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1. Abstract 
Firms are dependent on efficient distribution of knowledge, as it is one of the key component for 
prosperity. The handling of knowledge, Knowledge Management, is therefore a crucial aspect of 
any organization. Knowledge Management can be enabled through various actions undertaken 
by the organizations, with the aim to make it more efficient. Knowledge Management and its 
enablers have been studied by Theriou, Maditinos, and Theriou (2011). This thesis is inspired by 
Theriou, Maditinos, and Theriou’s (2011) study and isolates one of their enablers, more 
specifically Leadership. The authors of this thesis focus on a category to Leadership, which is 
Leadership Behaviours; with the goal to find how it influences the utilization of Knowledge 
Management. The study will be conducted by reviewing previous research and conducting 
interviews with regional managers and employees in order to provide a coherent picture of the 
phenomenon. This thesis aims to explore managers’ Leadership Behaviours and the way they 
utilize Knowledge Management. The study will be executed using the setting of a decentralized 
company where managers and employees have significant autonomy. 
 
1.1 Research question:  
How does Leadership Behaviours influence the utilization of Knowledge Management? 
 
1.2 Purpose:  
The purpose of this thesis is to investigate how leaders’ behaviour influence the handling of 
knowledge in an organization.  
 
1.3 Methodology: 
The study was conducted using a qualitative research approach where semi-structured interviews 
were held with regional managers and employees. The primary data collected through the 
interviews were  analyzed and interpreted in order to develop a coherent picture of the research 
phenomenon. The authors collected data from secondary sources in the form of annual reports 
from the case company and relevant literature. The literature were conducted from two 
databases: Mälardalen’s university library and Google Scholar.  
 
 
 
 
 
 
 
 
 
 

 

 

Keywords: Leadership Behaviours, Knowledge Management, Employee Development, Organizational 
Capabilities. 
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2. Introduction
 

Firstly, the background presents previous research about Knowledge Management and 
Leadership Behaviours. Secondly, after the broad introduction, the research problem will be 
presented. Lastly, a case company will be introduced along with the purpose of this study. 

 
 
2.1 Background 
Organizations are shifting focus from physical assets to intellectual assets such as knowledge 
(Lee & Choi, 2003). In response, the era of Knowledge Management has risen, companies have 
understood the value of intellectual assets and are now attempting to manage these (Ibid.). Lee 
and Choi (2003) argue that companies which manage their knowledge in the right way are the 
ones that will own the future. 
 
Knowledge Management has been studied by various researchers which have created a range of 
definitions and frameworks regarding the concept; so far there has not been a generally accepted 
definition of the concept (Theriou, Maditinos & Theriou, 2011). Previous studies defining 
Knowledge Management state that companies and organizations view knowledge as an 
important asset that serves as an element for creating competitive advantage (Alavi & Leidner, 
2001). Companies have been realizing how vital knowledge is, as markets are shifting over time; 
it can be seen that the managing of knowledge is an aspect that companies have been taking a 
greater interest in (Nonaka & Takeuchi, 1995, p. 7). In Alavi’s (1997) study on European firms 
(as cited in Alavi & Leidner, 2011), it was found that almost half of the examined companies had 
suffered a significant setback from losing key staff, where 43% experienced impaired client or 
supplier relations and 13% faced a loss of income as a result from a single employee's departure. 
The managers specialized knowledge allows the firms Organizational Capability, which is a 
firm's ability to execute repeated task, to create value to be utilized (Grant, 1996). Alavi’s (1997) 
study result indicates how crucial knowledge and Knowledge Management are for an 
organization.  
 
Ruggles (1998) conducted a study of 431 U.S and European organizations, with the goal to see 
how Knowledge Management was handled in practise. Ruggles (1998) found four types of 
project forms that firms used in the utilization of their Knowledge Management, one of them 
were the creation of an intranet. Intranets assist in the progress of accessibility and sharing of 
knowledge between units in an organization (Ruggles, 1998). The intranet allows an organization 
to access any knowledge that is stored on that platform which increases the efficiency of 
Knowledge Management in an organization (Ibid.). 
 
Knowledge Management can be handled in various ways, Lloyd (1996) addresses that Siemens 
are allocating knowledge to their R&D department, with the incentive to develop and transform 
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knowledge into practice. BP Exploration (BPX), a global oil company, faced a severe problem 
when one of their compressors in an oil field stopped functioning (Davenport, De Long & Beers, 
1998). The present authority on the site did not have the knowledge to repair the broken 
compressor and the closest individual with the requisite knowledge was located on the other side 
of the globe (Ibid.). BPX solved this problem by conducting a videoconference through the 
established intranet; the individuals with the knowledge on how to repair the broken compressor 
transferred the knowledge to the individuals at the site (Ibid.). This is an example of how 
Knowledge Management can be utilized in practise in order to overcome obstacles within an 
organization. 
 
Theriou, Maditinos, and Theriou (2011) argue that Knowledge Management becomes more 
effective through five enabling factors: Leadership, Culture, Technology, Knowledge 
Management Strategy, and People. The enabling factors make Knowledge Management more 
efficient in the organization, meaning that the enabling factors to Knowledge Management are 
facilitating knowledge exchange in the organization (Ibid.). Leadership as an enabler can make 
Knowledge Management more efficient by creating an environment where there is emphasis on 
knowledge exchange (Ibid.). In that sense, there is a link between Leadership and Knowledge 
Management (Ibid.).  
 
An area within the theory of Leadership is Leadership Behaviours, which defines how leaders act 
in order to achieve company goals (Bass & Stogdill, 1990, p. 14). According to Fleishman 
(1973) (as cited in Yukl, Gordon & Taber, 2002), there are two categories of Leadership 
Behaviors, the first one is Consideration and the second one is Initiating Structure. Previous 
studies regarding Leadership Behaviours have been included and worked upon in Stogdill, 
Goode and Day’s paper from 1962. Earlier factorial studies regarding the concept Leadership 
Behaviours have been reviewed by Carter, Borgatta, Cottrell and Mayer, Stogdill, and Bass 
(Stogdill, Goode & Day, 1962). In regards of Leadership Behaviours, Fiedler (1976) states: 

 

“By leadership behavior we generally mean the particular acts in which a leader engages in the 
course of directing and coordinating the work of his group member. This may involve such acts 

as structuring the work relations, praising or criticizing group members, and showing 
consideration for their welfare and feelings” - (Fiedler, 1967; as cited in Bass & Stogdill, 1990, 

p. 14).  

