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Abstract

Especially during the last decade, Knowledge Skaiits) have become one of the most debated restapids
within the growing amount of research on Knowletiig;nagement (KM). As in all other business, KS prast
are very important for hotels at providing propervice performance and gaining competitive advantag
through unique knowledge. However, the number ofliss conducted related to KS in the tourism and
hospitality enterprises are still limited. To fullynderstand how KS practices can be perform sutdlgsKS
processes and the effects of leaders on KS practieed to be explore in depth. Thus, this studsaily
focuses on KS practices at international hotelreh@HC) in which KS practices are more importaminpared

to other hotels due to their geographically dispérstructure. Moreover, this study aims to deteentive effects
of transformational leaders on KS practices. Abale this study consist important findings whichear
identifying KS process at IHC and emphasizing thpartance of TL for the success of KS. For the psepof
the study, two hundred and twenty seven junior adsirative and mid-level managers of 29 IHC opeain
Turkey were chosen as the sample of this study., Arel required data were collected by questionn&ieta
analysis determined that KS practices are hightjopmed in IHC and TL have some important-positdffects
on KS practices.

Keywords. Knowledge sharing, Transformational leader, Intéomal hotel chain

1. Introduction

In existing literature, the intangibility, insepaitity, heterogeneity, complexity and simultanegusduction and
consumption features of tourism product is empleak{Baggio, 2006), and the success of the hotehbss is
dependent on the cooperation of travel agencias, dperators, suppliers (Kahle, 2005). These fatake
knowledge and KM very important in tourism indust®n the other hand, the intensive use of techryoogl
the interaction between customers and employedagiservice encounter leads to the transformatiothe
tourism industry towards a knowledge-based indu@tiallin and Marnburg, 2007). Thus, Buhalis (198&)tes
that knowledge and information are vital pointgafrism.

As an important superstructure group in the toutiisdustry, hotels are also the places that utidi@eous types

of knowledge. Bouncken (2002) classifies these dygfeknowledge in four categories: task-specifiowledge,
task-related knowledge, transactive memory andtgeésted knowledge. Hotel enterprises have tocéffely
manage these four types of knowledge in order ttaiobprojected benefits from KM. The American
Productivity & Quality Center (APQC) describes KM @ systematic approach that enables creation of
knowledge and information and transfers them to filght person at the right time to add value to the
organization’s mission (Leavitt, 2003). Additionalbther studies (Wiig, 1997; Bhatt, 2001; Bergeraf(3;
ibrahim ve Reid, 2009; Alavi and Leidner, 2001 atd)eposit that KM encompasses the following preess
knowledge acquisition, knowledge creation, knowkedgharing, knowledge storage & documentation and
knowledge utilization. As a part of KM, knowledgeqaisition refers to obtaining necessary and ingurt
information/knowledge from the inside and outsidehe organization (Isa bet al., 2008; Shi, 2010n,S2010;
Al-Busaidi, 2011; Bratianu, 2011). Structured intews, think aloud analyses, network analyses, tipresires,
surveys, observations and simulations (Dalkir, 20B60ks, software, academic journals, researcbrtgpvideo
conferences (Bratianu, 2011) and interactions witstomers, suppliers, competitors, partners (Fimk Rloder,
2011) are the most used techniques in obtainingimed| knowledge. Knowledge creation involves craatiew
and useful knowledge from obtained information/kiexige through consecutive sequences of socializatio
externalization, combination and internalizatioroffdka and Takeuchi, 1995). The newly-generated laune
should be shared among employees, sub-groups aodsathe organization. This fact makes the knowdedg

46



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) may
Vol.6, No.7, 2014 IIS E

sharing process increasingly important in KM. Hiypalknowledge utilization entails the integratiorf o
knowledge into business processes (Tiwana, 2008ating added value from them (Fink and Ploder1201
combining them with the existing products & sergi@nd the implement of new projects (Kasvi, Vangai and
Hailikari, 2003) and use in product/service deveiept (Salo, 2009; Al-Busaidi, 2011) where the krenge
storage & documentation refer to codification andring of useful knowledge in written and electini
warehouses.

Hotel enterprises required to successfully impleimiase mentioned KM processes also need to cantide
critical success factors of the KM process, suctwilingness to initiate KM, upper management suppo
infrastructure sufficiency, effective organizatibriaarning, creating a shared culture, usage obrimétion
technologies, accessing implicit knowledge, processtrol, high productivity, coordination and efiee
leadership (Hassan and Al-Hakim, 2011; Tabrizi,aBimi and Delpisheh, 2011; Djordjevic-Boljanovicasic
and Dobrijevic, 2013; Saini, 2013) . These factes also critical factors for KS in organizatiomglacorollary
for hotels. Among these factors effective leadgrshirelatively more important for the KS whichaissine qua
non process of KM (Riege, 2005). Hence, Smith ariKéén (2002), states that the principle role ofldazler
is to make KS so attractive that employees warlbagpart of this process. On the other hand, thekgui
transforming nature of the tourism industry arisingm global competition, ever-changing trends anristic
consumption, and dependency on customer preferenegsires transformational leadership roles mbant
others in KM practices and the KS process. Solif2811) states that organizations that regard K& exitical
competitive tool must facilitate the transfer ofokviedge with the initiation of a transformationaater. Thus,
this study at first focuses on determining the cffeof TL and presents KS process in IHC in detail this
reason, the following section presents a detallachéwork of the KS process, TL behaviors and theath of
TL on KS process with respect to hotel enterprises.

