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ABSTRACT 

The transition from an economy based on 
materials to an economy based on flows of digital 
information has created considerable challenges for 
organizations. Thus, knowledge has been recognized 
by many firms as their source of sustainable 
competitive advantage and dynamic capability. Due 
to their strategic position within the organizational 
hierarchy, middle managers are in an excellent 
position to leverage firm specific knowledge. 
However, from a knowledge-based theoretical 
explanation, middle managers, working in multinational 
corporations, often experience difficulties in      
performing their functions because they are unable to 
adjust to a diverse organizational settings and culture 
leading to impediments of knowledge integration. 

How do firms capture, create, and internalize 
their knowledge? What are the enablers or barriers to 
the knowledge integration? The aim of this research 
was to investigate whether organizational cultures 
play an influential role in determining the perceptions 
of middle managers on knowledge integration 
process. It examines both organizational and 
individual attributes within three Japanese auto-
assembly plants in Thailand - Toyota, Mazda, and 
Isuzu.  Interviews with top executives and a survey 
of 117 middle managers were conducted.  The study 
identified several constructs that showed significant 
influence on the knowledge integration process 
within the Japanese firms.  It also suggested that 
appropriate policies and guidelines should be 
implemented in order to improve the process. 

 
INTRODUCTION 

Academic studies equate knowledge with       
the accumulation and understanding of facts, 
information, ideas, principles, skills, and experience. 
During the past decade, it has been recognized that 
the knowledge economy has arrived and the growing 
importance of knowledge generates wide interests in 
its management. Time and resources have been well 
spent by organizations to enhance their ability to 
create, share, and leverage both individual and 
collective know-how. As a result, organizations have 
recognized that knowledge can be a source of 
sustainable competitive advantage and dynamic  

capability (Drucker, 1999 & Nonaka et al., 1995). 
Today, knowledge management involves identification 
and sharing of relevant practices, locating and 
highlighting expertise, fostering communities of 
practice, and installing collaborative technologies. 

Many knowledge management projects under-
taken by firms are designed to make knowledge more 
available throughout their organizations (Cohen, 1998). 
Some were intended to expand and re-use the existing 
knowledge and some were to create new knowledge. In 
the process of preparation for their firms to meet 
challenges in the present business world, corporate 
leaders are encouraged to build environments that 
contribute to a knowledge-friendly culture. 

Since the 1990s, many organizations have 
achieved the objective of operating under a lean and 
mean philosophy by utilizing cutting edge 
technologies to flatten their organizations’ structure 
(Savery and Choy, 1999). As a result, many middle 
level management positions were made redundant. 
However, many firms soon find out that using 
technologies to replace human operators without 
careful analysis and well organized conceptual 
planning can hinder their overall effectiveness and 
performance (Marchand, 2000). Some world class 
organizations such as Ford Motor Co. now believe 
that middle managers are capable of making strategic 
changes which they can depend on for their corporate 
long-term objectives (Spreitzer and Quinn, 1996). 

This research is a mix of exploratory and 
descriptive study intended to identify the climate-
enabling conditions and barriers-of knowledge 
integration in different organizational cultures. The 
study investigates how middle level management in 
various Japanese auto-assembly plants in Thailand 
perceives the climate of knowledge integration 
within each respective environment. Past academic 
studies indicate that Japanese school of knowledge 
management tends to be organic or based on 
community building to create new tacit knowledge. 
The impact of this study would lead to the 
verification of such concept and to offer insights on 
how firms with diversified cultures and organizational 
contexts could be more efficient and effective in 
leveraging organizational knowledge. 



 

Research Questions 
Due to their strategic position within the 

organizational hierarchy, middle managers are in an 
excellent position to leverage firm specific knowledge. 
Scholars and practitioners are aware that they are the 
critical source of organizational competencies and how 
they perceive their environment may lead to their 
organizations’ effective and efficient operations. The 
research goal of this study is to examine middle 
managers’ perception of knowledge integration taking 
place in the Japanese companies. The principle research 
question is: How do organizational and individual 
attributes influence the perceptions knowledge 
integration of the middle managers? 

