineering and controlling, and may create a work environment that is hierarchical, 

rigid, and focused on rules and procedures rather than innovation or creativity. Research has 

suggested that in some circumstances, such as when hasty choices need to be taken in an 

emergency, authoritarian leadership can be beneficial. and there is little time for collaboration 

or consultation (Lewin, Lippitt, & White, 1939). However, in most situations, autocratic 

leadership can lead to reduced morale, decreased job satisfaction, and higher levels of turnover 

(Graen, 1976). 

The origins of autocratic leadership can be traced back to early forms of government, in which 

rulers held absolute power and control over their subjects (Hogan & Kaiser, 2005). In these 

systems, leaders were often seen as having a divine right to rule, and their decisions were rarely 

questioned or challenged by their subjects. In modern times, autocratic leadership has been 

associated with a range of historical figures, including military leaders such as Napoleon 

Bonaparte and Adolf Hitler (Fiedler, 1967). These leaders were known for their authoritarian 

style and their ability to enforce compliance among their followers through fear and 

intimidation. During the early 20th century, autocratic leadership was studied by researchers 

in the field of psychology and organizational behavior. For example, Kurt Lewin, Ronald 

Lippitt, and Ralph White conducted a well-known study in 1939 in which they manipulated 

the leadership style of camp counselors to be either autocratic or democratic, and measured the 

effects on group behavior (Lewin, Lippitt, & White, 1939). Since then, autocratic leadership 

has been studied extensively by researchers and is recognized as one of the main leadership 

styles, along with democratic and laissez-faire leadership (Graen, 1976). 

A leader who practices autocratic leadership tends to have a lot of control and decision-making 

authority, with little input or participation from subordinates (Bass & Riggio, 2006). Here are 

some aspects of autocratic leadership: fthe irst one is authoritarian decision-making in which 

the autocratic leader makes decisions without consulting with their followers or considering 

their opinions (Bass & Riggio, 2006). Another one is top-down communication that the 
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communication flows primarily from the leader to their subordinates, with little opportunity 

for feedback or discussion (Bass & Riggio, 2006). The third aspect is centralized power when 

the leader holds all the power and authority in the group or organization, with little delegation 

of decision-making or responsibility to others (Bass & Riggio, 2006). Another one is fear-based 

motivation in which the leader may use fear or punishment to motivate their subordinates, 

rather than positive reinforcement or rewards (Gupta & Krishnan, 2016). The final aspect is 

strictness in rules and regulations the autocratic leader establishes strict rules and procedures 

for their subordinates to follow, with little flexibility or deviation allowed (Bass & Riggio, 

2006). These aspects of autocratic leadership can create a highly structured and efficient 

organization, but can also lead to low levels of job satisfaction and creativity among 

subordinates (Gupta & Krishnan, 2016). 

2.1.3 Laissez-faire Leadership 

Laissez-faire leadership is another style of leadership, it is a leadership style characterized by 

minimal guidance and direction provided by the leader to their subordinates, allowing them to 

make their own decisions and take responsibility for their work (Northouse, 2018). According 

to Northouse (2018), in laissez-faire leadership, the leader delegates significant authority to 

their followers and allows them to operate independently. The leader provides little to no 

guidance or direction, and decisions are made by the subordinates without much interference 

or oversight from the leader.  

When the followers are extremely talented and experienced, this leadership style can be 

effective, and do not require close supervision or direction. It can also be effective in creative 

fields, where subordinates need the freedom to experiment and explore new ideas without being 

constrained by rigid guidelines (Northouse, 2018). However, laissez-faire leadership can also 

lead to confusion and lack of direction among subordinates, particularly if they are not 

sufficiently motivated or do not have the necessary skills and expertise to make effective 

decisions on their own (Northouse, 2018). Therefore, it is important for leaders to assess the 

capabilities and motivation of their subordinates before employing this leadership style.  

The 18th century is when laissez-faire leadership first emerged. French economist, Vincent de 

Gournay, who coined the phrase "Laissez faire, laissez passer" (let it be, let it pass) as a call 

for government non-interference in economic affairs (Bass & Stogdill, 1990). In the context of 

leadership, the laissez-faire style emerged in the early 20th century as a response to the highly 

autocratic leadership styles that were common at the time. According to Avolio and Bass 

(2004), the laissez-faire style gained popularity as a reaction to the abuses of power by 
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autocratic leaders in the early industrial era. One of the early advocates of laissez-faire 

leadership was Mary Parker Follett, a pioneer in the field of management theory. Follett 

believed that effective leaders should create an environment of collaboration and 

empowerment, where employees are given the authority to decide for themselves and resolve 

issues on their own (Follett, 1924). However, the laissez-faire style of leadership has been 

criticized for its potential to lead to organizational chaos and confusion, as well as its tendency 

to create a lack of accountability and direction among subordinates (Bass & Stogdill, 1990). 

