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Abstract: Knowledge is considered to be a strategic resource that helps to leverage the 
effectiveness of an organisation and is classified into two types: tacit knowledge and 
explicit knowledge. Tacit knowledge is acquired through long-term experience and 
cognition while explicit knowledge is a formal knowledge which can be easily shared or 
transferred. Knowledge management is considered to be an emerging concept in an era 
of rising global competition that helps to organise and channel the valuable knowledge 
resource of an organisation and which may therefore ultimately lead to the success of 
that organisation. However, a cooperative and innovative organisational climate might 
play a vital role in different aspects of knowledge management with regard to knowledge 
acquisition, knowledge storage and knowledge sharing. This paper aims to review the 
literature in the area of knowledge management as well as the influence of organisational 
climate on knowledge management through the effective flow of tacit knowledge and 
provide a clear and systematic overview of it. Thus, this study tries to highlight the 
research gap in the course of reviewing the relevant literature and also attempts to 
investigate, from the relevant literature, the in-depth relationship, if any, between 
organisational climate and tacit knowledge management in particular and ultimately 
knowledge management in general. 

Keywords: Explicit knowledge; Knowledge; Knowledge Management; 
Organisational Climate; Tacit Knowledge.
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1. Introduction

It is no controversy to say that the entire world has become a global village 
and in this more competitive climate knowledge plays an indispensable role 
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in almost every organisation to achieve competitive advantage. Knowledge 
is often asserted as power and based upon this, it can be said that managing 
this knowledge in a systematic manner is the ultimate key to power for 
every organisation. In this ever-changing business world, organisations 
need to shift from conventional resources to knowledge resources. In the 
current scenario knowledge is considered to be a strategic organisational 
resource. Indeed, knowledge has been considered as one of the most 
highly-valued assets and commodities in every organisation (Bhojaraju, 
2005; Hegazy & Ghorab, 2014). As the domain of business has become 
more competitive in recent years so to have organisations increasingly 
needed to face innumerable challenges and contingency situations which 
accentuate the need to implement knowledge strategies in an effective 
manner. Every organisation in the era of globalisation needs to understand 
the fact that change is inevitable and to be competitive in the market, risks 
and innovations should be undertaken (Bordeianu, 2015). To think about 
innovative ideas in business processes, one should focus on gathering and 
communicating knowledge resources as much as possible; only then can an 
enterprise exploit advantageous opportunities and become efficient in its 
work process (Nawab et al., 2015). A paradigm shift has taken place with 
regards to knowledge as a vital resource in enterprises (Jones & Leonard, 
2009). It is believed by some professionals that knowledge management not 
only generates value but also escalates the performance of organisations. In 
this respect, the role of knowledge management has recently generated much 
importance for the survival of enterprises (Omotayo, 2015). 

In order to implement knowledge management strategies successfully 
in an organisation, the knowledge managers need to have an idea about 
various conditional factors upon which the success of its implementation 
depends. Amongst those factors, organisational climate is one of the crucial 
ones (Reyes & Zapata, 2014; Han, 2018) and they must decide upon the 
climate which is compatible with selecting the best knowledge management 
approach. An appropriate organisational climate is one that fosters sharing 
or dissemination of knowledge among employees in an organisation to a 
significant extent. Besides this, a suitable organisational climate also has the 
ability to create an impact upon the employees of an organisation to change 
their perception, ideas and attitudes in the long run (Long, 2000; Chen & 
Lin, 2004) thereby influencing them to adapt the learning environment as 
well as different strategies for effective organisational performance. Further, 
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it may also encourage the members of an organisation to indulge in different 
activities related to exploiting and disseminating knowledge. 

Thus, this particular study is intended to explore the in-depth 
relationship between organisational climate and knowledge management 
and contribute to our clear understanding as to whether the presence of 
certain dimensions of organisational climate can boost the process of tacit 
knowledge sharing, thereby leading to the better implementation of a 
knowledge management approach in the organisation. The paper seeks to 
provide an answer to the following question: How does an organisational 
climate establish an impact upon knowledge management in an organisation 
through effective sharing of tacit knowledge?