2. Conceptual Framework
2.1. Knowledge Sharing at IHC

KS refers to vis a vis transfer and disseminatibhmowledge from an employee, group and organinaficee,
2001) and the mutual exchange of implicit and expknowledge (Lee et al., 2010). In a broader pectve,

KS also encompasses whole activities of recipr@ajuisition, assimilation and/or transmission dated
knowledge about products and services among orgons, customers, partners and employees (Chen and
Barnes, 2006). A strategically planned KS processnptes useful knowledge across a company, incsehse
degree of effectiveness and intensity of the bssingrocess (Lee, Lee and Kang, 2005), and corgritout
individual learning important for new practicesr{h, 2011). Thus, KS is essential for companies/éDport
and Prusak, 2000). However, companies must revedivation and encouragement systems devoting KS,
design open organization structures supporting 8ok and Cook, 2004; Riege, 2005), organize phisica
places such as talking rooms, water cooler/tea mestand cafeterias enabling informal communicasiotong
employees; and organize panels providing face ¢e fialogue (Davenport and Prusak, 2000). Creading
knowledge-based culture, exhibiting leadership soléhich promote KS, ensuring trust among employees,
designing networks for KS, encouraging formal anfbrimal communication and changing organization to
learning organizations are the other most critasdects of supporting KS in companies (Dalkir, 20B&een,
2008; Pasher and Ronen, 2011).

Limited studies related to KM in tourism shows tK& practices are mostly observed in hotel chaihere an
overall service quality standard has to be deldefidallin and Marnburg, 2007). By taking this fdaoto
consideration, IHC can be seen as the main repigsitof knowledge as long as they create new aeflus
knowledge from individual knowledge, which is gealbr derived from an individual or group interact®o
(Magnini, 2008) and staff-customer relations on twsis of service product (Kahle, 2002). This aéat
knowledge refers to lessons learned in a hotelisradso vital for IHC since it can be used to offeodified
service operations, service extensions, and entirelv service lines in other hotels (Bouncken, 200is
process also emphasizes the importance of KS at Atiough KS process at IHC involves similar steyss
those described in SECI (Socialization- Externailime Combination- Internalization) model which has
conceptualized by Nonaka and Takeuchi (1995), Ild@ehdistinctive KS process that entail differerdttees.
First, the KS process at IHC starts with a sociilim process which is a part of SECI model.

Socialization mainly embodies organizational syrhzad knowledge (Nonaka and Takeuchi, 1995) and
includes mutually transferring implicit knowledgeomf an individual, group, organization(s) to others
(Holsapple and Joshi, 1999). However, there areesdarriers to this socialization process, diffimdt
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expressing implicit knowledge (Bratianu, 2011),icieht or imperfect transfer of knowledge (Dalkkf05) and
the resignation of an employee who has implicitwdealge (Judge, 2011). The socialization processlliswved

by the externalization process, which refers to ¢elpression of implicit knowledge or mental modbls
dialogues as a collective reflection (Nonaka an#dleliahi, 1995). The employees acquire quotable expli
knowledge at the end of the externalization pro¢Bsatianu, 2010) where the linguistic performaptays a
critical role for the success of this process (Ddamand Navarro, 2009). The externalization p®easst be
considered as a learning phase and should be pedniigt metaphors, descriptions, stories, modelgyralias
and prototypes (Ale, Chiotti ve Galli, 2008). Obwély, a well-planned and organized socialization-
externalization process can substantially enhar8eaKIHC. However, the KS process should be eveduat
two main phases at IHC wherein the first phas@mpmany-wide KS and the second phase is IHC-wide KS.
basic KS process starting from the Front-Office attpent and Housekeeping Department at IHC can be
illustrated as shown in Figure 1.

As seen in Figure 1, employees at the front offiepartment and housekeeping department initiabyeskheir
individual implicit knowledge with their co-workemnd other employees simultaneously. This phasalynai
refers transforming implicit knowledge to expligihere the employees mostly use dialogues, desmmptnd
metaphors. These horizontal interactions betweewartiers and other employees are followed by vakticS
wherein the employees share relevant knowledge thihr chiefs or managers. Those related knowlezige
flow both directly and indirectly under specifiednalitions. Written documents, verbal articulati@mail,
intranet or internet are the most preferred way&®fof this stage. Eventually, department managdetiver
chosen knowledge considered as necessary to hatehgement via daily, weekly and monthly reports or
sometimes verbally. At the end of this whole KS gass, individual implicit knowledge transform iném
organizational explicit knowledge shared acrossdtganization. By these means, organizational kadge
becomes ready to be shared with the IHC manageceeite and also among other chains. Thereford HBe-
wide KS starts, and operational or strategic kndgéeflows mutually among chains and IHCs management
centres. And, to increase KS's efficiency hotel agars should enable team culture based cooperation,
organizational support and cohesiveness througiheubrganization (Monica Hu, Horng and Sun, 2008jlev
they also simultaneously consider critical succésstors about KM. Besides, proper information and
communication technologies (ICT) should be settiedpeed up the KS process. Hence, Braun and Kollic
(2006) states that advanced ICT has strong impattsnproving capacity, flexibility and connectivigf KS
practices.
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Figure 1: Knowledge Sharing System at IHC