Today, most leadership theorists advocate for a more balanced approach that incorporates 

aspects of both laissez-faire and more directive leadership styles, depending on the situation 

and the needs of the organization (Avolio & Bass, 2004). 

There are several key aspects of laissez-faire leadership one of them that “laissez-faire leaders 

delegate authority and responsibility to their subordinates, trusting them to make decisions and 

take action in the best interests of the organization" (Bass & Stogdill, 1990). According to 

(Avolio & Bass, 2004) another aspect is that "Laissez-faire leaders provide minimal direction or 

guidance to their subordinates, instead allowing them to work independently and use their own 

judgment" (Avolio & Bass, 2004). Another one is that "Laissez-faire leaders are flexible and 

adaptable, able to respond to changes in the environment and adjust their leadership style 

accordingly" (Bass & Stogdill, 1990). Lastly "Laissez-faire leaders trust their subordinates and 

believe that they are capable of making decisions and taking action without constant 

supervision or direction" (Avolio & Bass, 2004). 

2.2. Motivation 

Motivation can be defined as "the internal and external factors that drive and influence 

behavior, including the direction, intensity, and persistence of that behavior" (Ryan & Deci, 

2000, p. 54). In other words, motivation is what prompts us to take action toward a particular 

goal or objective. Motivation is a complex concept that involves a variety of psychological, 

social, and biological factors. Some of the key factors that influence motivation include needs 

and desires, incentives and rewards, goals and expectations, self-efficacy, and personal values 

(Budur and Demir, 2022; Ryan & Deci, 2000). Understanding motivation is important in many 

different fields, including businesses as it can help individuals and organizations identify what 

drives behavior and develop strategies to increase motivation and improve outcomes. 

Motivation can be driven by both intrinsic and extrinsic factors. Intrinsic motivation comes 

from within, and is based on an individual's personal interests, values, and beliefs (Demir and 

Budur, 2022). 
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Extrinsic motivation, on the other hand, comes from external factors, such as rewards, 

punishments, or the expectations of others (Ryan & Deci, 2000). The motivation of employees 

refers to the factors that drive and influence employees' behavior and performance within the 

workplace (Torlak et al., 2021). According to Latham and Pinder (2005), employee motivation 

is "the psychological forces that determine the direction, intensity, and persistence of an 

employee's behavior in the workplace". Employees who are motivated have a greater likelihood 

to be devoted, engaged, and successful at work. They are also more likely to be satisfied with 

their jobs and less likely to experience turnover or absenteeism (Latham & Pinder, 2005; Torlak 

et al., 2021). 

Employee motivation can have a wide range of positive consequences for both employees and 

organizations (Demir et al., 2020). Some of the key consequences of employee motivation 

include: it increases productivity, Motivated workers have a greater probability to be devoted, 

focused, and engaged at work, which can increase output and efficiency (Latham & Pinder, 

2005). Employee motivation increases job satisfaction because motivated workers are more 

likely to be pleased with their job and their organization-related contributions (Ryan & Deci, 

2000). 

Motivation also reduces turnover, motivated employees are less likely to leave their jobs, 

reducing the costs associated with turnover and recruitment (Latham & Pinder, 2005). 

Motivation of employees enhances creativity and innovation, because when employees are 

motivated, they are more likely to think creatively and come up with innovative ideas that can 

help drive the organization forward (Ryan & Deci, 2000). It improves customer satisfaction, 

motivated employees are more likely to provide high-quality customer service, leading to 

increased customer satisfaction and loyalty (Latham & Pinder, 2005). Overall, employee 

motivation is a critical component of organizational success, impacting everything from 

employee satisfaction and retention to productivity and customer service. 

Employee motivation is critical for organizations for several reasons. Firstly, motivated 

employees tend to be more productive and engaged, which can lead to better overall 

performance and improved business outcomes. As Latham and Pinder (2005) note, "motivated 

employees are more likely to put forth effort, persist in the face of obstacles, and maintain goal-

directed behavior, which in turn leads to higher levels of job performance". Secondly, 

employee motivation can have a positive impact on employee satisfaction and retention. When 

employees are motivated, they tend to feel more satisfied with their work and their 
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contributions to the organization, which can reduce the likelihood of turnover (Ryan & Deci, 

2000). Finally, employee motivation can help organizations to foster a culture of creativity, 

innovation, and continuous improvement. When employees are motivated, they are more 

willing to take chances, think creatively, and generate fresh concepts that might help the 

business remain competitive and adjust to shifting market conditions (Latham & Pinder, 2005). 