 
Research Gaps  
1. There has been no empirical study done on   

the influence of organizational culture to the field         
of knowledge management regarding Japanese      
corporations’ administration of their foreign subsi-
diaries. Concepts in organizational learning and 
knowledge management are generated and refined on the 
basis of conditions prevailing in developed countries but 
not developing countries where most of the MNCs’ 
subsidiaries are located. Assumptions that theoretical 
models of knowledge integration can be generally 
applied, regardless of organizational context, can be 
grossly misleading (Gupta and Govindarajan, 1991). 

2. There are also continued debates on the 
necessity for firms to flatten and de-layer their 
organizational structure through downsizing of middle 
managers. Accordingly, middle managers are considered 
to be an obstacle to the learning, efficiency and 
competitiveness firms must acquire to survive (Hecksher, 
1997; Mullin, 1997; Savery and Choy, 1999). However, 
more recently, a considerable number of scholars and 
practitioners are finding that middle managers are  
capable of making transformational changes and   
creating knowledge that contributes to the firm’s 
competitive advantages (Spreitzer and Quinn, 1996). 

 

THEORIES AND LITERATURE REVIEW 
The Knowledge Economy  
In today’s business world, organizational 

development and asset management are not what 
they used to be. Emerging technologies - such as 
gene therapy, interactivity and electronic commerce, 
intelligent sensors, digital imaging, micro-machines, or 
super conductivity - have the potential to revolutionize 
entire industries and obsolete established strategies (Day 
& Schoemaker, 2000). The market value of companies is 
no longer determined by financial measures, but rather by 
intangible ones such as market leadership, the 
management of innovation and knowledge, and the 
perceived strength of the management team (Weathersby, 
1999). The new evaluation of a firm's stock worthiness 
is not just the short term operating results and their 
physical assets. Firms must have more effective 
decision-making processes that enable them both  to  

 
create new knowledge and to apply this knowledge 
to generate more innovation in products and 
processes (Soo et al., 2002). 

Laurence Prusak, managing principal at IBM 
Consulting, points out the difference between a firm’s 
market value and the value of its tangible assets as 
one indicator of the worth of intangibles-most of 
them in the form of organizational knowledge (Cohen, 
1998). The so-called knowledge firm’s ability to 
outperform the marketplace rests on the continuous 
generation and synthesis of collective, organizational 
knowledge (Brown and Duguid, 1998). During the 1998 
Conference on Organizational Learning held in Chicago 
sponsored by IBM (Cohen, 1998), the notion of the 
“New or Knowledge Economy” was that knowledge 
represents more of the value of products and services. 
Organizational success and survival depend more on 
organizations’ effective creation, adoption, and 
diffusion of knowledge relevant to their business. The 
increasing importance of knowledge to the business 
core competency and sustainable advantage has initiated 
interest in its management that ultimately will bring 
improved productivity, adaptability, innovation, and 
competitiveness. The Conference summed up the 
conceptual definition of knowledge as being organic, 
complex, and deeply embedded in the social fabric of 
individuals and organizations. Thus, knowledge 
combines information with values, context, intuition, 
and the ability to recognize patterns of meaning  
(Cohen, 1998).  

 
The Knowledge Workers 
Citing that the contribution of management in 

the 20th century was the fifty-fold increase in 
productivity of the manual worker in manufacturing, 
Peter Drucker (1999) challenged today’s management 
to generate the same increase by the new emerging 
group of workers he called the “knowledge worker.” 
The common vision of a knowledge worker is that of 
a person dealing with data and ideas, and 
increasingly everyone is a knowledge worker. These 
include a growing number of professionals, such as 
business consultants, data base managers and 
publishers, agents who bring buyers and sellers 
together through their knowledge of a subject, and 
consumer representatives. Through information 
handling equipment, clerks and secretaries, whose 
role and contribution in the office have expanded, 
have also become knowledge workers. Increasing 
complexity in the business world constantly brought 
with it the new types of knowledge workers. Adding 
to this argument Drucker (1999) noted that business 
managers are constantly redesigning their companies 
to exploit various telecommunication, computing 
technologies, and changes in how employees work. 