 

2.2 Problem formulation 
Knowledge is a crucial asset for companies and has to be utilized in order for firms to reach their 
full potential. Lacking capability to implement knowledge has a risk of being detrimental to the 
prosperity of the company. As knowledge is held within individuals, it is essential that firms 
utilize Knowledge Management through the sharing of knowledge. The logical conclusion would 
be that when there is a problem with the leadership within a company, the Knowledge 
Management would be negatively affected as well, as there is a link between the two concepts 
(Theriou, Maditinos, & Theriou, 2011). Insufficient leadership leads to inadequate Knowledge 
Management, due to the leaders inability to enable Knowledge Management.  
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2.3 Purpose 
The purpose of this thesis is to investigate how leaders behaviour influence the handling of 
knowledge in an organization. As there is a relationship between Leadership and Knowledge 
Management (Theriou, Maditinos, & Theriou, 2011), it is in the authors’ interest to explore 
whether Leadership Behaviours, which is a related research area to Leadership, influences 
Knowledge Management. The aim of this thesis is to claim that Leadership Behaviours 
influences Knowledge Management, and establish how the influence contributes to the 
utilization of Knowledge Management. 
 

3.Theoretical Framework
 

The Theoretical Framework outlines the foundations of concepts that this study will be based 
upon. The concept of Organizational Capabilities provides the different tools that enable 
Knowledge Management. Leadership Behaviours affects managers’ priorities when determining 
how Knowledge Management should be used to increase Employee Development. 
Decentralization is presented in order to serve as environmental factor influencing managers’ 
autonomy and authority.

 
 
3.1 Knowledge Management 
The concept of Knowledge Management  has been studied extensively over the years. Scholars 
have presented various explanations to what Knowledge Management is but none of them have 
coined a generally accepted definition. Theriou, Maditinos and Theriou (2011) state that 
Knowledge Management is a multi-faced concept that consists of a mixture between strategies, 
tools, resources, and techniques. 
 
Other scholars state that Knowledge Management is a concept which focus on employee 
performance and organizational competitiveness. An example to this is Bergeron’s (2003) 
definition of Knowledge Management: “...an organized, systematic business optimization 
strategy that selects, collects, stores, organizes, packages, and communicates information that 
consider vital to the business of a company in a manner that improves employee performance 
and corporate competitiveness” (as cited in Theriou, Maditinos & Theriou, 2011 p. 100). 
 
In order to utilize Knowledge Management in the most efficient way, organizations must explore 
the enablers to the concept. Theriou, Maditinos and Theriou (2011, p. 98) state that “Knowledge 
management enablers are the mechanism for the organization to develop its knowledge and also 
stimulate the creation of knowledge within the organization as well as the sharing and protection 
of it.”. Knowledge Management is based on five crucial enabling factors: Leadership, Culture, 
Technology, Knowledge Management Strategy, and People (Theriou, Maditinos & Theriou, 
2011). These enabling factors aid the organization’s Knowledge Management, as they make 
Knowledge Management more efficient by eliminating barriers that hindrance the flow of 
knowledge (Ibid.). An example to this is how leadership enables the flow of knowledge in the 
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organization by encouraging an open environment at the firm (Ibid.). The leadership is therefore 
increasing the Knowledge Management’s efficiency by encouraging employees to share their 
knowledge in an open work environment (Ibid.).  
 
Storey and Barnett (2000) argue that Leadership enables the creation of an environment where 
sharing of knowledge between units is encouraged; leaders can spur the sharing of ideas and 
knowledge by motivating the employees to exchange knowledge with their colleagues (as cited 
in Theriou, Maditinos & Theriou, 2011). The Leadership of a corporation also determines how 
Knowledge Management practices should be approached, due to the fact that leaders of an 
organization are the ones that initiate the knowledge sharing and communicate how it should be 
practised (Theriou, Maditinos & Theriou, 2011). Storey and Barnett (2000) also state that the 
Leadership of an organization should have the will to share knowledge with others in the 
organization, to constantly learn from interactions, and to seek new ideas and knowledge from 
sources outside the organization (as cited in Theriou, Maditinos & Theriou, 2011). 
 
Socialization is one way of sharing knowledge in an organization (Nonaka & Takeuchi, 1995, 
p.62). Nonaka and Takeuchi (1995, p.62) argue that socialization is the process of sharing tacit 
knowledge between units in an organization. Employees in the organization can, through 
observations, imitation, and practise acquire knowledge from their superiors; in that sense the 
knowledge is shared between the employee and the superior (Nonaka & Takeuchi, 1995, p.63). 
The individual's experience is the key to acquiring tacit knowledge, due to the fact that the 
individual will acquire knowledge by observing and imitating other individuals in the 
organization (Ibid.). 
 
 
3.2 Leadership Behaviours 
Leadership Behaviours has in previous research been divided into two main categories, which 
are Consideration and Initiating Structure; these are two independent variables (Kerr, 
Schriesheim, Murphy & Stogdill, 1974). 
 
3.2.1 Initiating Structure 
Initiating Structure is defined as a category in Leadership Behaviours that is task-oriented, this 
means that emphasis of a leader’s attention is making sure that standards are being maintained by 
subordinates (Bass & Stogdill, 1990, p. 525). A task-oriented leader’s focus is on maintaining 
that subordinates are working at full capacity and utilizing their full capability (Bass & Stogdill, 
1990, p. 525). Task-oriented leadership puts an emphasis on the monitoring-progress towards 
deadlines (Bass & Stogdill, 1990, p. 404). The leader carry out decisions regarding subordinate 
tasks, down to every aspect of the tasks, so that there is no confusion or misinterpretations of 
what should be done (Bass & Stogdill, 1990, p. 404). 
 
Fleishman (1973) states that Initiating Structure is the degree to which a leader defines and 
structure roles within the company. The concept of Initiating Structure is oriented towards goal 
attainment, and works with clear patterns (Fleishman, 1973). House (1971) defines Initiating 
Structure in a similar way, but with a focus towards psychological structure, specifying 
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procedures, clarifying expectations, compared to a leader which is perceived as more 
Considerate. 
 
3.2.2 Consideration 
Consideration is a category in Leadership Behaviours that is relations-oriented, wherein the 
leader’s main focus is on people, in terms of relations and their satisfaction at, and with work 
(Bass & Stogdill, 1990, p. 473). The emphasis is on making sure that subordinates feel at ease 
when talking to the leader, as well as when they are working (Bass & Stogdill, 1990, p. 477). A 
considerate leader is making sure that subordinate’s perspectives are included in discussions 
(Bass & Stogdill, 1990, p. 474). The leader gets the approval of the subordinates before he or she 
makes any decisions (Ibid.). Included in the concept of Consideration is the emphasis on leaders 
to treat subordinates as equals (Ibid.). 
 
A considerate leader has close relationships with subordinates even though he or she still focus 
on task-orientation and the importance of work-goal achievements (Northouse, c1997, p.139). 
The considerate leaders pay close attention to the individuality of the subordinates; they act as 
mentors and provide help to the employees, so that they can grow and develop (Bass, 1990, p. 
21). Bass (1990) states, after reviewing several studies examining the relationship between 
leadership behaviour and task performances depending on the task, that the considered leader has 
little or no influence in ambiguous task conditions. 
 

“Leader consideration is used to describe the degree to which the leader creates 
a supportive environment of psychological support, warmth, friendliness, and 
helpfulness by doing such things as being friendly and approachable, looking out 
for the personal welfare of the group, doing little things for subordinates, and 
giving advance notice of change.” (House, 1971, p. 321). 