2.2 Transformational Leadership Concept at IHC

As one of the most debated concepts in the combltadership behaviors, transformational leaderdtas
become especially important with the new econonat forces to companies to survive in an intense and
globally competitive environment, it has been reslead by the numerous studies since the 1980s l&wgn
Ostroff and Burke, 2005). The concept of transfafomal leadership was first identified and coinaditerature
related to Burn’s political leadership studies @kghi, Matin and Farjami, 2009). Later it becampar with
the various studies of researchers such as Bag&)18ennis and Nanus (1985), Tichy and Devann@Q)9
Yukl (1989), Bass and Avolio, (1994), Bass and Rigg006). Bass (1985) identifies a TL as one wiativates
their followers to higher performance and improf@wers’ leadership capacity with vision, selfrdmlence
and inspirational motivation. Within this scopeTh is a person who stimulates interest among engasyto
view their current work from new perspectives; gates awareness of the mission/vision of the teath a
organization; develops followers’ ability and pdiaeh and motivates them to look beyond their owteiests
toward those which will benefit the group (Bas awablio, 1994; Bass and Riggio, 2006). Bennis andida
(1985) states that TL generally emerge when tharvzgtion faces new and complex problems that dain@o
solved without leaders and require radical chan@iefly and Devanna (1990) emphasize a TL's impaedior
organizational change and transformation, and ifyeat TL as one who determines the necessity ohgha
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creates a new vision for the employees and orgtimizanables the commitment of employees to oggditn
and finally transforms the organization to be marevative, as a whole.

Bass and Avolio’s “Full Range of Leadership” appioas a milestone in understanding the TL conc&his
approach states that some specific behaviors diesirzed by a TL substantially improve the efficigraf the
leader (Bass and Avolio, 1994). Those behaviosdlyidescribed by Bass (1985) were also acceptedtesis
for explaining TL behaviors in detail. Bass (1988assified those behaviors as “charisma, inspinafio
motivation, intellectual stimulation and individimdd consideration”. Later Bass (1995) redefindubfcsma” as
“idealized influence” in his studies. Within thisape, idealized influence refers to providing amprapriate
model to followers by gaining admiration, respectd atrust of his followers (Bass and Avolio, 1994).
Inspirational motivation includes enhancing teaniritspenabling enthusiasm and optimism throughche t
organization, inspiring followers to shared goatel asision, and enabling commitment of followers ttat
goals/vision (Bass and Avolio, 1994). The third cfie behavior of TL is intellectual stimulation rimdy
expressed encouraging or stimulating some abilfiecerning and solving problem and etc.), metytalision
and confidence of followers (Bass, 1985), whileiviglal consideration behaviors basically consfstaaching,
mentoring and dealing with followers individuatly meet their requests and needs (Dubinsky, Yanmmannd
Yolson, 1995). Although this classification of Bg4985) is used in numerous studies as MLQ (Multda
Leadership Questionnaire) scale and accepted asis for TL studies, there are other classificatioegarding
TL behaviors. LBDQ XII (Stogdill, 1963), TLB (Podeaf et al., 1990), TLQ-LGV (Alimo-Metcalfe and Atin-
Metcalfe, 2001) and STL (Edwards et al., 2010)sifesitions could be considered the most prefeseamles.
Also researchers can prefer different scales basebeir research topic and aim.

Due to the fact that, TL behaviors are importantifidustrial and innovative companies, those badravare also
important for hotel enterprises. Hinkin and Tra¢&994) state that the increasing importance of cedtiction

in ever-changing competition conditions, new tremasservice quality or performance and labor-intess
characteristics of hotel enterprises make TL esdefar hotels. TL enable motivation, commitmentdan
sustainable improvement at hotels by identifyingion and mission, embracing common goals of emgleye
creating high performance teams, encouraging eraplayeativeness, and promoting innovation (Tracel a
Hinkin, 1994). Within this scope, especially in thest 20 years, TL are seen as important persons fo
organizational effectiveness and success at h(@etsvnell, 2010). Therefore, the number of studreseases
day by day. However, the number of those studiesilislimited. In these limited studies, TL behass have
been researched with emotional intelligence (Sidatsell, Schumate and Blum, 2008), extroversiorgnmess
and honesty (Zopiatis and Constanti, 2012) dimerssidvioreover, effects of TLs on job stress, burnout
syndrome (Gill, Flaschner and Shachar, 2006), erapment (Gill et al., 2010), branding behavior (Usral.,
2012), organizational effectiveness, (Erkutlu, 200&eativeness, and employee performance (Browth an
Arendt, 2011; Cheung and Wong, 2011) has beennasswithin the context of hotels.

In their study, Scott-Halsell, Schumate and BluB0@ conclude that there is a strong correlatiotwben
emotional intelligence and TL, thus hoteliers skofdcus on improving emotional intelligence as at pd
orientation programs. Zopiatis and Constanti (2Gta)e that TL behaviors highly correlated withrexersion,
openness and honesty. As a result honest and hddidggeople can exhibit TL behaviors more eassyl,
Flaschner and Shachar (2006) also conclude thabeHaviors have a diminishing effect on work strasd
burnout syndrome at hotels where the workloadl&iwely higher. Further, Gill and his colleagu610) found
in their study conducted in Lower Mainland and Rdntotel that there is a linear correlation betw&én
behaviors and employee empowerment; the more thegejve exhibited TL behaviors, the more willingyh
become to empowerment. However, exhibited TL bajraviave direct and indirect positive effects agating
organizational brand and branding behaviors at daese hotels (Uen, et al., 2012). Brown and Ar¢2ail)
conclude that TL behaviors have significant/positieffects on employee attitudes, security perceptio
participation and precision aspects. The auth@s sfate that, managers as TL exhibit inspiratiomativation
and idealized influence behaviours much more thanndividualized consideration and intellectuainsiation
behaviours. Cheung and Wong (2011) indicate thaaflect employee creativity positively at hotelg taking
employees’ socio-emotional needs into considerafmally, Erkutlu (2008) concludes in his studyndacted
on 722 boutique hotel employees concludes that &habiors encourage organizational commitment and
employee satisfaction, and as a result employeek more efficiently. The author also emphasized twel
managers should effectively use TL behaviors duantployee recruitment, selection, education, trgrand
empowerment. In sum, transformational leaders entsformational leadership behaviors are very itgmbrfor
the success of hotels because those behaviorsvpbsffect critical factors of success such agaoizational
commitment, organizational effectiveness, emplaaesfaction, creativity and empowerment..
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2.3 Effects of TL Behaviors on KS practices at IHC