Continuing innovation has to be part of the 
work, the task, and the responsibility of knowledge 
workers (Drucker, 1999). To perform knowledge 
tasks, requires continuous learning on the part of the 



 

knowledge worker as well as continuous teaching. In 
most knowledge work, quality is the essence of the 
output; productivity has to aim at obtaining 
“optimum if not maximum” quality. Furthermore, the 
special qualification of knowledge workers is that 
they define what the task is and should be. They are 
responsible, and are accountable, for their own 
contribution in terms of quality and quantity with 
respect to time and cost. These new workers have 
autonomy that entails responsibility. 

 
Why Knowledge Management?  
Knowledge management is the core of all 

learning organizations and it creates linkages among 
employees, customers and suppliers that support both 
a demand pull and supply push of information. 
Frappaolo and Capshaw (1999) posit that knowledge 
management offers solutions different from traditional 
workflow, document management, Intranet, and group-
ware solutions. Being excellent at investing in and 
deploying cutting edge IT technologies alone, scholars 
note, would not be sufficient to achieve superior 
business performance. Companies must also excel at 
collecting, organizing and maintaining information and 
getting their people to embrace the right behaviors and 
values for working with new information and 
knowledge (Marchand, et al., 2000). On the other hand, 
knowledge management is an interdisciplinary process 
that draws on a variety of business activities and 
academic specialization, which are concerned with 
systematic management and utilization of an 
organization’s knowledge resources. Cliffe (1998) 
concludes that the most important factor in managing 
knowledge is the way a company organizes its 
functional units and people. The essence of knowledge 
management can only be viewed within the context of a 
knowledge complexity continuum and the level of 
internalization or cognition that are needed within an 
organization. 

A firm has two ways of acquiring knowledge: 
through buying, leasing and copying or through 
internal development (Roos et al., 1998). The first 
way involves the acquisition of a key person, patent, 
license, or company, which possesses or incorporates 
the knowledge, and then attempts to spread that 
knowledge throughout the organization. This method 
appears to be simple, but the company may find out 
later on that the knowledge may not be suitable to it’s 
requirements. This method may be a quick way, but 
internalizing it may not be an easy task. If a thorough 
preparation has been conducted prior to the 
acquisition, the method could be very fast and 
effective.  The second method is through the internal 
development, or R&D, which could also involve a 
formation of a strategic alliance or collaboration 
such as a joint-venture and partnership. Roos et al.,  

however, report that there is no correlation between 
the amount of investment and the outcomes of a 
research project. Some successful projects may 
require small financial resources; some projects may 
consume exorbitant amounts of investment and end 
up being abandoned.  

 
RESEARCH MODEL AND METHODOLOGY 

According to the research model shown in Figure 1, 
the independent variables (IV) primarily consist of two 
elements–namely, organizational and individual 
attributes. The former deals with the structure of the 
organization, its policies, and its management practices 
such as (1) the emphasis of knowledge by the top 
management, (2) the IT infrastructure within the 
organization, (3) the degree of decentralization of the 
decision making, (4) the strength of the social network 
within the organization, and (5) the compensation scheme 
that supports teamwork. 

The later part of the independent variable 
describes the personal characteristics of the middle-
level managers themselves which consists of  (1) the 
leadership style between the middle-level mangers 
and their supervisors, (2) the relationship between the 
middle-level managers and their colleagues in the 
head office, (3) middle managers’ involvement in 
strategic planning, and (4) their understanding of the 
knowledge concept and where to acquire knowledge. 
The nine constructs that make up the independent 
variables are drawn from various academic 
propositions and other empirical research studies.  