 
 
Mentoring benefits the organizations in various ways, and the most discussed benefit is the fact 
that it contribute to the overall job performance by developing the employees (Wilson & Elman, 
1990). Mentoring is the knowledge-sharing between two units, where one of the units is more 
experienced than the other (Wilson & Elman, 1990). In other words, the experienced person is 
taking the less experienced individual“under his or her wing” and in that sense, the experienced 
individual is seen as the mentor who shares his or her knowledge to the less experienced 
individual (Wilson & Elman, 1990, p. 88). 
 

3.3 Organizational Capabilities 
Grant (1996, p. 377 ) defines Organizational Capabilities as “A firm’s ability to perform 
repeatedly a productive task which relates either directly or indirectly to a firm’s capacity for 
creating value through effecting the transformation of inputs into outputs”. Here Grant (1996) 
explains that Organizational Capability consists of an integration of specialist knowledge, where 
the emphasis is on knowledge. The capability of an organization is dependent on the knowledge 
possessed by a large number of individuals in a specific area that have been integrated into the 
organizational structure to create value. An example of this would be different engineers working 
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in the R&D department, pooling their individual, specialized knowledge in order to develop a 
new technology contributing in value creation (Grant, 1996). 

 
Ulrich and Smallwood’s article (2004, p. 2) state that Organizational Capabilities is “... the 
collective skills, abilities, and expertise of an organization and they are the outcome of 
investments in training, compensation, communication, and other human resources areas”. They 
represent the ways that people and resources are brought together to accomplish work. Ulrich 
and Smallwood (2004) present an example of their interpretation of an Organizational 
Capability, which is the ability to innovate, that can be interpreted as an asset. 
 
 
3.4 Employee Development 
Nadler and Nadler (1989) describe Employee Development as a concept that is referring to 
organizational learning provided by employers (as cited in Tansky & Cohen, 2001). It is teaching 
that an organization provides where the employees’ learn from previous experiences; Nadler and 
Nadler (1989) also argue that the reason employers do this is to increase performance and 
personal growth  (Nadler and Nadler 1989)(as cited in Tansky & Cohen, 2001). White (1959) 
argues that an employee will grow once he or she attains an increase in their own competence, 
within the environment which they operate (as cited in Tansky & Cohen, 2001). White (1959) 
also states that an indicator of the enhancement of competence, in terms of personal growth, is 
when an employee displays an increase in confidence when interacting with other employees (as 
cited in Tansky & Cohen, 2001). 
 
Tansky and Cohen (2001) state that Employee Development plays a crucial part in the employee 
effectiveness of an organization since the employee that is evolving and constantly learning tries 
harder compared to an employee which has settled into their role. Feldman (1996) argues that 
employees incentive to seek new competences may make them more valuable to their present 
company while simultaneously make themselves valuable in the external labor market.  
 
In Gutteridge, Leibowitz, and Shore’s (1993) study it is concluded that organizational leaders 
perceive the following significant outcomes as a result of organizational development efforts: 
enhanced employee retention, enhanced employee skills and morale, and employee 
empowerment (as cited in Tansky & Cohen, 2001). 
 
Managers who are involved with their employees on a daily basis have a greater tendency to 
assist them where they can learn from their manager on a person-to-person basis (Schneier, 
MacCoy, & Burchman 1988). According to Schneier, MacCoy, and Burchman (1988), managers 
who are involved with their employees providing coaching, carousel, mentoring, and teaching 
can enhance their skills as well as their motivation. 
 
 
3.5 Decentralization 
Previous research defines centralisation and decentralization by examining different factors, an 
example of this is how decision-making at lower hierarchical levels implies that the company is 

9 



 

decentralized (Bloom, Sadun, & Van Reenen, 2009). Deciding where decisions should be made 
can be analyzed through an analysis contemplating the trade-off between “knowing versus 
asking”; the cost of having a CEO taking decisions on a local level compared to having a local 
manager taking that decision and asking for advice (Ibid.). High levels of autonomy and the 
ability to form your own work spurs motivation and enthusiasm within creative firms which 
could be an indicator that a company is leaning towards a decentralized structure (Hawkins, 
2017). When defining a decentralized firm, the level of shared and distributed decision-making 
and allocation of responsibilities across and throughout the firm are deciding factors (Zaal, 
2011). 
 
 
3.6 Summary of Theoretical Framework 
The Theoretical Framework presented above sheds light on what the concepts of Leadership 
Behaviors and Knowledge Management are, and the factors that are influencing these concepts. 
Decentralization is an influencing factor in how much authority a manager is able to exert within 
their regional office. Organizational Capabilities is an influencing factor because it provides a 
basis for how much is invested in training and the development of employee skills and abilities. 
Employee Development is a factor influencing the success of Knowledge Management. As 
pointed out in Chapter 3.2, Knowledge Management is a concept that focus on employee 
performance. Referring to Nadler and Nadler (1989) , employees learn from new experiences in 
order to increase performance (as cited in Tansky & Cohen, 2001). This study focus on the 
enabling factor leadership, as presented in (Theriou, Maditinos and Theriou (2011) study. The 
reasoning behind this is that leadership highlights the importance of Knowledge Management 
from a leader’s perspective, which is key for this study, as it strives to explore how Leadership 
Behaviours influences the utilization of Knowledge Management.  
 
 

4. Methodology
 

The Methodology chapter is describing the procedure of the theoretical concepts with the 
purpose to capture the research phenomenon. This chapter will address the research approach 
and research design, followed by a presentation of the case company, and the techniques used in 
the data collection. 

 

4.1 Research Approach 
This research was conducted using a qualitative research approach. Previous research in 
Knowledge Management and Leadership Behaviours have not sufficiently explored the 
relationship between the two concepts. The incentive to select a qualitative approach stemmed 
from the fact that the authors seeked deeper insight into the research field. As Bryman and Bell 
(2011, p. 390) stated, a qualitative study is inherently inductive in nature. By using an inductive 
approach, this study could draw conclusions based on empirical investigation. The authors were 
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looking towards a specific type of implementation of Knowledge Management, and by the use of 
an inductive approach, a probable conclusion based on these patterns could be drawn. 

A qualitative approach focus mainly on collecting data in terms of expressions rather than 
numbers (Bryman & Bell, 2011, p. 390). In qualitative research, an emphasis is put on the 
understanding and interpretation of reality from a social point of view (Bryman & Bell, 2011, p. 
391). The analysis and interpretation of the data was an essential aspect of the qualitative 
approach due to the nature of the collected data. The interpretations were conducted in order to 
decipher the complex data and to gain a deeper understanding of the research topic. 
 
4.2 Research Design  
According to Bryman and Bell (2011, p. 61), the research design provides a coherent framework 
for collecting and analyzing data. The research was conducted in the form of a case study where 
the company Dahl was selected. Semi-structured qualitative interviews and collection of 
company documents were conducted in order to achieve a comprehensive insight into Dahl’s 
Leadership Behaviours and Knowledge Management. By conducting interviews in a 
semi-structured way, combined with collecting documents from the case company, the authors 
produced a coherent picture of the research phenomenon. Researchers who choose to conduct a 
case study often combine semi-structured qualitative interviews with the collection of company 
documents, in order for the authors to provide a broader picture of the researched phenomenon 
(Bryman & Bell, 2011, p. 85). This was also the motivation behind selecting the combination 
between collection of case company documents and semi-structured interviews.  
 