2. Review Methodology

The methodology involved in this study is a narrative literature review, 
because theoretical discussions of many studies are being collectively 
undertaken to establish a meaningful link among them, for the purpose 
of fulfilling the prime objective of this paper. This study made an attempt 
to search and review the most relevant literature from online databases 
such as Google Scholar, Science Direct, Springer Link, Jstor and Emerald 
Insight. The keywords Knowledge, Explicit Knowledge, Tacit Knowledge, 
Knowledge Management and Organisational Climate were used to search for 
papers. After following this procedure, certain criteria like title and abstract 
of the papers were analysed for inclusion or exclusion of papers in the first 
stage of the screening process. Then, in the second stage entire articles 
have been read in order to include the most pertinent literatures associated 
with organisational climate as well as knowledge management. Moreover, 
to identify the various factors of organisational climate which influences 
both tacit knowledge sharing as well as knowledge management over time, 
studies from years 1968-2020 were taken into consideration.

3. Concepts of Knowledge, Knowledge Management and 
Organisational Climate

Knowledge basically comprises data, information and experiences which 
provide a framework to generate further information and experience. 
Davenport & Prusak (1998), defined knowledge as “a fluid mix of 
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framed experience, values, contextual information and expert insight that 
provides a framework for evaluating and incorporating new experiences 
and information. It originates and is applied in the minds of knower”.1 
Knowledge is basically subdivided into two categories: Tacit Knowledge 
and Explicit Knowledge. The knowledge which can be easily articulated 
is termed as “explicit knowledge” while “tacit knowledge” is something 
which is difficult to articulate and hence cannot be transferred easily 
(Polanyi, 1966). Explicit knowledge is a formal kind of knowledge that can 
be expressed precisely in the form of data, manuals, textbooks or certain 
scientific formulae (Ajayi & Opeke, 2017). Tacit knowledge is that type 
of knowledge which is imbibed in the minds, behaviour and perception of 
employees in any organisation (Sthulman, 2012).

Various researchers have defined knowledge management in different 
ways at different times. Knowledge management is defined as an approach 
towards the systematic, explicit and deliberate creation, renewal and 
application of knowledge in order to augment the knowledge-related efficacy 
of organisations (Wiig, 1997). Knowledge management is a specified 
methodical process for attaining, organising and sharing both tacit as well 
as explicit knowledge so that employees can use the knowledge for effective 
work processes in an organisation (Alavi & Leidner, 1999). Carlsson (2001), 
defined knowledge management as a process of identifying, managing 
and enhancing both individual as well as collective knowledge to support 
the enterprise in sustaining market competition. According to Karlsen & 
Gottschalk (2004), knowledge management is defined as a method in which 
the process of generating, capturing, sharing and understanding knowledge 
in an organisation is improved. According to American Productivity & 
Quality Center (2007), knowledge management implies the strategies and 
processes adopted to identify, obtain and leverage knowledge to support 
the organisation to compete. The sharing of knowledge, which forms an 
integral part of knowledge management processes is interlinked with other 
processes like the creation, transfer, learning, distribution and collaboration 
of knowledge resources (Foss et al. 2010; Fayard & Metiu, 2014).

The concept of organisational climate was first introduced by Kurt 
Lewin who termed it a psychological atmosphere. With time, the concept of 
organisational climate attained many meanings. It is perceived to be a set of 
attributes prevalent in a working environment which directly or indirectly 
influences the behaviour of employees. Organisational climate implies the 



 The Influence of Organisational Climate on Knowledge Management 131
 

shared values, beliefs and workplace atmospheres that create a significant 
impact upon the behaviour of employees (Long, 2000). To any individual 
member within an organisation, climate primarily refers to the overall 
pattern of organisational activities (Jaw and Liu, 2003). Organisational 
climate include values, trust, motivation, teamwork, an innovative culture, 
collaboration, decision making processes, creativeness. (Moffett et al., 
2003; Syed-Ikhsan & Rowland, 2004; Anantatmula & Kanungo, 2006). 
Besides this, other dimensions of organisational climate comprise training 
and development, transformation and diversity, job satisfaction, leadership, 
employee wellness, communication, performance management, remuneration 
and reward, work environment and the image of the organisation (Castro & 
Martins, 2010).