2.3. Knowledge Sharing 

Knowledge sharing is the process of disseminating information, skills, or expertise among 

individuals or groups within an organization (Wang & Noe, 2010). It has been identified as an 

essential factor in enhancing organizational learning, innovation, and problem-solving (Argote, 

McEvily, & Reagans, 2003). Knowledge sharing can occur through various means, such as 

interpersonal communication, documentation, training, or mentoring (Wang & Noe, 2010). 

Numerous studies have emphasized the significance of information sharing for effective and 

successful organizational performance (Chen & Huang, 2018; Lin, 2017; Nonaka & Takeuchi, 

1995).  

Knowledge sharing can lead to several benefits for organizations, including increased 

productivity, better decision-making, and improved performance (Chen & Huang, 2018; 

Demir, 2019). Furthermore, knowledge sharing can facilitate the development of social and 

intellectual capital, which are essential for innovation and competitive advantage (Chen & 

Huang, 2018). However, knowledge sharing can also face several challenges, such as lack of 

trust, fear of losing job security, and lack of incentives and rewards (Wang & Noe, 2010). To 

promote knowledge sharing, organizations can implement several strategies, such as creating 

a culture of trust and openness, providing incentives and rewards, establishing knowledge 

management systems, and fostering social and intellectual capital (Chen & Huang, 2018; Wang 

& Noe, 2010). 

 Furthermore, organizations can also encourage knowledge sharing by promoting effective 

communication, promoting a collaborative and friendly work atmosphere, offering chances for 

training and growth (Lin, 2017). Organizational culture and climate play a significant role in 

promoting knowledge sharing. A positive organizational culture that values learning, 

collaboration, and innovation can facilitate knowledge sharing behaviours among employees 

(Choi & Lee, 2013; Lin, 2017). Knowledge sharing can contribute to individual and 

organizational learning and innovation. By sharing knowledge and expertise, employees can 

develop new insights, perspectives, and solutions to problems, leading to improved 

performance and competitive advantage (Argote & Ingram, 2000). 
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2.4. Knowledge Hiding 

Knowledge hiding is when someone consciously tries to conceal or hide details that someone 

else has sought out (Connelly et al., 2012b). Knowledge hiding can be a reason for creating 

distrust and increase in competition between employees. (Connelly et al., 2019d) knowledge 

hiding is a multifaceted concept with three dimensions. Connelly et al. (2012) determined that 

reasoned knowledge hiding, in which the person hiding the information explains why it won't 

be made available, is the least deceptive manner of knowledge hiding. Other methods of 

knowledge hiding include evasive hiding, which involves the information hider giving the 

person making the request incorrect or incomplete information while playing dumb to avoid 

giving the requestor any information at all.  

Knowledge concealment is more than just not sharing; it's a conscious effort to keep something 

from someone who has requested for it. Although behaviorally both of these factors may appear 

to be relatively similar, the reasons for keeping information to oneself and not sharing it are 

very different (Connelly et al., 2012b). 

People still think about the possible personal cost they may incur by sharing knowledge, such 

as the fear of losing power or prestige (Ulrike et al., 2005) or the worry of being undervalued 

(Bordia et al., 2006). This is true even when they are aware that sharing knowledge may benefit 

the larger group. As a result, many people don't actually disclose everything they know (Babic 

et al., 2019; Connelly and Zweig, 2015; Cress et al., 2006). 

 

3. Hypothesis Development  

3.1 Impact of Democratic Leadership Style on Motivation  

     A study “The Impact of Democratic Leadership Style on Employee Motivation: A Study on 

Banking Sector in Bangladesh” that has been done in banking sector of Bangladesh shows that 

democratic leadership has positively effects employee motivation. The study shows that 

democratic leadership increase intrinsic motivation and extrinsic motivation. Intrinsic 

motivation is a motivation that pushed by internal factors, and extrinsic motivation is driven 

by external factors. 

This study shows that there are factors that affect the relationship of democratic leadership and 

employee motivation such as participation of employees in decision- making, observed support 

of the organization, and the exchange communication between the leader and the employees. 
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In general, the research proposes that democratic leadership style positively affect employee 

motivation. 

    Another research done in Saudi Arabian public hospital with the title of “The Impact of 

Leadership Style on Employee’s Motivation" the research studied about the effect of leadership 

styles on employee motivation. 

The research also shows that democratic leadership style has a positive effect on motivation of 

employees in organizations. The study found that democratic leadership style has the ability to 

improve employee motivation by designing a helpful and supportive environment for 

employees which can help employees in encouraging them participate, involve and engage in 

decisions of the organization. 