4.3 Case company  
In 1917, the companies AB Mark & Fosselius and Nordiska Rör AB were founded; these two 
companies have over the years merged into the company Dahl (Dahlse, 2017). In 2004, Dahl was 
procured by the multinational corporation Saint-Gobain (Ibid.). Dahl is currently the leading 
corporation in the Swedish HVAC-market and are operating in around 70 facilities throughout 
the country (Ibid.). With around 1000 employees, Dahl reaches 1600 counties around Sweden 
(Ibid.). Dahl’s main business idea is to produce and distribute pipe-systems in a 
business-to-business practice (Ibid.). The area which they are mainly targeting is the 
HVAC-industry; HVAC stands for heating, ventilation and air conditioning (Ibid.). Dahl’s 
second largest area of business is ground, water and sewage, where they produce and distribute 
pipe-systems to construction sites and roadwork projects (Ibid.). Dahl also operates in a range of 
other areas such as the real-estate industry and tool industry (Ibid.). Dahl’s vision is to maintain 
the market leader position in their field while simultaneously creating as much value as possible 
for their customers, and their market idea is to provide optimal solutions in order to satisfy their 
customers (Ibid.). 
 
As mentioned in previous sections, Dahl is the market leader in the Swedish HVAC-industry. 
The regional offices at Dahl are run by regional managers which have significant autonomy. It 
was in the authors’ interest to investigate these regional managers due to their autonomy and 
authority in their offices. The regional managers autonomy combined with the fact that Dahl is 
the leading corporation in the HVAC-market was the incentive of selecting them for this case 
study. As Leadership Behaviours stems from the research field of leadership it was natural to 
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select the regional managers for the primary data collection. When selecting the case company, 
the authors made the assumption that Knowledge Management might be key factor for Dahl’s 
success. This assumption was grounded in the general understanding that knowledge is a key 
asset for any market leader, thus it is logical for Dahl to utilize their Knowledge Management in 
order to maintain their leading position.  
 
4.4 Primary data collection 
The authors gained access to Dahl by contacting the regional managers via telephone. Interviews 
with regional managers and employees were conducted, and the interviews were held at regional 
offices. The sampling used when selecting the managers and employees were purposeful. The 
reasoning behind using purposeful sampling is due to its fit towards the research design, and its 
ability to provide the authors with deeper insight and understanding of the studied phenomenon 
(Merriam, c2009, p. 77). The regional managers at Dahl are arguably the leaders in the company 
due to their authority and autonomy. The authors purposefully selected the regional managers 
due to the fact that they have an overarching view of the company. The employees were chosen 
in order to get a different perspective of the research phenomena. They are arguably the 
subordinates because they are the ones taking orders from the manages and do not hold the same 
amount of authority as the managers. The selection of the sample was based on constraints such 
as availability of the respondents, meaning that the study followed a convenience sampling type 
(Merriam, c2009, p. 79).  
 
4.4.1 Structure of the interviews 
The interviews were exercised in a semi-structured manner. A semi-structured qualitative 
interview gives the interviewees the option to express themselves without restrictions (Bryman & 
Bell, 2011, p. 475). The motivation to conduct the questions in a semi-structured manner was to 
allow the interviewee to elaborate and touch upon other areas outside the initial topic which 
would provide rich and detailed answers for this research (Bryman & Bell, 2011, p. 474). A 
semi-structured interview is flexible in the sense that the authors can adjust their questions and 
focus during the interview (Bryman & Bell, 2011, p. 474). This matched the aim of this study as 
it strived to explore how Leadership Behaviours influences the utilization of Knowledge 
Management. The interview questions were structured in a semi-structured manner in order to 
allow the interviewee to verbally express themselves without restrictions. The use of 
semi-structured questions enabled the authors to extract rich and deep knowledge from the case 
company.  
 
4.4.2 Interviews with regional managers 
Three regional managers was selected for the primary data collection. These managers were 
selected due to geographical limitations. As this paper is investigating Leadership Behaviours, 
these regional managers were perceived as leaders at Dahl, due to their authority and autonomy. 
The managers were also selected because they have the authority to make decisions regarding 
Knowledge Management. Three interviews were held with the three regional managers, along 
with two informative meetings. The informative meetings were conducted at the regional offices, 
and the goal with these meetings was to gain a general picture of the firm. The interview 
questions were set up so that they would follow three themes, Leadership Behaviours, 
Knowledge Management, and Employee Development, that would enable answering of the 
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research question. The interview questions were structured with the foundation in the concept of 
Leadership Behaviours, and the questioning were conducted to provide indication of how a 
leader shows considerate tendencies or initiating structure tendencies. The first set of questions 
was designed for the manager's perspective on the importance of relationships with their 
employees. It would show indications of what the manager’s Leadership Behaviors would lean 
towards. A second set of questions was designed in such a way as to show if the employees had 
the ability to be involved in the decision making. The next set of questions was directed at how 
monitoring of employee performance was conducted. Depending on the answers from the 
managers for these different sets of questions, tendencies regarding Considerate and Initiating 
Structure would be shown. 
 
One set of questions was set up to explain how the managers handled the encouragement towards 
the employees, this would provide answers to how Knowledge Management was utilized in the 
company. The list of interview questions was altered after the interview depending on the 
answers that were received. The answers that were received assisted the authors to adjust the 
question for the following interviews in order identify the aspects that were important for this 
thesis. A second set of questions was designed to provide answers as to how managers utilized 
internal education, which would serve as an indicator to the handling of Knowledge 
Management.  
 
4.4.3 Interviews with employees 
The questions were structured by following three themes, Leadership Behaviours, Knowledge 
Management, and Employee Development. The interview questions were designed to get the 
employees view on their manager's Leadership Behaviours and how they experience Knowledge 
Management at Dahl. The incentive behind this was to provide another perspective of the 
research phenomenon. The questions were adapted for the interview in order to generate 
empirical data that could answer the study’s research question.  
 
The first set of questions, asked to the three employees, were structured in order to receive an 
understanding about their perception regarding the division of roles at Dahl and how the 
Socialization aspect were perceived. The second set of questions issued Knowledge Management 
at Dahl, and how the Knowledge Management were handled at the regional offices. The list of 
questions for the employees differed from the ones that used when interviewing the managers, as 
the goal was to attain another perspective of the research phenomenon. 
 