As discussed before, IHC are mainly geographidadibpersed hotel enterprises operating under amitienal
brand. Because each chain of this brand must peosidstandard service, both operational and strategi
knowledge adopted from customers and employees thalve transferred throughout all chains. Thisdsduse
IHC can only provide the best service quality amihgcompetitive advantage by utilizing and manading
knowledge (Hallin Marnburg, 2007). Thus, KS isywénportant for the success of IHC. At this poimbteliers
should establish a knowledge-focused and intensiganization culture, encourage KS with differgmqpes of
leadership, settle mutual trust, build up netwottat support KS practices, enhance formal and nébr
knowledge sharing, and change existing organizatiiohearning organizations (Dalkir, 2005; Green0&0
Pasher and Ronen, 2011).

Leaders can play critical role in Ks practices bgikiting some specific behaviors that characteride
behaviors. For instance, TLs could enhance a shasexh and provide requisite motivation, systestajctures
and willingness to initiate KS (Bryant, 2003; SP910). Furthermore, they can provide an appropriadel to
employees by exhibiting a willingness to share kiedlge, continuous learning and seeking new ideas or
knowledge (Wong, 2005). Those leaders can createrganizational climate enabling and facilitatings K
(Bryant, 2003; Salo, 2009). TL can act as a knogdecreator by supplying know-how to their followelsing

KS practices (Lee et. al., 2010). They can playlstic role in KS by enabling a well-supported labbration
among employees (Mabey, Kulich, Cioldi, 2012). Tlago can improve knowledge transfer and utilizatixy
sharing all knowledge, enhancing pre-establishddsyoresponsibilities and rewarding systems, bogsti
employee expertise, fostering adaptation to strategpals and supporting quality commination among
employees (Green and Aitken, 2006). Thus, TL caressential facilitators and determiners of KS pecast
(Chen and Barnes, 2006), and they considerably urage the KS process (OPM, 2005). In sum,
transformational leaders can contribute to KS jixastby articulating a shared vision, providingaqpropriate
model, fostering adaptation to group goals, imsgi employees, supporting innovative ideas, boddup
necessary systems or structures and culture, ateklgicparticipating KS process at IHC. Accordinglye
assume that transformational leaders can positiagct knowledge sharing practices at IHC, posit main
hypothesis:

Hi: There is a significant correlation between KS praets and TL behaviors at IHC
H,: TL behaviors positively affect Ks practices at IHC

3. Methodology

Aim: This study focuses on KS practices and the effett§L on KS at IHC, and was carried out with a
positivist approach as a result of using a questior and aiming to confirm an empirical propositio

Population and samplingJunior administrative and mid-level managers ofifgn capital-invested hotel chains
in Turkey were chosen as the population for thislgt One hundred forty two hotel enterprises weyerating
as a chain of international hotel brand throughbwkey in 2012; most of them were 5 star hotels alslled
large scale hotels (Resort Dergisi, 2012). Junibniaistrative and mid-level managers (participamtsjhose
hotel enterprises were designated as the targetiggam. We assume at least one middle manageatl@hst
one or more junior administrative manager existthet main departments (front office, food & beverage
housekeeping, sales & marketing, human resouracefyuating, technical service, security and guebtipu
relation) in a large scale hotel. Two hundred sipayticipants working as junior administrative ordrevel
manager at IHC contributed the survey. Thus, timepsa of this study consists of 260 participantsiafy, 33
questionnaire forms were excluded since they widegl fincorrectly or incompletely and data gathefiedn 227
questionnaires were used at data analyses.

Data collection method and survey guestionse preferred using a questionnaire to collect adeathta; for this
reason we used a questionnaire form consistingreetsections. The first section constitutivelytagred some
close-ended questions such as demographic variablated to participants (gender, age, maritalustat
education status, working department, positiony péavork at the hotel and year of experience atism sector)
and hotel chain (how old it is, star rating, roompacity, number of employees). The second sectfon o
questionnaire consisted of 7 items that expredsednain steps of the KS process. The statements adapted
from Shi's (2010) PhD thesis in which OrganizatioRanewal Capability Inventory was used to measive
practices. Moreover, 23 items measuring 6 imporfeintbehaviors (identifying and articulating a visjo
providing an appropriate model, fostering the atmege of group goals, high performance expectations
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individual support and intellectual stimulation) neeasked in the last section of the questionnaine. items of
this section were adapted from a study conducteBdmsakoff and his colleagues (1990). The itensesond
and third sections were asked with 5 Likert pog#ls in order to determine the realization/exhilmitdegree.