Meanwhile, the dependent variables (DV), 
represent the perception of the knowledge integration 
process observed by the middle managers and are 
mainly drawn from the work of Nonaka and colleagues 
on the concept of knowledge creation (Figure 2). 
Socialization is the process of communicating tacit 
knowledge that resides within individuals to a broader 
organizational context. Individuals share experience, 
demonstrate skills, and model behavior in such a way 
that they can be observed and emulated by others within 
the firm. The socialization process of tacit knowledge 
can also occur at an unconscious level. Externalization 
is the process of converting tacit knowledge into explicit 
concepts. Externalization can occur at an individual 
level or at a collective level. Once an individual has 
externalized his or her tacit knowledge, it is easy to 
combine with the knowledge of others. Combination is 
the process of analyzing, categorizing, and integrating 
the explicit knowledge of a set of individuals in order to 
create new explicit knowledge. The new knowledge 
then can be disseminated more widely within the 
organization. Finally, internalization is the process 
whereby individuals absorb explicit knowledge so that it 
becomes a firm foundation on which to develop new 
forms of tacit knowledge. 



 

Hypotheses 
H1 Emphasis of Knowledge (EK): The greater 

the emphasis on the importance of knowledge in 
strategic planning, the more favorable the perception 
of middle managers concerning the climate for 
knowledge integration. 

H2 IT Utilization (IT): The more extensive the 
utilization of IT group-ware within the organization, 
the more favorable the perception of middle 
managers concerning the climate for knowledge 
integration. 

H3 Decentralization of Decision Making 
(DD): The more organizations decentralize decision-
making, the more favorable the perception of middle 
managers concerning the climate for knowledge 
integration. 

H4 (a) Social Network (SN): The better the 
social support infrastructure of the organization, the 
more favorable the perception of middle managers 
concerning the climate for knowledge integration. 

H4 (b) Compensation Scheme (CT): The 
better the compensation scheme that supports 
teamwork building, the more favorable the 
perception of middle managers concerning the 
climate for knowledge integration. 

H5 Leadership Style (HC): The more a “high 
care” leadership style of top management is used,  
the more favorable the perception of middle 
managers concerning the climate for knowledge 
integration. 

H6 Headquarter Connectivity: The greater the 
exposure that middle managers have to the Head 
Office’s organizational culture and training, the more 
favorable the perception of middle managers con-
cerning the climate for knowledge integration. 

H7 Strategic Involvement (SI): The more 
involved the middle managers are with strategic 
planning, the more favorable the perception of 
middle managers concerning the climate for 
knowledge integration. 

H 8 Understanding of knowledge Concept (UK): 
The greater the understanding of knowledge concept    
by the middle managers, the more favorable the 
perception of middle managers concerning the climate 
for knowledge integration. 

H9 Interaction with Expatriates (IE): The 
more  interaction the middle managers have with the 
expatriates from the headquarter, the more favorable 
the perception of middle managers concerning the 
climate for knowledge integration. 

 
Research Methodology 
The objective of this research is to clarify 

whether the organizational culture will influence the 
perceptions of middle managers on knowledge 
integration. According to the study objectives and 
limitations, this research adopts a mix of exploratory 
and descriptive designs to help address the research 
question. The field survey started with sending  

 
formal letters to various top executives of all auto-
assembly plants in Thailand requesting for 
interviews. Open-ended questions presented to the 
executives included: (1) Is there any kind of 
management programs that helps the managers to 
gain additional knowledge? (2) Are the executives 
being interviewed satisfied with the level of 
knowledge their staff has in order to perform their 
tasks effectively and efficiently? (3) What kind of 
enablers or barriers do their organizations have with 
regard to knowledge creation, transfer, and sharing 
among their staff? and (4) How do they plan to 
increase their knowledge capital? Twenty-five 
questionnaires were conducted and later analyzed as 
a pilot test. 