4.4.4 Analysis of primary data collection 
During the interviews a tape-recorder was used in order to capture the interviewees verbal 
expressions. The tape-recorder served as a tool for the authors in their analysis of the data. By 
listening to the recorded interviews additional information could be gathered since the notes that 
were taken during the interviews did not cover every aspect of the interview. The primary data 
collected through qualitative interviews were analyzed and interpreted, with the aim to gain a 
deeper understanding about the research phenomenon. The authors allocated the interview data 
into two categories of Leadership Behaviours: Considerate and Initiating Structure. The authors 
conducted an analysis by making interpretations whether the data regarding features in the 
manager's behaviour would fit the category Considerate or Initiating Structure. Because the 
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regional managers are perceived as leaders and the employees are perceived as subordinates, this 
conception guided the authors in their analysis regarding the Leadership Behaviours of Dahl. 
This perception was based on the concept Leadership Behaviours, presented in the theoretical 
framework. The authors interpreted whether the Leadership Behaviours of the manager were 
Initiating Structure or Considerate in nature, with the use of questions based on the Leadership 
Behaviours Description Questionnaire (Stogdill, Goode & Day, 1962). This questionnaire was 
used in Stogdill, Goode and Day’s (1962) study, where an analysis of the level of Consideration 
and Initiating Structure in Leadership Behaviours was presented. The reason behind selecting 
this interpretation process was due to the fact that the questions for the interviews were 
conducted in such a way as to show the tendencies of behavior, which in turn would stand to 
answer the research question.  
 
4.5 Secondary data collection 
Secondary data in the form of educational reports, numerical charts and informative documents 
were collected from the case company. The incentive for collecting the secondary data was the 
fact that it provided a more coherent picture of the studied phenomenon. The secondary data 
were collected in order to strengthen the thesis as it provides a different perspective than the 
primary data sources. The incentive to provide a coherent picture of the studied phenomenon was 
in accordance with the holistic approach to documental analysis, presented in Piekkari and 
Welch’s (2011, p.361) book. This holistic approach was well-fitted for this paper as the goal was 
to present a broader picture of how Leadership Behaviour influences the utilization of 
Knowledge Management. The authors analyzed the secondary data with the goal to gain an 
understanding of how Dahl utilized Knowledge Management through Leadership Behaviours. 
Scientific articles and books were examined and utilized, and provided the authors with deep 
knowledge regarding the research field. The scientific articles and books were collected from 
two databases: Mälardalens University's library and Google Scholar.  
 
4.6 Ethics 
Data that the case company deemed sensitive was not published in this thesis, since there was a 
risk of competitors copying this data and taking advantage of it in strategic business decisions. 
The interviewees were provided with the opportunity to remain anonymous (Bryman & Bell, 
2011, p. 137) if they felt that there was a possibility that their position in the firm could be 
jeopardized; or that the revealing of their identity could affect them negatively in any way 
(Bryman & Bell, 2011, p. 144). By giving the interviewees the option of anonymity the authors 
hoped that they would feel more free during the interviews, and the possibility to receive answers 
which were less biased and more honest could possibly increase. In order for interviews not to be 
conducted, analysed and interpreted in an erroneous matter, it was crucial that no 
misunderstandings were made. Follow-up questions were utilized to clarify any 
misunderstandings that might occur. The interview was presented on paper and thoroughly 
explained verbally for the interviewee (Bryman & Bell, 2011, p 152). The surroundings where 
the interviews were conducted was of importance; options regarding the location of the interview 
were given to the interviewee in advance. Permission to record, taking notes and create a 
summary of the interviews were requested.  
 
4.7 Source criticism: Reliability and Validity 

14 



 

The reliability of this thesis was hard to determine since it was conducted in a setting of a single 
case company, and the results are hard to replicate as the given situation might differ in other 
companies (Bryman & Bell, 2011, p. 62-63). Due to the fact that this study took the perspective 
of Leadership Behaviours as an enabling factor to Knowledge Management, it was important to 
acknowledge other factors such as business culture, in order to make this study more reliable. 
This has to do with the commonly known fact that business culture has an overarching effect on 
the behaviours of the individuals in an organization and this study strived to investigate the 
behaviour of the leadership at Dahl. Therefore, a problem the authors faced when drawing clear 
conclusions in regards to Leadership Behaviours was that all company situations and 
environments differ and that there are other factors influencing the employees’ view on their 
leader (Kerr et al, 1974). An example of these factors could be business culture as it, as 
previously mentioned, reaches all individuals in the organization.  
 
The general understanding that the two categories Initiating Structure and Consideration are 
independent has been criticized, saying that employees have a hard time to see these two 
variables as independent (Kerr et al, 1974). This dilemma made this study less reliable in the 
sense that one of the main concepts used, Leadership Behaviours, is criticized by previous 
scholars. Moreover, the dilemma created difficulties in the replication of the study, as all 
companies have different business culture and leadership. In order to circumvent this issue, this 
thesis omitted the cultural factor since it was not the focus point of this thesis.  
 
In order to increase the validity of the research, an objective perspective was taken by the authors 
to reduce any form of bias (Bryman & Bell, 2011, p. 63). Information from interviews with Dahl 
personnel could potentially be biased, due to their loyalty to their firm. As interviewers it was 
important to be objective, mitigate the subjectivity, and not be affected by emotions from the 
interwiees. A tape-recorder was used during the interviews in order to avoid any disagreements 
between the authors regarding the interpretation of the collected data. 
  
The fact that the interview questions were based on literature collected from Google Scholar and 
Mälardalen University’s library made the study more reliable. This statement was based on the 
fact that Mälardalens University’s library was perceived as a reliable source due to its content 
consisting of a range of scientific articles that are carefully selected by the university. The second 
database used for the collection of literature was Google Scholar, which was perceived as a 
reliable source due to the fact that it consists of peer reviewed articles.  
 
4.8. Limitations 
This thesis was limited due to the restrictions of the geographical area. The geographical area 
allowed this thesis to investigate two regional offices, their employees and managers. The 
authors acknowledged that one of the limitation of this study was the size of the interviewee 
sample, as the amount was small in terms of the scale of the company. However, this provided 
the opportunity to focus on an in-depth investigation of Leadership Behaviours with a modest 
selection of prominent managers, as well as employees. Since the focus of this study was to 
conduct an in-depth investigation on an individual level, with the use of a qualitative approach, 
the sample size was sufficient in order for this study to be conducted.  
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5. Findings and Analysis 
 

When looking at tendencies of Consideration and Initiating Structure of the leaders, an analysis 
was conducted in order to explore how Leadership Behaviours influenced the utilization of 
Knowledge Management. The authors felt that the involvement from the leader could lead to a 
more utilized Knowledge Management and this can be determined by analysing their Leadership 
Behaviours. The answers from the interviewees were combined under the areas of Consideration 
and Initiating Structure in order to gain a full understanding of Leadership Behaviours at Dahl. 
The answers were also combined into Employee Development and Knowledge Management in 
order to understand how the development of employees and the utilization of Knowledge 
Management was influenced through Leadership Behaviours.  

 
 
5.1 Initiating structure 
Initiating structure is the Leadership Behaviours with the focus on task-orientation (Bass & 
Stogdill, 1990, p. 525). The leaders that have an inclination towards initiating structure puts an 
emphasis on the organization’s results (Ibid.). 
 