4. Relationship between Organisational Climate and Knowledge 
Management

An organisational climate creates an impact upon knowledge management 
and it is evident that when an organisation has more innovative and 
cooperative climate, the interaction among employees becomes favourable 
and thus the rate of knowledge sharing improves (Chen & Huang, 2007). 
Abzari & Abbasi (2011) conducted research in which they studied the 
impact of organisational climate in the components of planned behaviour 
theory and opined that an appropriate organisational climate should be 
prevalent for knowledge sharing in an organisation. Suitable organisational 
environment are needed for the sharing and management of knowledge 
among the employees to create a synergic impact between knowledge of 
both employees as well as outside environments and the knowledge thus 
produced is rich in quality (Kohansal et al., 2013). Organisational climate 
serves as a critical prognosticator in the sphere of knowledge management 
and has a positive impact upon sharing and the application of knowledge 
(Lashari et al., 2016). According to Razzaq et al. (2017), the organisational 
climate positively and significantly influences the knowledge management 
practices among the professionals in healthcare organisations. 

As far as tacit and explicit knowledge is concerned, tacit knowledge is 
regarded as valuable for an organisation and thus individuals are not willing 
to share it easily (Osterloh & Frey, 2000) but try to withhold it for individual 
gain and for attaining competitive edge in the market (Huie, Cassaberry & 
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Rivera, 2020). As opined by Polanyi (1966), tacit knowledge is something 
inherent to an individual and is difficult to express, however it forms the 
basis for explicit knowledge. However, unlike tacit, explicit knowledge 
can be shared easily through books, manuals, video clips, databases, expert 
systems and formal training (Pangil & Nasurddin, 2013). According to 
Huie, Cassaberry & Rivera (2020), organisations require the tacit form of 
knowledge which is generally embedded in the minds of people in order to 
make a strong organisational knowledge base and improve the performance 
level. Through the sharing of valuable tacit knowledge, which is intangible 
in character and an asset of knowledge management, individuals can greatly 
contribute to the improvement of organisational performance (Reychav 
& Weisberg, 2009). Indeed, effective management and sharing of tacit 
knowledge, that forms a strategic factor of knowledge management, plays 
a key role in the success of organisations as well as sustainability in the 
global economy (Mohajan, 2016). Peroune (2007), also opined that in the 
practical world, much of the knowledge is tacit in nature. Thus, it needs to 
be communicated across the organisation for effective implementation of a 
knowledge management approach. However, the sharing of tacit knowledge 
is highly dependent upon social interaction among individuals (Nonaka, 
1994; Yang & Farn, 2006). Moreover, cooperative organisational climates 
lead to a boost in the trust level among employees and with a higher level 
of internal trust, employees have the tendency to share more of their tacit 
knowledge for the betterment of the organisation (Leana and Buren, 1999; 
Szulanski et al., 2004; Zaheer, Bill McEvily & Perrone, 1998; Lin, 2007). 
According to Ekore (2014), both explicit as well as tacit knowledge possess 
no value until and unless it is being deployed for enhancing organisational 
efficiency and thus successful knowledge transfer within the organisation is 
essential. 