Data analysis methodsReliability analyses, descriptive analyses, regjesanalyses and discriminant analyses
were used in this study. The validity of data sef(e) was measured with Cronbach’s Alpha coefficie the
context of reliability analyses. Percentage andesmcy measurements were preferred in order tardite
demographic variables, and standard deviation asannanalyses were used to assign the participdégree

on KS and TL behaviors items. Correlation analygés used to determine whether there was a significa
relationship between KS and TL behaviors, theneggjion analyses were performed to assign stresgtézaof
relationship in the context of regression analy$ésally, discriminant analyses were performed $oeatain
whether KS practices and TL behaviors vary accgrtinparticipants’ demographic characteristicsthig stage,
Manny Whitney U and Kruskal Wallis H tests weredisince the data set have non-normal distribution.

4, Findings

Reliability analyses were performed first. The QGrach’'s Alpha coefficient was 0.801 for all 5 Likextale
items and 0.753 for TL behaviors. Acknowledgingtt@aonbach’s Alpha coefficient must be at leastO0ar
social studies, the data set was deemed reliablsatable for analysis. Then, some demographicacheristics

of participants were determined using frequency@atdentage analyses. According to the resultZ%6&f 227
participants were male (n: 156), whereas the péagenof female respondents was 31.3%. A great ihajofr
respondents were within the 25-34 age group (n; 822 %). Respondents who were older than 34 andger
than 44 years of age constitute the other majorgagep. 53.7 % of respondents were married whiésB% of
respondents were single (n: 105). 204 responddrt®.6% had at least an associate degree or urdiergie
degree. Fourteen respondents graduated from highos@nd 8 respondents had a graduate degree.gé lar
proportion of respondents worked at food & beverdgeartment (n: 51, 22.5%) and front office deparntn:
47, 20.7%). Human resources, housekeeping and &afarketing departments sequentially follow thentr
office department in working area size. 58.1% dafpmndents were department managers and 30.4% rof the
were chief. Ninety three respondents (41%.0) hadkebfor 1-3 years at the same hotel, and 29.1¢%erh 4-7
years. Finally, 82.0% of respondents had at leastylears’ experience in the tourism industry.

Descriptive statistics about hotel chains obtaiimedhe survey stated that 58.2 % of the hotel chdiagan
operating in Turkey less than 5 years ago, andfZ20dotel chain had less than 100 employees véhigeat
majority of them (n: 22, 75.9) were 5 star hotélbus, we can assume that IHC operating in Turkey ar
relatively new and generally large-scale whereiowdedge and KS become important due to their coxple
organizational structure.

In the second phase of descriptive analyses, tlggedeof exhibition of TL behaviors and the degrde o
implementation of KS practices were analyzed usiegn and standard deviation in accordance wittoregnt
answers. The TL behaviors exhibition degree of @enianagers at IHC is shown in Table 1. According t
results, it can be assumed that senior managéirkCabften exhibit TL behaviors, and behaviors tintify &
articulate a vision were the highest exhibited b@has in the studyx4.22). These types of behaviors are
followed by intellectual stimulation~(>34.14) and providing an appropriate model 4x14) for followers. The
least reported response was that senior managetsaraformational leaders provide individual supptor
followers (x 3.87).
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Table 1: Descriptive results of TL behaviours scale

X X

Factors ltems of Factor of Item S.S
Shows us that he/she expects a lot from us. 3.91 0.729
High Performance |nsists on only the best performance. 3.87 4.04 0.752
Expectation
Will not settle for the second best. 3.67 1.065
Provide An Leads by “doing,” rather than simply by “telling”. 4.21 0.540
Appropriate Provides a good model for me to follow. 4.14 4.11 0.584
Model Leads by example. 4.11 0.585
Paints an interesting future for our group. 4.04 0.547
Identifying & Has a clear understanding of where we are going. 4.29 0.666
Articulating A Inspires others with his/her plans for the future. 4,22 4.35 0.586
Vision Is able to get other committed to his/her dream. 4.25 0.583
Is always seeking new opportunities for the orggation. 4.19 0.659
Fosters collaboration among work groups. 4.04 0.781
Fostering Encourages employees to be “team players”. 4.32 0.614
éigﬁgtg:)c;sm Develops a team attitude and spirit among employees 4.19 4.23 0.654
Gets the group to work together for the same goal. 4.18 0.584
Acts without considering my feelings. (R) 1.87 0.562
Shows respect for my personal feelings. 4.37 0.568
Individual Support Behaves in a manner that is thoughtful of my persfesdings. 3.17 4.09 0.705
Treats me without considering my personal feeliig$. 2.36 1.056
Stimulates me to rethink the way | do things. 4.03 0.746
Intellectual Ask questions that p.rompt me to think. - 4.22 0.620
Stimulation Challenges me to think about old problems in newsway 4.14 4.07 0.579
Has ideas that have challenged me -examine some of bas 4.2 0.552

assumptions of my work.

Items located in Table 1 indicate that TL mostlpwhrespects for employees’ feelings #x37), inspire others
with his/her plans for the future:(®#.35) and encourage employees to be “team plagers.32). When each
item is considered in the context of related fegtahe most exhibited behaviors are insisting ost be
performance within the context of high performaregectation, leading by “doing” within providing an
appropriate model, inspiring employees about futuitain the scope of identifying & articulating dsion,
encouraging employees to be “team players” as agbdostering acceptance of group goals, showexpects
for employees’ personal feelings within individsalpport and asking questions that prompt emplot@#snk
within the scope of intellectual stimulation.