Based on these two studies we can come to the conclusion that democratic leadership stye has 

significant relations with motivation of employees. Therefore, the following hypothesis have 

been developed;  

H1 Democratic leadership significantly effects motivation of employee 

3.2. Impact of Autocratic Leadership Style on Motivation 

    The study in Saudi Arabi (Alghazo & Al-Anazi, 2016b) shows the impact of autocratic 

leadership style on employee motivation. The study found that autocratic leadership negatively 

affect the motivation of employees in the organizations, because autocratic leadership style 

makes a negative environment n workplace which leads to decreasing employee motivation. 

Leaders whose styles are autocratic do not lead employees to participate in decision making 

processes and they make decisions themselves without asking and consulting other employees. 

In conclusion, the study shows that autocratic leadership style is not a successful and efficient 

leadership style in for increasing motivation of employee in that sector. 

   Another study done by Iqbal, Anwar, and Haider (2015) in Pakistan, show that autocratic 

leadership style negatively impacts employee motivation. Since the autocratic leadership style 

has a nature that it limits participation of employees in participating in decision making, this 

leads employees to not engage and dissatisfaction. Autocratic leaders may also make extreme 

pressure on employees because they are result oriented and the most important thing for them 

is the target, this will lead to stress and employee burnout and causes reducing of motivation. 

In conclusion, the study shows that autocratic leadership style is one of the reasons for low 

employee motivation, reduced job satisfaction and high turnover.  
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Based on these two studies we can come to the conclusion that autocratic leadership style has 

significant relations with motivation of employees. Therefore, the following hypothesis have 

been developed; 

H2 Autocratic leadership significantly effects employee motivation 

3.3 Impact of Laissez-Faire Leadership on Motivation  

a study done by Judge and Piccolo (2004) which data were gathered by using Literature Search 

(chapters, dissertations, papers, books, and unpublished reports; published between 1887 and 

2003). They applied the meta-analytic procedures, divided the studies into moderator analyses, 

and performed regression analyses to arrive at the results. They discovered a negative 

correlation between laissez-faire leadership and follower motivation. 

According to Webb's 2003 study, "Presidential Leadership Behaviours Associated with 

Followers' Job Satisfaction, Motivation toward Extra Effort, and Presidencia," He obtained the 

data using a sample (MLQ) of 315 top student affairs, academic, and financial officers who 

were selected from among the 105 organizations that make up the Council for Christian 

Universities and Colleges. 70.8 percent of the participants—223—returned questionnaires. 

Results were obtained using descriptive statistics, which were used to explain the sample 

Means and SD. They discovered a strong and negative relationship between laissez-faire 

leadership and the motivation for additional effort. 

As a result, we determine that laissez-fair leadership negatively affects employe motivation n 

organizations. Thus, the hypothesis below developed; 

H3 Laissez-Faire Leadership Significantly Effects Employee Motivation 

3.4. Impact of Motivation on Knowledge Sharing  

   (Cruz et al., 2009) in their study “The influence of employee motivation on knowledge 

transfer” test if there is any relationship between motivation of employees and knowledge 

sharing in organisations. The study shows that employees that are motivated are more 

presumably engage in knowledge sharing and transferring events, this leads to an effective 

employee and organizational performance. Based on the findings there is a positive correlation 

between knowledge sharing and employee motivation.  

   Another study by Gagné (2009) suggests a knowledge-sharing motivation model, the model 

shows that motivation has a critical and important role to determine either individuals in an 

organization will engage for sharing knowledge or they will not engage for sharing knowledges 
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with others. There are six factors of motivation that effect knowledge sharing. The model 

includes six motivational factors that influence knowledge-sharing performances such as 

intrinsic motivation, extrinsic motivation, perceived competence, positive affect, autonomy, 

and relatedness. According to Gagné (2009) when employees feel motivated in organizations 

to share their knowledge, they will also be more engaged and have willingness for supporting 

sharing knowledge behaviours, such as seeking feedback, collaborating with others, and 

actively participating in training and development programs.  

An investigation of the effect of intrinsic motivation on organizational knowledge sharing was 

conducted by Todorova et al. in 2012. The study's findings demonstrated that intrinsic 

motivation significantly enhances knowledge sharing. Additionally, the study discovered that 

the link between intrinsic drive and information sharing is mediated by perceived 

organizational support. The study's conclusions point to the need for organizations to 

concentrate on enhancing intrinsic motivation through a variety of strategies, including giving 

workers challenging tasks and chances for personal development, as well as encouraging a 

culture of trust and collaboration to boost knowledge sharing among staff members. 

Based on these three articles the following hypothesis was developed; 

H4 Motivation of employee effects knowledge sharing Behaviour. 