The second part of the survey was launched for 
full-scale data collection. The questions also elicited 
factual demographic data on age, education, length of 
employment, promotions, and gender of the 
participants. The data were finally obtained from 
three auto-assembly plants – namely, Toyota, Isuzu, 
and Mazda. Altogether, 117 questionnaires were 
collected from the Japanese firms.  

 
Statistical Analysis 
SPSS/WINDOW 10.0 was employed to 

examine the data from the research field survey. All 
questions contained five point Likert type scales 
ranging from “strongly disagree (1)” to “strongly 
agree (5).” The analyses include a descriptive 
summary, factor analysis, a reliability check, content 
validity, multivariate data analysis, regression, and 
correlation analysis (Zikmund, 1997; SPSS 10.0 
Application Guide, 1999). 

Since the independent variable in this study is 
based on the ordinal, or non-categorical, scale and 
the dependent variables are factors determined from 
factor analysis, MANOVA was not applicable. 
Multiple-regression analysis with dummies was 
instead applied. Multiple regression analysis also 
allows for the simultaneous investigation of the effect 
of two or more independent variables on a single 
interval scaled dependent variable.  

 
DISCUSSION AND CONCLUSION 

The Nonaka Model in a Thai Context 
This research is partially built on Michael 

Polanyi’s (1966) original assumption: that all 
knowledge has tacit dimensions and exists on a 
spectrum. At one extreme, knowledge is almost 
completely tacit, that is, semiconscious and 
unconscious knowledge held in people’s heads. At 
the other end of the spectrum, knowledge is almost 
completely explicit or codified, structured, and 
accessible to people. Leonard & Sensiper (1998) 
added that explicit elements are objective, rational, 
and created in the “then and there” while tacit 
elements are subjective, experimental,  and created in  



 

the “here and now.” One objective of this research 
was to clarify that the term “knowledge” exists in 
between the two extremes. 

Argyris & Chon (1987) argue that learning 
initially starts at the level of the individual and 
organizational learning may only be achieved if 
somehow individuals transcend their individuality 
and look for organization-wide knowledge. As 
previously mentioned, Nonaka and Takeuchi (1995) 
have defined a dynamic pattern of organizational 
learning wherein an individual’s learning is merged 
with that of others in a dynamic spiral over time. 
Each of the four stages is examined, relying on the 
interviews with top executives and statistical 
analyses (p<.05) of data from the large-scale survey. 
The summary of the hypothesis tests is shown in 
Table 1. 

 
Stage I - Socialization 
According to Nonaka et al.(1995), tacit know-

ledge is acquired through sharing realities of life: 
drinking, eating, general chatting, and meeting. 
Furthermore, a firm wishing to transform itself into a 
transnational organization must allow its staff to 
participate in a great deal of socialization (Bartlett 
and Ghoshal, 1989). The research questionnaire tried 
to examine the degree of socialization experienced by 
middle managers. The middle managers were asked 
how extensively they socialized with their peers 
inside and outside their departments, how new 
knowledge could be generated through work routine, 
how much opportunity they have to contact their 
customers, and how much their staff had an interest 
in learning from their co-workers.   

From the research data, it was found that the 
following constructs significantly (p<.o5) influence 
how knowledge is created, shared, and transferred 
through socialization process among the managers.: 

- Degree of Decentralization of Decision-making 
(DD) 

- Network Building through Newsletter (NN) 
- Network Building through the Internet (NI) 
- High Care Leadership Style (HC) 
- Strategic Planning Involvement (SI) 
 