The implementation degree of KS practices was aedlyin the last phase of descriptive analysis @abl
Results showed that IHC operating in Turkey fredyeshare knowledge within the hotel and throughtinet
hotel chain Tx 4.05). Sharing knowledge and information activisljthe most applied KS practice: &.22).
Contrary to this fact, distribution of knowledgeiiformal ways is the least applied practice witttie context
of KS. This means the hotel staffs mostly use amittlocuments or e-mails/intranet to share knowlédsfead
of verbal communications.
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Table 2: Descriptive results of KS practices

Items of F);ctor of i(tem S
In our organization information and knowledge artvaly shared within the units. 422  0.680
Different units of our organization actively shaméo and knowledge among each other. 4,16  0.620
In our organization employees and managers exchatmeof information and knowledge. 411 0.643
Our organization shares a lot of knowledge andrinédion with strategic partners. 4.05 419  0.627
Our organization shares knowledge with competitors. 416  0.659
In our organization, previously made solutions doduments are easily available. 421 0.623
In our organization, much knowledge is distribuireéhformal ways. 3.32 1.208

The results in Table 2 also show that hotel managerpays strict attention to knowledge documemntasind
storage (x4.22) in order to actively share existing knowged Sharing knowledge with strategic partnéts (x
4.19), competitors ©4.16) and within different departments £x16) are other important aspects of KS at IHC.

Table 3: Correlation Matrix

TL Behaviours e s i
High Performance Expectation Z%éré?tgiiggrelaﬂ‘ gggé**
Provide An Appropriate Model gzja.‘r(sz‘_)tgig;?re|aﬂ‘ g:gég**
Identifying & Articulating A Vision giegég?tgili?jgrelati( 8838**
Fostering Acceptance Of Group Goals Z%a.‘r(sz?tgifezgrelaﬂ‘ 8388**
Individual Support g%«':.lr(sz?tr; iic()jgrelatu ;)(_)62032) 1%*
imulati i 0.490~
Intellectual Stimulation Z%ér(sz?tg”ig?fﬂatl( 0490
Transformational leadership behaviours zi(;"’.‘r(sz(_)t’;ilizgr9|aﬂ' 83(3;;**

**. Correlation is significant at 0.01 level

During the next phase of data analysis, we tested fsignificant relationship between KS and TL &ebrs
using correlation analysis. The results in Tab&h8w that there is a strong and positive correlaio0.637, p:
0.000) between KS and TL behaviors. Thus, our fisgiothesis positing thdfThere is a correlation between
KS and TL behaviours” is validThe results in Table 3 also show that there areetations among KS and TL
behavior factors. For instance high performanceetgtion behaviors (r: 0.491, p: 0.000) of lead#esthe most
correlated factor with KS practices. Although tpigsitive correlation is valid for intellectual stitation (r:
0.490, p: 0.000), providing an appropriate model0(#19, p: 0.000), fostering acceptance of grooplsg (r:
0.406, p: 0.000), and identifying & articulatingvesion (r: 0.327, p: 0.000); individual support befors (r: -
0.231, p: 0.000) of leaders were negatively coteelavith KS practices. Thus, correlation betweettividual
support behaviors and KS is relatively weak comgpaoeother TL factors.

The next phase of data analysis include testingeffexts of TL behaviours on KS practices with esgion
analysis based on observed correlations betweermntSTL behaviors (See Table 4). TL behaviors aee th
independent variable since existing literature o topic suggests that those behaviors could haperiant
effects on KS practice3he results of the univariate regression analysés sn Table 4 refers that the regression
model is significant (F: 153.426, R: 0.637, p<0.@ased on this fact, the regression model us¢aisrstudy is
“Knowledge sharing = 0.482 + 0.867 x TL behavicur§hus it can be assumed that each one (1) uoiease

in TL behaviors triggers 0.867 increments in KScticees. Those behaviors illustrate 40 % total varéa
regarding KS practices. In other wordssults validate the second hypothesis of the studiych suggests that
TL behaviors positively affect KS practices
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Table 4: Effects of TL behaviours on KS practidgsifariate Regression Analysis)

Unstandardized Coefficients | Standard Coefficients ¢ sig.
p Std. Error Beta
(Constant) 0.482 0.289 1.670  0.096
Transformational Leadership 0.867 0.070 0.637 12.387  0.000
R=0.637 R?=0.405 Adjusted R?=0.403 F= 153.426 p= 0.000*

In response to our findings TL behaviors positivaffect KS practices; we tested which factors haymsitive

effect on KS practices and the influencing degréesach factor regarding TL behavior with multivaeia
regression analysis. The results shown in Tableggest that the regression model is significan2@-038, R:
0.644, p<0.05). Additionally apart from individualipport, each factor of TL behaviors positivelyeaff TL

practices.

Table 5:Effects of TL behaviours on KS practicesu(fMariate Regression Analysis)

Unstandardized Coefficien Standard Coefficients t Sig
p Std. Error Beta )
(Constant) 0.39¢ 0.49¢ 0.79¢ 0.42¢
High Performance Expectati 0.167 0.037 0.27:2 4.53<  0.000’
Provide An Appropriate Model 0.183 0.058 0.190 3.173 0.002*
Identifying & Articulating A Visior 0.17¢ 0.06¢ 0.15¢ 2.74¢  0.006’
Fostering Acceptance Of Group Goal{ 0.175 0.053 0.193 3.301 0.001*
Individual Suppol 0.027 0.07¢ 0.02( .354 0.72¢
Intellectual Stimulatio 0.16¢ 0.06¢ 0.16( 2.38¢  0.018°
R=0.644 R2=0.415 Adjusted R?=0.403 F=26.038 p= 0.000*

According to the results in Table 5, the regressimael is Knowledge sharing = 0.395 + 0.183 x providing an
appropriate model + 0.178 x identifying a vision 175 x fostering acceptance of group goals + 0.267
expecting high performance + 0.164 x intellectudinsulation”. And, each one (1) unit increase in providing an
appropriate model of TL triggers 0.183 incrememKE practices. Furthermore, identifying & artiding a
vision behaviors trigger 0.178 and fostering acaepe of group goals behaviors trigger 0.175 increémim KS
practices. Additionally, high performance expectatibehaviours of TLs trigger 0.167 increments in KS
practices and intellectual stimulation behavioigger 0.164 increments in KS practices implemengihtHC. In
short, factors of TL behaviors affect KS practisgmificantly.