3.5. Impact of Motivation on Knowledge Hiding 

Due to not having a study about impact of motivation on knowledge hiding, we predict that 

motivation has a negative impact on knowledge hiding by employees since it is kind of opposite 

of knowledge sharing. Not exactly opposite but the impacts and how they work are inversely. 

So, the following hypothesis can be developed; 

H5 Employee Motivation has Negative Impact on Knowledge Hiding Behaviour  
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Figure 1 Hypothesis Development Diagram 

Figure 1, shows the diagram of our hypothesis. It shows that, Democratic, Autocratic, Laissez-

Faire leadership are dependent variables that are influenced by motivation which concluded in 

H1, H2 and H3. In addition, in H4 and H5 motivation is the dependent variable and Knowledge 

sharing and hiding are dependent variables that are influenced by motivation.  

 

4. Methodology 

4.1 sample 

This study adopts a quantitative research design to investigate an appropriate leadership style 

for knowledge management in Kurdistan region of Iraq.  The study targeted population which 

includes employees from different industries and sectors, including diverse job roles to capture 

a range of perspectives. A structured questionnaire was developed for collecting data. 

Data collected from public and private sectors in Sulaymaniyah/Kurdistan Region of Iraq, such 

as (Directorate of Power Transmission of Sulaymaniyah, South Kurdistan Company). 

We have distributed questionnaire to 203 employees in and we asked them to complete it in 

two or three day and we take it back. Before they answer we explained that this research is 

totally research oriented and no other motivation is behind it in order to make them aware of 

what they are filling, so we told them that they can quit any question they want which they may 

not be comfortable to answer. We did not force them to fill the questionnaire. After three days 

we collected all questionnaires back and entered data in to the excel. 

As shown in Table 1, 133 of participants are male and 65 of them are females, with missing 

value of 5. Majority of participants age are above 46 years old, 60 of them are between 36 to 

45 years old, 16 of them from 26-35 years old and 11 of the participant’s age are between 18 
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to 25. We separated education levels into two parts 109 of responders have bachelor’s degree 

or higher and 87 of them have high school degree or less. Majority of responders which are 

123 responders have experience in there organization for more than 3 years, 40 of them have 

experience between 1 to 3 years, and 29 of them have experience of less than one year. 105 of 

participants are from public sector and 98 of them are from private sector. 

Table 1 Demography Table 

 

 

5. Research Finding 

In this section, initially Cronbach’s alpha was tested to find the reliability level of each 

dimension. Secondly, hierarchical regression analysis was conducted to find the effects of each 

independent variable on the dependent variables. To do this, we have utilized SPSS 24 

software. 

Reliability was tested to find how reliable the data was. In this context, reliability can be defined 

as the chance that one can get as result in case the same questions were asked to the same 

population in the same conditions. It is accepted that the data is reliable if that chance is above 

0.7 or 70%.  

 
FREQUENCY PERCENTAGE MISSING 

GENDER  
  

5 

MALE 133 65 
 

FEMALE 65 32 
 

    

AGE 
  

5 

18-25 11 5.4 
 

26-35 16 7.9 
 

36-45 60 34 
 

46+ 102 50.2 
 

    

EDUCATION 
  

7 

BECHELOR'S DEGREE OR 

MORE 

109 53.7 
 

HIGH SCHOOL OR LESS 87 42.9 
 

    

EXPERIENCE 
  

10 

LESS THAN ONE YEAR 29 14.3 
 

1-3 YEARS 40 19.7 
 

MORE THAN 3 YEARS 123 61.1 
 

    

SECTOR 
  

- 

PUBLIC 105 51.3 
 

PRIVATE 98 48.3 
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Table 2 Cronbach's Alpha of Democratic Leadership Dimension 

Item-Total Statistics 

  
Scale Mean if Item 

Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total 

Correlation 

Cronbach's Alpha 

if Item Deleted 

Cronbach's 

Alpha 

DL1 11.23 26.297 0.821 0.866 

0.902 

DL2 10.72 26.926 0.771 0.878 

DL3 11.22 28.876 0.731 0.886 

DL4 11.19 28.630 0.755 0.881 

DL5 11.01 28.793 0.705 0.891 

 

Given in the Table 1, it was observed that Cronbach’s Alpha value of democratic leadership 

dimension was 0.902 which is considered as highly reliable. By another meaning, if the same 

questions related to the democratic leadership was asked to the same participants in the same 

conditions, 90% of chance the same results would be received back. Hence, dimension is 

concluded to be reliable enough. Secondly, Cronbach’s alpha if item deleted section shows in 

case any question from the dimension is deleted, how the new Cronbach’s Alpha would change. 