Stage II – Externalization  
In this process, tacit knowledge is converted 

into explicit knowledge and managers rely upon 
analogies, metaphors, hypotheses, and models 
expressed through articulated language. Here, the 
managers were asked if their organizations have any 
kind of instrumentation to search and gather new 
knowledge gained through experience of their 
employees. They were also asked to assess how 
extensive their working experience had been 
documented and developed into manuals and operating 
procedures. Based on the researcher’s personal 
experience in working with Japanese managers, it 
appears that Japanese use a great deal of intuition, 
inferring much from what is said or not said. The way 

they view their world holistically can lead to better 
externalization of their internal. From the data 
collected, the Compensation Scheme Based on 
Teamwork (CT) is the only construct that has 
significantly impact on the degree of knowledge 
externalization. This relationship implies that how a 
compensation scheme is designed will influence the 
perception of knowledge integration within firms. 
From interviews with the executives, it was 
discovered that most of the auto-assembly plants 
have some kind of incentive system that monitors the 
number of defects found on assembled cars. The 
statistics then are used in determining the annual or 
semi-annual bonuses. 

 
Stage III – Combination  
This mode of the knowledge integration process, 

where explicit knowledge can be readily combined, 
involves many channels of communication: talking 
face-to-face, writing, using the telephone and email, 
and TV conferencing. To evaluate this mode, 
managers were asked if their organization had a 
center where new knowledge could be effectively 
stored and retrieved. They were asked how past 
knowledge could be reviewed and discarded when it 
became obsolete. According to their strategic 
position within an organization, middle managers 
should have a strong role in this process (Shenkar 
and Seira, 1992). For instance, top management may 
express their vision statement in an ambiguous 
fashion. Middle managers are obligated to interpret 
the meanings and incorporate the strategic direction 
into operational routines. 

When the data was analyzed, Utilization of IT 
(IT) was one of the influential factors that had an 
impact on combination of knowledge. As business 
organizations are coming to view knowledge as their 
most valuable and strategic resource, their primary 
focus is on the development of new applications of 
information technology to support the digital capture, 
storage, retrieval, and distribution of explicit knowledge 
(Zack, 1999). The other factors include Emphasis of 
Knowledge (EK) and Connectivity with Headquarter. 

 
Stage IV – Internalization 
This mode can be interpreted as similar to 

“learning by doing” and implies that knowledge from 
prior stages of socialization, externalization, and a 
combination of the two is absorbed and shared 
among employees during this process (Nonaka et 
al.,1995). The process was assessed by asking the 
managers how well their organization can distribute 
new knowledge among employees, how consistently 
their staff develop and improve their work 
productivity with new knowledge, and how new 
knowledge can lead them to better decision-makings. 
These internalization processes are aided by the use 
of documentation, creation of manuals, and by oral 
traditions. The process involves a “community of 
practices” that goes beyond the formal training and 



 

becomes the basis of organizational learning. 
Knowledge that is internalized at this stage can up-
lift the organization along the spiral to the next phase 
of re-examining the tacit knowledge base. Here IT 
Utilization (IT) and Network Communication through 
Newsletter (NN) decreased the degree of knowledge 
integration; while “High care” Management (HC) and 
Interaction with Expatriate (IE) can improve the degree 
of knowledge integration. 

 
Conclusion 
The aim of this research was to investigate 

whether organizational cultures play an influential 
role in determining the perceptions of middle 
managers on the knowledge integration process. It 
also attempted to examine various independent 
variables –organizational and individual attributes to 
the knowledge integration perception of middle 
managers. It has investigated associations among 
organizational environmental factors, processes of 
knowledge integration, and predictions of the 
managers’ perception. The participants were selected 
from the middle managers working in the Japanese 
auto-assembly plants in Thailand. Interviews with top 
executives were conducted to improve the content 

validity of the questionnaire and to help explaining 
some of the results. 

The findings led to the confirmation that all 
constructs except Compensation Scheme based on 
Individual Performance (CI), Understanding of 
Knowledge (UK), and Opportunity for Oversea 
Training (OT) individually influenced one or more 
modes of knowledge integration as proposed by 
Nonaka and colleagues. Six of the nine hypotheses 
were confirmed and the remaining three hypotheses 
were rejected (Table 2). 