5.1.1 Employee Roles 
Through the interviews it was found that the managers put an emphasis on the division of roles. 
There should be clear directives regarding who does what so that everyone knows their area of 
responsibility, there should also be flexibility so that no one is connected with a title because of 
prestige. In terms of which leadership this scenario is, an interpretation where the leadership 
leans towards consideration due to the connectivity of duties a leader is willing to perform for his 
or her region and for the employees. Even though the roles at Dahl are divided, the managers 
expect everyone to operate in a prestigeless manner, including themselves so that there are no 
strict roles when it comes to task-orientation. According to the managers, there was a consensus, 
that they found that it was necessary to draw a line between professional roles and friendships. 
This indicates a tendency towards the Leadership Behaviours Initiating Structure, as the 
managers set up clear roles that their employees should maintain. This claim is strengthened by 
Fleishman’s (1973) argument that Initiating Structure leaders define and maintain the division of 
roles between themselves and their subordinates, in this context, the employees. A leader with a 
behaviour towards Initiating Structure maintains the roles within the company. This is made 
clear at Dahl as they believe in clear contrasts in the relationship between the leader and their 
employees. One can argue that this type of Leadership Behaviours is Initiating Structure as the 
clear roles remove any confusion in what responsibility area each and every unit at Dahl has 
(Bass & Stogdill, 1990, p. 404). 
 
Based on the interpretation of the empirical data,it is noteworthy to point out the fact that the 
managers showed great interest in employees personal life. The managers’ incentive behind this 
was to create good work relations with their employees. Nevertheless, the managers still value 
outlining their roles and the roles of the employees. This is done because it is the belief of the 
managers that in order for effective performance to be maintained, there needs to be a good 
working relationship with the employees. It can be argued that by gaining knowledge regarding 
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the employees, the managers are able to use that information in order to find the “right” incentive 
that would make the them work at full capacity. The data gathered from the interviews made it 
clear that the managers at Dahl are trying to find incentives for motivational purposes, as well as 
making sure that the employees feel pride and recognize their own responsibilities for the tasks 
they have, and the contribution that they are making. According to Fleishman (1973) a leader 
that has Initiating Structure tendencies is prone to structure the roles of subordinates to be 
oriented towards goal attainment, he argues that the structuring of the roles would be tailored 
with the knowledge that comes from the subordinates through good work relations. 
 
5.1.2 Result focus 
The empirical data concluded that the managers used an intranet in order to increase the 
efficiency of their regional offices. The intranet served as a system that provided the managers 
with necessary information regarding their customer base as well as all the statistics regarding 
the salespersons performance. Taking this into consideration, one can argue that the internal 
system worked as a monitoring tool for the managers at Dahl (Ruggles, 1998). The fact that Dahl 
used the system in order to track the performance of their employees showed a tendency of 
Leadership Behaviours of Initiating Structure. The managers were result-oriented in their 
leadership roles as they constantly mentioned the importance of results, deadlines and 
performance from their regional office. Bass and Stogdill (1990, p. 525) stated that the 
result-oriented leader focus on making sure that their subordinates are performing at full 
capacity. The secondary data, in the form of numerical charts, showed individual sales and other 
measurable tasks, which confirms that the employees are being monitored on their performance. 
 
Analysing the empirical data regarding the internal system, it can be identified that the 
importance of monitoring employees’ performance displays the focus on results is a common 
denominator throughout the leadership at Dahl. The empirical data pinpointed the fact that the 
managers produced deadlines in order to monitor the performance of the subordinates, which 
indicates a Leadership Behaviours of Initiating Structure (Bass & Stogdill, 1990, p. 525). When 
Thomas Gilbertsson was asked if he believed that deadlines were positive and necessary for 
Dahl, the answer was:  
 

“Yes, it is both positive and necessary. You should not postpone tasks because you never know 
what happens tomorrow.“  

-Thomas Gilbertsson, regional manager at Dahl, 2017-05-09 
 
This quote serves as an indicator to how important the deadlines are for Dahl due to the ever 
changing conditions that the regional manager's are experiencing. Moreover, the deadlines aid 
the leaders in their managerial role, as it ensures required results at the regional level of Dahl. 
The fact that the managers monitor the performance of the subordinates towards the deadline 
shows an Initiating Structure in their Leadership Behaviours. This claim is strengthened by Bass 
and Stogdill (1990, p. 404), which states that the monitoring of the performance, in regards to 
deadlines, shows an indication of result-orientated behaviour. Through the secondary data it was 
concluded that a wide range of numerical charts was used by the regional managers. These 
numerical charts aid the regional managers in their monitoring of the offices performance. One 
can argue that the regional managers acquire knowledge through these charts which provides 
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them with more insight into the company, allowing them to analyze costs and see where their 
results can be improved. 
 
At the start of every week, the regional manager would conduct a group meeting which involved 
all the employees at the office. The aim with these meetings was to spread knowledge and 
information to the employees, and also to delegate tasks for the upcoming week. The delegation 
of tasks was handled by the regional managers. One can argue that their incentive is to ensure 
that the subordinates are aware of the expectations that the manager have on them. The 
delegation of tasks also indicates that the Leadership Behaviours of the regional managers are 
task-oriented in nature, meaning that they are focusing on the task at hand, and how they can 
make it more efficient. Task-orientation is associated with the Leadership Behaviours of 
Initiating Structure (Bass & Stogdill, 1990, p. 525). 
 
 
5.2 Consideration 
Consideration in Leadership Behaviours is how a leader shows appreciation and care for the 
subordinates, personal relationships and an interest in subordinates life´s is defining instruments 
in order to evaluate the Consideration in a leader (Northouse, c1997, p.139).  
 
5.2.1 Mentoring 
The learning process of new employees at Dahl was undertaken by the regional managers. When 
a new employee is hired at the regional office it is the regional manager's responsibility to make 
sure that the employee acquires the knowledge required for their delegated task. In order to 
distribute the required knowledge, the regional managers acts as mentors to the new employee by 
sharing their knowledge regarding the task. The shared knowledge has its foundation in the 
regionals managers years of experience. According to Wilson and Elman (1990), the mentor 
shares their knowledge to the less experienced individual through interactions. Having this in 
mind, one can see that the managers of Dahl is considerate in nature, when dealing with new 
employees, as they create a supportive environment (House, 1971, p. 321). 
 
The mentoring process aids the regional managers in their education of the employees. The 
managers work with their employees on an individual level, in accordance with what is presented 
by Bass (1990), where the Considerate leader pays close attention to individuality. This means 
that mentoring is exercised on an individual level, with the realization that each individual is 
different, and requires different types of motivation. An example where mentoring is applied is 
when the employees underperform (Schneier, MacCoy, & Burchman, 1988). Low performance 
is handled through the mentoring approach where the more experienced individual, the regional 
manager, shares his knowledge to the less experience, the employee (Wilson and Elman, 1990). 
This indicates that this leader is considerate in his way of motivating his subordinates, through 
the view on the subordinates as individuals and the way of caring about the subordinates and 
their well-being. The regional managers at Dahl is Considerate in nature as they strive to make 
sure that the subordinates feels satisfied with their work. This claim is strengthened by Bass and 
Stogdill (1990, p. 473), which states that the leader that focus on making sure that the 
subordinates feel satisfied with their work is Considerate. 
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The primary data concluded that the regional managers had the ability to conduct personal 
meetings with their subordinates, with the aim to develop their skills and guide them in the right 
direction. The secondary data showed a set of courses that Dahl provided for their managers. 
These courses provided the managers with tools to improve internal communication, employee 
performance and aided the managers when guiding the subordinates in their progress towards 
becoming more productive (Schneier, MacCoy, and Burchman, 1988).  
 