Based on the results, it was observed that in any item was deleted, new Cronbach’s alpha would 

be less than 0.902, which is original Cronbach’s Alpha value with all questions included. It 

shows that we already have sufficient Cronbach’s Alpha which doesn’t require any question to 

be deleted. As a conclusion, democratic leadership dimension of the questionnaire was highly 

reliable and no needed to delete any questions.   

Table 3  Cronbach's Alpha of Autocratic Leadership Dimension 

Item-Total Statistics 

  Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-Total 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

Cronbach's 

Alpha  

AL1 12.6 20.66 0.596 0.715 0.774 

AL2 12.05 20.524 0.657 0.694 

AL3 12.5 21.207 0.588 0.718 

AL4 12.14 23.628 0.424 0.772 

AL5 12.13 23.049 0.474 0.756 
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Table 2 shows the Cronbach’s alpha analysis of autocratic leadership dimensions which the 

level was 0.774. the level is acceptable since it is more than 0.7 and that means it is reliable. 

This means if we ask same questions about democratic leadership to the same people in the 

same conditions, 77 percent of chance we would have the same responses. Therefore, 

dimension is reliable enough. Cronbach’s Alpha if Item Deleted shows that if any question 

would be deleted, Cronbach’s alpha would be less than 0.774, so there is no need to delete any 

question. As a result, based on Cronbach’s alpha analysis dimension of the autocratic 

leadership of the questionnaire is reliable and no need to be changed.  

Table 4 Cronbach's Alpha of Laissez-Faire Leadership Dimension 

Item-Total Statistics 

  Scale Mean if Item 

Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Cronbach's Alpha if 

Item Deleted 

Cronbach's 

Alpha 

LF1 10.62 17.121 0.425 0.662 0.7 

LF2 10.75 17.466 0.423 0.663 

LF3 10.88 16.164 0.488 0.636 

LF5 11.00 16.701 0.457 0.649 

LF6 10.91 15.982 0.480 0.639 

 

In Table 3 shows Cronbach's Alpha of Laissez-Faire Leadership Dimension, when we first run the 

Cronbach’s alpha the level observed to be 0.63. this level is not acceptable, because 

dimension’s Cronbach alpha level should be minimum 0.7 to be reliable and accepted. In this 

case, we should look at Cronbach’s alpha section, there when deleted a dimension if the 

Cronbach’s alpha increased then we must run the Cronbach’s alpha analysis again by deleting 

the one which increases the level. When examined Laissez-Faire Leadership Dimension, by 

deleting question 4 Cronbach’s alpha level observed to be 0.7. In this case, by removing fourth 

question from Laissez-Faire Leadership, and using question one, two, three, five and six, 

Cronbach’s alpha test applied. Therefore, we came to the conclusion that by the result of 

reaching 0.7 which is enough level of reliability, we came to the conclusion that no other 

questions need to be deleted and no additional change is needed. 
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Table 5 Cronbach's Alpha of Motivation Dimension 

Item-Total Statistics 
 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total Correlation 

Cronbach's 

Alpha if Item 

Deleted 

Cronbach's 

Alpha 

M1 13.62 31.120 0.240 0.908 0.843 

M2 12.59 24.667 0.663 0.807 

M3 12.56 22.829 0.803 0.767 

M4 12.56 22.717 0.788 0.771 

M5 12.69 22.940 0.801 0.768 

 

Table 4 shows the Cronbach’s alpha of motivation dimension, and the level was 0.84 which is 

measured as reliable. Cronbach’s alpha if Item Deleted section show us that by taking out first 

question, we can increase Cronbach’s alpha to 0.9, but we do not do that because 0.84 is high and 

sufficient enough and can be continued with. As a conclusion, there is no immediate need to delete 

any questions because motivation dimension is reliable.  

 

Table 6 Cronbach's Alpha of Knowledge-Sharing Dimension 

Item-Total Statistics 

  Scale Mean if Item 

Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-Total 

Correlation 

Cronbach's Alpha if 

Item Deleted 

Cronbach's 

Alpha 

KS1 16.72 31.688 0.351 0.732 0.738 

KS2 16.66 30.213 0.477 0.701 

KS3 17.20 29.844 0.548 0.685 

KS4 17.26 31.136 0.465 0.704 

KS5 17.30 31.142 0.449 0.707 

KS6 17.17 34.313 0.309 0.736 

KS7 16.86 28.941 0.566 0.679 

 

Table 5 illustrates Cronbach’s alpha of knowledge-sharing dimension. With the level of 0.74 

it shows the items within the scale or questionnaire are reasonably correlated with each other. 