During the last phase of data analyses we perfordiectiminant analyses to observe whether respdnden
perceptions about KS practices and TL behaviorg macording to their demographic characteristics. fifét
analyzed discrimination between KS practices asgordents demographic characteristics. ResultalimeTe
indicate that perceptions of respondents regardiBgpractices at IHC vary according to their ageugro
education level and experience in tourism (p<0.8%®)st-hoc tests reveal that respondents aged 3G group
perceive KS practices significantly less than otheployees. Also, perceptions of respondents wive less
than 5 years of experience in tourism sector vapynfrespondents who have 11-15 or more than 20syear
experience in tourism. Newcomers to the tourisniaseerceive KS practices significantly higherrthaher
groups. Finally respondents who graduated from ciato or undergraduate schools perceive KS practice
significantly higher than primary school graduaes high school graduates.

Table 6: Results of Discriminant Analyses aboutpt&ctices

Respondent
Working
Age Marital Educational . Working  period at Experience
Gender Group Status Status Position Department current  in tourism
IHC
KS . . .
practices 0490 Q000" 0.449 0.001* 0.336 0.421 0.623 0.006

Within the scope of discriminant analyses, we testdether perception of respondents about TL behswvi
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differ depending on their demographic charactesstResults in Table 7 indicate that TL behaviaceptions of
respondents significantly vary according to thedueational status and tourism sector experiencgeimeral
(p<0.05). According to post-hoc test results, reslemts who graduated from high school perceive TL
behaviours significantly less than respondents wgnaduated from undergraduate and graduate school.
Alternately respondents with less than 5 yearskeignce in tourism sector perceive KS practicenifsaantly
higher than other respondents who have 5-10 yeatd 515 years’ experience in tourism, while petiogys of
respondents who have 16-20 years and more thap#8'experience in tourism are similar to eattent

Table 7: Results of Discriminant Analyses aboutbEbaviours

Respondent
= g 5 Q g
« & 5. 2. 5 PE pEL &
0] < Sh win a =0 =983 Wk
TL behavours (total 0.4¢ 0.051 0.48: 0.001* 0.481 0.19¢ 0.30: 0.014*
High Performance Expectati 0.4€ 0.008* 0.54(C 0.012* 0.87C 0.60C 0.08¢ 0.000*
Provide An Appropriate Mod 0.31 0.71¢ 0.197 0.08¢ 0.21¢ 0.30¢ 0.337 0.97(
Identifying & Articulating A Vison 0.7¢ 0.11: 0.27z 0.019* 0.34¢ 0.64: 0.441 0.05¢
Fostering Acceptance Of Group G¢ 0.71  0.352 0.034* 0.014* 0.44¢ 0.31¢ 0.20¢ 0.42:
Individual Suppol 0.2¢ 0.88¢ 0.10¢ 0.68( 0.26¢ 0.13¢ 0.49( 0.34¢
Intellectual Stimulatio 0.3 0.181 0.96 0.06: 0.141  0.045* 0.137 0.331

The results in Table 7 also indicate that respongerceptions differ regarding TL behaviors subtdes as well.

For instance, perceptions of respondents are sifiataproviding an appropriate model and individsabport
sub-factors. However, perceptions about high parémce expectations differ according to their ageugy
education, and experience in tourism (p<0.05). Redents aged 35 to 44 perceive high performance
expectation behaviours of senior managers sigmifigaless than other respondents. On the other ,hand
respondents who graduated from high school perdegie performance expectation behaviors signifigaess
than respondents who graduated from undergraduatgraduate schools. Respondents with less thaais’
experience in tourism sector perceive high perfareaexpectations significantly higher than othepondents
who are 5-10 years and 11-15 years experiencenlirsm.

According to results in Table 7, respondents’ pgtioes about identifying & articulating behaviorsea
significantly different depending their educatiobakckground. Due to this fact, respondents whogrtdl from
associate or undergraduate schools perceive fisgmiy higher than respondents who graduated frogh
schools. Yet another difference in perceptions wlaserved in the fostering acceptance of groupsgsab-
factor. Married respondents perceive related behasihigher than single respondents, while respusdeho
have associate or undergraduate degree perceise bathaviours significantly higher than respondtrds are
graduated from high schools or have graduate degieally, there is a difference in respondentstpetions at
intellectual stimulation depending on their workesRondents who work in housekeeping have significan
different perceptions about intellectual stimulatibehaviours of senior managers when compared her ot
respondents who work at administrative units. Theiceptions are higher than administrative unitkecs.

5. Conclusion

This empirical study which was conducted at IHCrafiag in Turkey contributes important findingsreated
literature and hoteliers. First, it is notes tha€loperating in Turkey are very familiar to KM ak& contrary to
the limited studies in this field. Therefore, rasuhdicate that existing and/or created knowleidgeffectively
shared within IHC and also among IHC. On the otteerd, it is notable that those hotels do not dffelst use
informal communication for KS. This means that hatenagement does not commit to the socialization
processes of KS. We can assume that employeesngoskithose hotels share explicit knowledge moam th
implicit knowledge. Also, a limitation on sharingplicit knowledge can cause unexpected and unssitdes
KM practices since organizations cannot create keowledge to gain competitive advantage withoutlicip
knowledge (Dalkir, 2005). In order to emphasize lioipknowledge, Davenport and Prusak (2000) stiadét top
management should settle some physical placesasutaiking rooms, tea/coffee pots, and cafeteniasganize
open sessions and panels which enable face t@faomunication and implicit knowledge sharing.