There are extensive studies which have attempted to examine the 
relation between knowledge management and organisational culture as 
compared to the inter-relationship between knowledge management and 
organisational climate (Gupta & Govindarajan, 2000; McDermott & O’Dell, 
2001; Park et al., 2004; Al-Alawi et al., 2007; Suppiah & Sandhu, 2011). 
Moreover, on the basis of above-mentioned literatures, it is quite evident 
that tacit knowledge, which is a key element of knowledge management 
is difficult to share and members of an organisation often feel reluctant to 
disseminate their tacit knowledge with others. Also, it is not possible for 
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an individual who has expertise in certain exclusive knowledge or skills 
to articulate each and every aspect of it and here arises the importance 
of sharing this tacit knowledge through interaction or communication 
(Tsoukas, 2001; Coulson-Thomas, 2004). So, there must be some triggering 
organisational factors which leverage the employees’ tendency to share the 
same. According to Fainshmidt & Frazier (2016), it has been asserted that 
organisational climate has a key role to play in efficacious and easy flows of 
knowledge throughout an organisation. However, we need to analyse further 
which are the various factors that are responsible to create and improve any 
organisation’s climate for successful knowledge management to take place 
and how they do so. Thus, amongst various organisational factors; here 
comes the mention of certain variables of organisational climate and how 
it can trigger the sharing of tacit knowledge thereby ascertaining a positive 
influence upon the knowledge management process. Hence, a clear research 
gap exists, which indicates that we need to undertake further research to find 
out the precise relationship between organisational climate and knowledge 
management. The study will particularly delve into how organisational 
climate can positively influence knowledge management practices, while 
considering the different factors or variables of organisational climate 
impacting especially upon tacit knowledge sharing in particular and 
knowledge management as a whole.

5. Factors of Organisational Climate: Leveraging Tacit Knowledge 
Sharing

From the different surveyed literature, Table 1 presents an overview of 
certain factors informing organisational climate which contributes to tacit 
knowledge sharing in an organisation.

Thus, it clearly indicates that factors of organisational climate which are 
being identified from various literatures namely teamwork, trust, leadership, 
organisational structure, the reward system, employee interactions and 
motivation facilitates tacit knowledge sharing as well as effective knowledge 
management procedures in an organisation.
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Table 1: Factors of organisational climate identified and its contribution in tacit 
knowledge sharing.

Factors (Sources) Weightage of Factor in 
Organisational Climate

Factors’ Contribution in 
Tacit Knowledge Sharing

1) Teamwork 
(Grant, 1997); (Davenport & Prusak, 1998); 
(Grant, 2001); (Noordin et al., 2010); (Castro 
& Martins, 2010); (Gonzalez & Martins, 2014); 
(Khanghahi, 2014); (Obrenovic, Obrenovic & 
Hudaykulov, 2015); (Li & Mahadevan, 2017).

– It forms a crucial 
factor of organisational 
climate that influences 
other aspects.

– Encourages collaboration 
and sharing of tacit 
knowledge resulting in 
better organisational 
performance.

– Supports different phases of 
the knowledge management 
process.

2) Trust 
(Koys & Decottis, 1991); (Hinds & Pfeffer, 
2003); (Mooradian et al., 2006); (Choi et al., 
2008); (Barachini, 2009); (Castro & Martins, 
2010); (Casimir et al., 2012); (Hudcova, 2014); 
(Nesic & Lalic, 2016); (Roodbari et al., 2016).

– Trust is considered 
as one of the salient 
dimensions of 
organisational climate.

– An atmosphere of trust is 
very essential to facilitate 
tacit knowledge sharing.

3) Leadership 
(Nahapiet & Ghoshal, 1998); (Goh, 2002); 
(Noordin et al., 2010); (Castro & Martins, 
2010); (Micic, 2015); (Nair & Munusami, 
2019).

– Leadership as a factor 
forms the basis of 
organisational climate 
in different studies.

– Efficient leadership 
attributes have the ability 
to foster tacit knowledge 
sharing in an organisation.

4) Motivation 
(Noordin et al., 2010); (Roodbari et al., 2016); 
(Razmerita et al., 2016).

– It is evident that 
motivation has been 
considered as one of the 
factors of organisational 
climate.

– Motivation develops 
tacit knowledge sharing 
among the employees and 
as such an organisation 
should make an effort to 
increase the motivation of 
employees.