In summary, the findings validated various 
studies concerning organizational theory, management 
of multinational companies, human resource 
management, organizational learning, and knowledge 
management. The findings of this research provide, at 
the very least, some valuable insights on how middle 
managers view the process of knowledge integration - 
its enablers and impediments. Organizations should 
engage in critical, sustained, and honest self-reflection 
about the barriers to knowledge integration and 
management errors noted in this research. By doing 
this, they could avoid the pitfalls while attempting to 
work with knowledge. This process should help them 
better compete in the global market. 

 
FIGURES: 

 
Figure 1: Research model 
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Figure 2: The Concept of Knowledge Creation  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
(Source: Nonaka, I., & Takeuchi, H. (1995) The Knowledge-creating company: How Japanese companies 

create the dynamics of innovation, Oxford: Oxford University Press.) 
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TABLES: 

 
Table 1: Summary of Hypothesis Testing 

Hypotheses Results of the Testing 

H1 Emphasis of Knowledge (EK): The greater the emphasis on the 
importance of knowledge in strategic planning, the more favorable the 
perception of middle managers concerning the climate for knowledge 
integration. 

Supported 

H2 IT Utilization (IT): The more extensive the utilization of IT 
group-ware within the organization, the more favorable the perception of 
middle managers concerning the climate for knowledge integration. 

Supported 

H3 Decentralization of Decision Making (DD): The more organi-
zations decentralize decision-making, the more favorable the perception of 
middle managers concerning the climate for knowledge integration. 

Rejected 

H4 (A) Social Network (SN): The better the social support 
infrastructure of the organization, the more favorable the perception of 
middle managers concerning the climate for knowledge integration. 

(B) Compensation Scheme (CT): The better the compensation 
scheme that supports teamwork building, the more favorable the 
perception of middle managers concerning the climate for knowledge 
integration. 

Supported 

H5 Leadership Style (HC):  The more a “high care” leadership style 
of top management is used, the more favorable the perception of middle 
managers concerning the climate for knowledge integration. 

Supported 

H6 HeadQuarter Connectivity (HQ): The greater the exposure that 
middle managers have to the Head Office’s organizational culture and 
training, the more favorable the perception of middle managers 
concerning the climate for knowledge integration. 

Rejected 

H7 Strategic Involvement (SI): The more involved the middle 
managers are with strategic planning, the more favorable the perception of 
middle managers concerning the climate for knowledge integration. 

Supported 

H8 Understanding of knowledge Concept (UK): The greater the 
understanding of knowledge concept by the middle managers, the more 
favorable the perception of middle managers concerning the climate for 
knowledge integration. 

Rejected 

H9 Interaction with Expatriates (IE). The more interaction the 
middle managers have with the expatriates from the headquarter, the more 
favorable the perception of middle managers concerning the climate for 
knowledge integration. 

Supported 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 
Table 2: Multiple Regression  

 Socialization Mode Internalization
Mode 

Combination 
Mode 

Externalization
Mode 

Constant -.089 .354* .258* -.057 
Emphasis of 
Knowledge 

-.008 .024 .178* .168 

IT Utilization -.040 -.221* .251* .156 
Decentralization of 
Decision Making 

-.246* .116 -.013 -.178 

Compensation 
Scheme based 

On Individual 
Performance 

.173 .017 -.113 .062 

Network 
Communication 

Through Newsletters 

.282* -.396* -.117 .136 

Network 
Communication 

Through the Internet 

.263* .191 .071 -.037 

Compensation 
Scheme based 

On Teamwork 

.047 -.147 .062 .281* 

“HighCare” 
Management 

.343* .215* -.013 .040 

Headquarter 
Connectivity 

-.009 .069 .202* .007 

Strategic Planning 
Involvement 

.235* .009 -.013 .094 

Understanding 
Of Knowledge 

.142 .123 -.140 .042 

Interaction with 
Expatriates 

.346 .234* -,142 .147 

Opportunity for 
Oversea Training 

.104 .009 -.073 .005 

     
R .718 .549 .655 .420 
R Square .515 .302 .429 .176 
* p<.05 
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