5.2.2 Socialization 
The regional managers at Dahl strive to create an open environment where communication is 
encouraged. The regional managers stated that they utilize an open-door policy in order to 
enhance the relationships with their subordinates. Subordinates can during any working hour 
visit their managers offices due to this policy. The fact that they emphasize the importance of 
person-to-person conversation and the sharing of thoughts and feelings, is a clear tendency that 
they value relationships, and these traits are indications of them being considerate leaders. The 
empirical data describe how the leaders work to encourage free and open communication 
between themselves and their subordinates through their open-door policy and the way they try 
to connect with their subordinates and other work colleagues. This open-door policy is 
something that reflects on the openness and willingness to communicate within the firm. 
Drawing a parallel to the Leadership Behaviours literateur, it is evident that the open-door policy 
stems from a Considerate standpoint. This has to do with the fact that a leader which is 
Considerate in his behaviour encourages an open environment in order to make the subordinate 
feel at ease when communicating with the leader (Bass & Stogdill, 1990, p. 477). This is also 
shown when quoting one of the regional managers:  
 

“If anyone comes up with a good idea, just email me. If they (his colleagues) do not want to 
interact with me face-to-face, I make sure that they are aware of the possibility to contact me via 

email.“ 
- Regional manager at Dahl, 2017-05-05 

 
Taking this into mind, it is shown that the regional managers of Dahl encourages the 
Socialization at the regional offices. The regional managers are Considerate in their way of 
communicating this to their subordinates as they pay attention to the individual and puts an 
emphasis on the fact that if they do not want to talk to them in person, the subordinates can 
contact them via other channels, such as email. This indicates that it is important for the regional 
managers that everyone is viewed as equals and that the everyone is treated accordingly.  
 
The regional managers are greeting and acknowledging the subordinates when they enter the 
offices, which shows that the leaders encourages Socialization at work. Socialization is an aspect 
of Considerate Leadership Behaviours, in the way that the manager's’ incentive is to create 
relationship with the employees. The regional managers find it easier to work with someone that 
you know on a personal level (Northouse, c1997, p.139). In other words, these factors show 
consideration in Leadership Behaviours when it comes to interaction with subordinates (Bass & 
Stogdill, 1990, p. 477). This finding is strengthened through the secondary data, in the form of 
informative documents. The informative documents included information that indicated that new 
employees at Dahl are encouraged to socialize with their colleagues, one example of this is 
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during the introductory courses which are mandatory for new employees at Dahl. In other words, 
the open environment of Dahl is presented from day one, in the hiring process of new employees. 
The socialization at Dahl is therefore an essential part of the environment in which the managers 
and the subordinate conduct their day-to-day activities.  
 
When the leaders of Dahl are taking decisions regarding the regional offices, the subordinates are 
always included. The subordinate are encouraged to share their ideas and knowledge on how to 
tackle the situation. This indicates that the Leadership Behaviours of the managers at Dahl is 
Considerate, as the encouragement of socialization and involvement of the subordinates is 
present  (Bass & Stogdill, 1990, p. 474). 
 
5.3 Knowledge Management 
Knowledge Management is an organization’s actions in regards to the distributing, acquiring and 
collecting of knowledge (Bergeron, 2003) (as cited in Theriou, Maditinos & Theriou, 2011). 
Knowledge Management can be perceived as the firm’s way of handling the flow of knowledge 
in an organization. 
 
5.3.1 Encouragement of sharing  
It was the perception of the managers that they all encouraged the exchange of ideas between 
them and their subordinates. The empirical data collected from the interviews stated that there 
was an open-door policy used by every manager, meaning that they let any of their subordinates 
enter their offices. The subordinates were encouraged to ask questions as well as to share 
innovative ideas when they visit the managers, which is how Knowledge Management is handled 
in each of the mangers respective regional offices. Storey and Barnett (2000) argue that leaders 
who encourages the sharing of knowledge increases the efficiency of Knowledge Management in 
an organization (as cited in Theriou, Maditinos & Theriou, 2011). In that sense, the regional 
managers who displayed Considerate Leadership Behaviours created an environment which 
encouraged the exchange of knowledge between them and their subordinates, thus increasing the 
efficiency of the Knowledge Management in their regional office. 
 
An example of how knowledge is being shared at Dahl is a binder that was created by two 
managers with the purpose of compiling and documenting the experiences they had developed 
and the knowledges that they had acquired. The binder is continuously improved upon because 
the subordinates have the ability to add pages which consisted of their new experiences which 
they had learned from the weekly group meetings (Nadler & Nadler, 1989)(as cited in Tansky & 
Cohen, 2001). As mentioned in previous paragraph, the binder the managers created and made 
available to the subordinates was for them to draw inspiration from it, and to use as tools in their 
day-to-day work. The knowledge was tangible enough to be written down and had been gathered 
for a period of time. It was these two managers’ perspective that the incentive for creating the 
binder was to standardize a way in which the subordinates could handle certain situations when 
facing the customer. The use of this example shows an indication towards Initiating Structure in 
their Leadership Behaviours, as the goal was to increase profit for the firm. The idea of the 
binder was highly appreciated by the two managers’ boss, who stated that the folder was going to 
get implemented at other regional offices of Dahl. In this example, the managers creation and 
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utilization of the binder made the Knowledge Management more efficient and it increased the 
sharing and exchange of ideas (Theriou, Maditinos & Theriou, 2011).  

The managers were enquired about the use of the intranet, in other contexts than the access of 
education. The managers emphasized that they used it for sharing information in regards to 
customer relationships, in particular the sharing of vital customer information to other regional 
offices, which are crucial for Dahl. The intranet of Dahl can be seen as a type of Knowledge 
Management system which enables the sharing of knowledge inside the firm (Ruggles, 1998). 
One of the managers expressed that he was satisfied with the current situation of Dahl when it 
came to the sharing of knowledge and said that when one subsidiary acquires new knowledge 
about a customer, it is shared through the intranet which increases Dahl’s total knowledge 
capacity. This type of scenario is pinpointed in Davenport, De Long, and Beers (1998) study, 
where the firm they studied transferred knowledge to one site to another in order to solve the 
local dilemmas. This is a similar indicator to how Knowledge Management is handled at Dahl. 