5) Social relationships/employee interactions 
(Moran & Volwein, 1992); (Marquardt, 1996); 
(Osterloh & Frey, 2000); (Li & Mahadevan, 
2017).

– Relationships or 
interactions have been 
identified as dimension 
of organisational 
climate in various 
studies.

– Transfer of tacit knowledge 
involves healthy social 
networks or interactions.

6) Reward 
(Litwin & Stringer, 1968); (Davenport & 
Prusak, 1998); (Paroutis & Al Saleh, 2009); 
(Razmerita et al., 2009); (Castro & Martins, 
2010); (Oye et al., 2011); (Li & Mahadevan, 
2017); (Huie, Cassaberry & Rivera, 2020).

– Various authors 
regarded reward as one 
of the key variables of 
organisational climate.

– Suitable reward systems 
motivate the employees to 
share their tacit knowledge 
thereby enhancing the 
knowledge management 
process.

7) Organisational design/structure
(Litwin & Stringer, 1968); (Chen et al., 2010); 
(Noordin et al., 2010); (Pandey & Dutta, 2013).

– Certain studies 
mentioned 
organisational design 
or structure as a prime 
factor of organisational 
climate.

– Organisational design or 
structure helps to steer tacit 
knowledge thus enabling 
a smooth knowledge 
management process.
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Hence, from the above discussions we can ascertain that organisational 
climate has an impact upon knowledge management and their relationship 
can be exemplified in Figures 1 and 2:

Figure 1: Factors of organisational climate influencing tacit knowledge sharing.

ORGANISATIONAL 
CLIMATE

TEAMWORK, TRUST, 
LEADERSHIP PROCESS, 

MOTIVATION, ORGANISATIONAL 
DESIGN, REWARD, SOCIAL 

RELATIONSHIPS/EMPLOYEE 
INTERACTIONS

TACIT KNOWLEDGE 
SHARING

Source: Author.

Figure 2: Relationship of organisational climate with tacit knowledge sharing and 
knowledge management.

ORGANISATIONAL 
CLIMATE

TACIT KNOWLEDGE 
SHARING

KNOWLEDGE 
MANAGEMENT

Source: Author.

6. Conclusion and Future Research Scope

This particular study gives an insight inro the relation between organisational 
climate and knowledge management. From Figure 1 and Figure 2, it is 
clearly understood that the presence of certain factors of organisational 
climate leads to the sharing of tacit knowledge in an organisation which 
ultimately creates an impact upon knowledge management because tacit-
knowledge sharing forms an integral part of the knowledge management 
process. The narrative review of available literatures has made an attempt to 
provide evidence of a positive relationship between tacit knowledge sharing 
with that of organisational climate. Moreover, the study also supports the 
view that the presence of suitable organisational climatic factors leads to 
the enhancement of knowledge sharing and thus successful knowledge 
management is possible in an organisation. It’s clearly understood that 
knowledge management by itself cannot be a success until and unless there 
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are some other organisational factors which can help spread knowledge 
sharing, especially tacit knowledge. This study indeed contributes to 
our understanding of how various factors of organisational climate can 
positively influence the implementation as well as the survival of knowledge 
management in an enterprise. However, there may be other possible avenues 
on which further research on knowledge management can embark on, taking 
into account more diversified factors of organisational climate or culture to 
generalise the relationship between them.

The paper is confined to one of the organisational factors namely 
organisational climate that triggers effective knowledge management 
implementation neglecting other probable organisational variables. Due to 
the paucity of time and available resources, the focus of this study has been 
limited to only a single aspect, that is to find out whether there is an in-depth 
relationship between organisational climate and knowledge management 
through leveraging tacit knowledge sharing. The current study has not 
considered each variable of organisational climate, rather it has selected a 
few of them as per convenience. Moreover, the review of earlier studies is 
not based on any particular time frame. Whatever studies which seemed to 
be considerably relevant by analysing the titles, abstracts and entire papers 
were taken into consideration to generalise the findings.
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