Cronbach’s Alpha is Item Deleted shows that no need to take out any questions because by 

taking none of them the Cronbach’s alpha level will increase and, in any case, it will reduce 

the level. Therefore, we continue with this result in which reliability is acceptable.  
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Table 7 Cronbach's Alpha of Knowledge-Hiding Dimension 

Item-Total Statistics 

  Scale Mean if Item 

Deleted 

Scale Variance if Item 

Deleted 

Corrected Item-Total 

Correlation 

Cronbach's Alpha if 

Item Deleted 

Cronbach's 

Alpha 

KH1 7.67 15.074 0.552 0.768 0.793 

KH2 7.70 14.332 0.640 0.723 

KH3 7.71 14.864 0.639 0.725 

KH4 7.85 15.501 0.584 0.751 

 

Cronbach’s alpha of knowledge-hiding dimension shown in Table 6, it is observed that 

Cronbach’s alpha level of knowledge-hiding in organizations is 0.79 which is an acceptable 

rate.as it is obvious in Cronbach’s Alpha if Item Deleted section, in any case by deleting any 

question from the knowledge-hiding section, the Cronbach’s alpha will reduce. 0.79 is a good 

level of internal consistency reliability for the measured construct. As a result, Cronbach’s 

alpha of knowledge-hiding dimension is reliable enough and no need to delete any questions 

from the scale. 

 

Table 8 Hierarchical Regression Analysis Results of the Hypothetical Framework 

Independent Dependent Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. Adjusted 

R 

Square B Std. 

Error 

Beta 

Democratic 

Leadership 

Motivation 0.418 0.057 0.459 7.393 0.000 22.50% 

Autocratic 

Leadership 

Motivation 0.036 0.074 0.034 0.483 0.630 0.02% 

Laissez Faire 

Leadership 

Motivation -0.232 0.095 -0.170 -2.432 0.016 2% 

 

Table 9 8 Hierarchical Regression Analysis Results of the Hypothetical Framework 2 

Coefficientsa 

  Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. Adjusted 
R- 

Square Independent Dependent B Std. Error Beta 
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Motivation Knowledge 
Sharing 

0.310 0.050 0.405 6.242 0.000 16% 

Knowledge 
Hiding 

-0.221 0.072 -0.211 -3.052 0.003 4% 

 

 Table 7, shows the hierarchical regression results, which shows us the relationship between 

variables such as democratic leadership, autocratic leadership, Laissez Faire Leadership, 

motivation, knowledge sharing, and knowledge hiding. Since we want to know how leadership 

styles effect motivation, the leadership styles here are independent variables and motivation is 

the dependent variable. We also want to understand if motivation has impact on knowledge 

sharing and knowledge hiding in organizations. In this case, motivation is the independent 

variable and knowledge sharing and knowledge hiding are independent variables.  

     Firstly, the positive coefficient of democratic leadership on motivation is 0.418, which 

indicates that democratic leadership positively effects motivation. With the high range of t-

value which is 7.393, we can see that there is a strong and significant relationship between 

democratic leadership and motivation. There is a standardized coefficient of 0.459 which 

shows a moderately high impact of democratic leadership style on employee motivation level. 

A standardized coefficient of 0.459 shows that when a standard deviation of democratic 

leadership increases then 0.459 standard deviation of motivation increases. The adjusted r-

square section shows how well the democratic leadership explain the motivation of employees. 

Here, around 22.5% of change in motivation can be influenced by democratic leadership. 

    Secondly, the coefficient of autocratic leadership on motivation is 0.036. It is positive but so 

weak that show a really weak positive relationship between autocratic leadership and 

motivation. The coefficient is not significant due to high range in p-value and low range in t-

value. For coefficient in order to be significant p-value should be less than 0.05 and t-value 

farther from zero, more significant it is. In this case, p-value is 0.63 and t-value is 0.48. The 

standardized coefficient of autocratic leadership on motivation is 0.034. It is low because 

standardized coefficient where -1 represents a strong negative impact, 1 represents a strong 

positive impact. The weaker the coefficient, the weaker is the impact. The variance in 

motivation from autocratic leadership is too low, because adjusted r-square is 0.02% which is 

extremely low. This suggests a very weak impact of autocratic leadership on motivation.   

    Thirdly, based on the analysis, Laissez Faire Leadership has negative impact on employee 

motivation. Since the coefficient is -0.232, which when laissez-faire leadership increased by 
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one unit, motivation decreases by 0.232 if we assume that other factors are constant. The 

relationship between laissez-faire leadership and motivation is significant, but we understand 

from the coefficient that is negatively significant. Which means, the more laissez-faire 

leadership style associated, the less employees will have motivation. The t-value is -2.432 

which shows sufficient strength of the impact of laissez-faire leadership on motivation. 