The study found a significant correlation betwee8 Wractices and TL behaviours, and reported that TL
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behaviours positively affect KS practices at IHThis is the most important finding of this studyithdugh,
previous studies (Bouncken, 2002; Yang ve Wan, 20@¥nymous, 2005; Magnini, 2008; Yang, 2010, Ruydez
2010) determined that different leadership stylesitprely affect KM projects, no study particulafiycused on
the effects of TL behaviours on KS practices. Hosvesome specific behaviours of leaders statechdset
studies support current findings of this study. Fstance Yang and Wan (2004) observed that hatel@yees
often gossip at breaks, and that managers couldder® increase knowledge sharing by their attituded
behaviours toward knowledge transfer. In anothadystonducted on Taiwanese hotels, researcherstieésl
that leaders could enhance knowledge sharing araomgoyees with different motivation tactics (Anonysn
2005). Furthermore Yang (2010) and Rudez (201G dtwmt leaders could support KS process by enhgnci
organizational commitment, ensuring mutual trusbaghemployees, playing an active role in KS, suppgr
creative ideas and innovative initiatives and proongpopen communication channels. Also, MagniniOg0
implicitly states that TL are necessary at IHC sirclearning focused and innovative attitude messtmred
throughout the organization.

We can clearly observe that transformational lea@erHC are essential and contribute to knowlestggring
practices by some specific behaviours which wesenked in our study and supported by other studigghin

this context, TL at IHC, intellectually stimulatenployees by supporting creative ideas and innogatiitiatives;
foster acceptance of goals by enabling organizatioommitment and mutual trust among employeeg;usate

a shared vision that focuses on continuous learaimgd) innovation; constitute high performance tedms
actively participating at KS process. On the othmend we assigned that individual support behaviotifsL do

not have any significant or positive effect on K&gtices. This unexpected result may explain Tiositon.

Since, those leaders are at least senior managérCa they mainly spend their time running the IH@d

making strategic decisions. Therefore, they halmited time to be together with employees.

Exploring the variations in perceptions about K&agtices based on that perceptions was another geiqfcthis
study. Researchers observed that KS practicesretiffeelated to employees’ age, education and touris
experience. Although this result is support by Bretind his colleagues’ study (2006) which stateg ¥S
practices can vary regarding to employees’ agetragnto their study we observed that younger eygds
display better performance when compared to oldgrl@yees. This result may be explained in two déffe
ways. First, this could be caused by the redundahgwunger employees. Secondly, younger emplogeakl
want to have implicit knowledge based on the behet “Knowledge is power”. KS practices also diffmsed

on employees’ educational background. This findsigpw similarity with Bergeron’s (2003) study which
emphasizes education at KM and concludes that redueated employees could be more effective at KS.
Finally, results shows that KS practices differameting to employees’ experience period in touriBecause the
importance of KM and KS practices are graduallyréased at tourism industry during the last decade,
newcomers to this industry could be more effectiv&S practices rather than experienced employees.

The last important finding of this study is thatGHemployees perceive TL behaviors, and perception o
employees differently based on their education exgkrience in the tourism industry. Within this peasenior
managers at IHC mostly exhibit identifying & artiating vision behaviours. Because, IHC are sepdratels,
the existence of a shared vision towards KS is igdigeconsidered as a precondition by IHC centide.
supposed that this fact is the key driver for eiimb such behaviours. However it is observed thdividual
support behaviours are the least exhibited TL bielas at IHCs. This fact may be related to senianagers’
positions as previously mentioned. Meanwhile, italso concluded that employees’ perceptions abdut T
behaviours mainly vary in terms of their educatlosttus. This conclusion is also supported byteela
literature, since it refers that employees’ emalomtelligence (Scott-Halsell, Shumate ve Blum,08))
creativity (Pieterse et al., 2010; Ng and Feldn201,2) and organizational commitment (Erkutlu, 20@8els
are increase with an increase in level of educatida suppose that employees could perceive TL hetss
more and more as a result of increments at emdtiatelligence, creativity and organizational contmment.
Thus, it is an expected conclusion hoteliers musemphasis on the success of IHC.

Although the study has revealed significant coriolus there are several limitations in the contekt
methodology and content, as well as other studiaslucted in social sciences. For instance, question was
the only instrument to collect data in this stugiyt a combination of quantitative and qualitativetihhods should
have been carried out for multidimensional analysisontribute to this field. Also, researchersidtiacconduct
detailed studies which are particularly focusedk@ to explore how knowledge can be shared effelgtiva
conjunction with those studies results, researct@nsalso address some specific issues such asvement of
KS, innovation at KS techniques. On the other hamdyrder to understand the TL's effects on KS ticas
better, researchers should focus on sub-behavisuch as taking only identifying & articulating osi
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behaviours of TL into consideration. Concurrentbgearchers should connect this subject with sevarables
such as innovation capability, transformation degxelearning organizations, increments at intéligiccapital
to determine its’ tangible contributions. Furthermceffects of different types of leadership (satvaadership,
strategic leadership, visionary leadership angd ettKS practices should be searched at IHC.
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