    Following in Table 9, the coefficient of 0.310 is observed that there is a positive relationship 

between motivation and knowledge sharing. Increase in one unit of motivation increases 0.310 

unit of knowledge sharing if all other variables stay constant. The standardized coefficient of 

0.405 there is a positive and meaningful impact of motivation on knowledge sharing. Since 

higher t-value means stronger is the relationship and higher is the significancy, therefore with 

the t-value of 6.242 we can conclude that motivation has significant positive impact on 

knowledge sharing in organizations. When motivation increases, knowledge sharing desire 

increases as well.  

Lastly, there is an inversely relationship between motivation and knowledge hiding. We have 

a coefficient score of -0.221. which means that for one unit increase in motivation, there will 

be 0.221 unit reduction in knowledge hiding if other variables stay constant. The t-value of - 

3.052 indicates that there is a strong significant relationship between motivation and knowledge 

hiding, and the negative sign indicates that when motivation increases, knowledge hiding in 

the organizations reduces. 

6. Conclusion 

The aim of this research was to identify an appropriate leadership style for knowledge 

management and determine which leadership style has the most significant impact on 

motivation within the Kurdistan Region of Iraq. By conducting an analysis of leadership styles 

and their effects on motivation, this study sought to provide insights into effective leadership 

practices that enhance knowledge management and motivate individuals in the unique context 

of the Kurdistan Region. 

For this purpose, we collected data from public and private organizations in Kurdistan such as 

(Directorate of Power Transmission of Sulaymaniyah, South Kurdistan Company). By using 

Cronbach’s alpha an order to test the reliability of the data and regression analysis used to 

investigate [how leadership styles affect motivation and how knowledge sharing and 

knowledge hiding are influenced by motivation. Through the utilization of regression models, 

key relationships and factors contributing to motivation have been explored and analysed. The 
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findings of this study provide clarification on several important aspects, which are discussed 

below. 

We found that, democratic leadership has positive impact on motivation, while autocratic 

leadership does not really impact motivation and laissez-faire leadership negatively affect 

employee motivation.  

In other words, when there is an increase in democratic leadership, motivation of employees 

also increases, and vice versa, a reduction in democratic leadership, decreases motivation of 

employee. When a leader is a democratic leader and seeks input and ideas from team members 

and encourage participation in decision-making processes, it positively influences employee 

motivation. Because employees with democratic leader will not have the fair from results of 

decision making, they liked to ask about their opinion, but they will not be responsible for the 

decision making. 

Results also show that autocratic leadership style does not influence motivation at all. Which 

means people in Kurdistan do not have problem with autocratic leaders at all, but it does not 

increase by increasing autocratic leaders either. This means employees in Kurdistan are fine 

with autocratic leader whose decide on things themselves and not let employees participate 

with their opinions. Hence, they prefer democratic leaders in order to increase their motivation. 

According to the results, laissez-faire leadership affect motivation in a negative way, because 

generally employees in Kurdistan Region want someone to give them tasks and they finish the 

task without thinking critically. In case of any problem, they want their manager to solve for 

them and they do not want to be busy with it. In case of not getting these from there manager, 

their motivation decrease. 

another finding is that motivation positively affects knowledge sharing. When employees have 

enough motivation, they will be able to share knowledge they have with their colleagues. 

Motivation is the trigger of behaviours of employees. If they work well, they will be motivated 

well. So, they have the willing for working well that is why they work well. Based on literature, 

motivation is the trigger of performance of employees and knowledge sharing is one of the 

performances of employees. Performance divided into mainly two parts, task performance and 

contextual performance. Contextual performance is a kind of organizational citizenship 

behaviour, such as how committed they are to their work. If they are committed to their work, 

they will also have the desire to help others, which is called helping behaviour. Sharing 
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behaviour such as knowledge sharing is a helping behaviour. As a result, if employees are 

motivated well their helping desire with other will be positively impacted. 

Knowledge hiding is kind of opposite of knowledge sharing. Our results also prove that. When 

the employee is not well committed to the organization and not well motivated in the work 

environment, so it effects the knowledge hiding negatively an ill reduce. But it is necessary to 

mention that knowledge sharing and knowledge hiding are not opposite of each other, if they 

were totally opposite, motivation would affect 0.310 to the sharing and -0.310 to the hiding, 

but it is not so. But it affects knowledge hiding less strongly.  

Positive things might have effect on the positive results more, than the positive things has on 

negative things. For example, democratic leadership has a big impact on motivation and 

motivation has a big impact on knowledge sharing, but autocratic leadership and Laissez-Faire 

leadership does not have such an impact on motivation and motivation does not have a big 

impact on knowledge hiding, because one is positive and one is negative.  
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