The managers said that there were weekly group meetings and that they encouraged their 
subordinates to share knowledge during these meetings. The managers said that there is 
continuous encouragement to share ideas that may contribute to effective handling of regional 
tasks and to solve problems. In one of the interviews with an employee, he stated that he felt that 
it was easy to contribute with new ideas and share knowledge between units in the firm. The 
employee put an emphasis on the fact that new ideas were encouraged by the managers 
(Feldman, 1996). The empirical data indicated that the managers were taking all the subordinates 
input into consideration when executing a task, which can be seen as their way of handling 
Knowledge Management at Dahl  (Bass & Stogdill, 1990, p. 474). Referring back to Theriou, 
Maditinos and Therious (2011), which states that a leader can make Knowledge Management 
more efficient through the encouragement of an open environment, there is a correlation between 
their statement and the actions of the managers. The empirical data indicated the managers 
created an open environment which spurred the exchange of ideas, which can be interpreted as 
the company’s way of making Knowledge Management more efficient (Theriou, Maditinos & 
Therious, 2011).  

The data generated from the interviews indicate that in order to make sure that the employees 
have enough information in order to perform their respective tasks with high efficiency, the 
employees have the opportunity to participate in internal educational courses. It is up to the 
managers to use their own judgement to decide whether an employee needs to take part in one of 
the educational courses. The courses works as conduits in order for experts to share their 
knowledge to the employees so that they can enhance their knowledge and improve their skills 
(Gutteridge, Leibowitz, & Shore, 1993). If someone is experiencing the lack of knowledge in a 
specific field, the request to improve in that field can be arranged through an education which 
can be held both by internal and external actors. There are scenarios that take place continuously, 
where the sharing of knowledge is done through the use of an external source, the supplier. If 
there is a new product on the market that the managers feel that there would be a contribution to 
the company, they can contact the supplier of the new product to come in to Dahl’s office and 
make a demonstration in order to share his or her knowledge regarding the product (Theriou, 
Maditinos & Theriou, 2011). 
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The managers were enquired if they had the opportunity to make requests regarding educational 
courses that they felt were lacking in the current range of courses available. It was the consensus 
of all the managers, which stated that they had the ability to request that new courses be added in 
order to help with the problem. It can be argued that the level of influence that the managers 
have at Dahl in that aspect is Considerate. Referring to Theriou, Maditinos and Theriou (2011) 
the managers in this scenario are the ones enabling the creation of knowledge that will be shared 
through the newly created courses. 
 
5.3.2 Knowledge Acquisition 
The intranet at Dahl allowed the regional managers to acquire essential knowledge regarding 
new products, new employees and upcoming events. Through the interviews it was found that 
the managers used the intranet on a daily basis in order to stay updated with the latest changes in 
the organization. One can argue that the regional managers willingness to acquire knowledge 
through the intranet serves as indicator of how they make Knowledge Management at Dahl more 
efficient. Storey and Barnett (2000) argues that the leadership of an organization makes 
Knowledge Management more efficient, where the leaders acquire knowledge from outside the 
organization (as cited in Theriou, Maditinos & Theriou, 2011). The way that the the managers 
make Knowledge Management more efficient is when they distribute the acquired knowledge 
further into the organization where it is used in order to increase the overall performance of the 
regional office. Referring back to Lee and Choi (2003), which states that knowledge is one of the 
most crucial assets of an organization, one can argue that the regional managers incentive with 
the acquiring of knowledge is to strengthen the overall performance of the regional office by 
expanding its total knowledge pool. 
 
The regional managers often have meetings with customers in order to make sure that they have 
everything they need and are pleased with the current situation. In that sense, the managers and 
the customers have a strong relationship, meaning that they have open communication on a daily 
basis. The managers received input from customers regarding improvements for the regional 
offices, the input can be seen as knowledge which the managers accumulate.  
 
Through the secondary data regarding, courses available at Dahl, it was established that there 
were several courses available in their intranet and also through the parent company as well as 
other external actors. By having this wide range of courses and possibilities to learn from 
coworkers due to the free and open communication between them and the close relationships 
with their suppliers, an employee at Dahl can acquire knowledge from Dahl´s entire network.  
 
 
5.4 Employee Development 
Employee Development is the employees’ learning and educational experience in an 
organization. The development of the employees is driven by the actions undertaken by their 
superiors (Nadler and Nadler, 1989)(as cited in Tansky & Cohen, 2001). 
 
5.4.1 Education 
The education courses, available to employees at Dahl is executed by both external and internal 
parties. The range of education is distributed from the parent company, Saint-Gobain, as well as 
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from external actors, the managers have significant impact on the selection of which 
subordinates that should take part of the educations available. Regional managers can also 
influence the education by looking at what the regional office and Dahl, as a whole need, and act 
accordingly. By selecting the individuals who need the education can increase the total 
knowledge of the organization. This internal educational network allows the managers to have a 
wide array of educations to send their subordinates to if there is a need for it which will in turn 
benefit the company. The managers stated that, when a subordinate shows ambition for his or her 
task, it is their responsibility to educate and develop the employee’s capabilities further. In that 
sense, the Employee Development is dependent on the perception the managers of Dahl have on 
the employees. According to Schneier, MacCoy, and Burchman (1988) the education provided 
by managers can enhance the skills of the employees. The education at Dahl can be seen as 
Knowledge Management due to the fact that knowledge is transferred from the external party to 
the employees of Dahl, with the aim to increase their performance (Bergeron, 2003) (as cited in 
Theriou, Maditinos & Theriou, 2011).  
 
Through the empirical data, parameters of Employee Development was found. Sales figures and 
the dedicated time that the subordinates spent on their tasks were the main parameters that the 
regional managers worked with. The regional managers aided the employees in their 
development by challenging them with tasks that they were unfamiliar with. The regional 
managers did this by channeling existing customers to the employees. The selection of customers 
were often the ones that had a close connection with Dahl and was willing to help them in their 
development. Another action the regional managers undertook in regards to the development of 
the employees is that they contacted the suppliers of new products, and requested that they would 
come to the regional office and present these products in detail. These suppliers would hold 
informative presentation where all the employees of the regional office were present. The 
incentive behind this action was the fact that the regional managers want to keep the employees 
up to date with the latest products on the market. These two examples serve as indications of 
how regional managers handle the education at Dahl. According to Schneier, MacCoy, and 
Burchman (1988), managers which are involved in the educational process of the employee will 
also enhance their skills in the process. Taking this in consideration, one can argue that the 
involvement of the regional managers at Dahl will spur the Employee Development. 
 
Employee Development is crucial for Dahl as an organization, as the organization put a 
significant emphasis on the personal meetings with the customers. The regional managers 
conducted personal meetings with the employees in order to track and to follow up on their 
development. The meetings are informal in nature and are often undertaken during lunch hours, 
in order to create a comfortable setting for the employee. This indicates a Leadership Behaviours 
which is Considerate in nature as the regional managers create an open relationship between 
them and their subordinates, with the goal to make the subordinate feel comfortable when 
communicating with them (Bass & Stogdill, 1990, p. 477).  
 
 
5.5 Organizational Capabilities 
Organizational Capabilities is a concept which addresses the core competences of an 
organization (Grant, 1996). Organizational Capabilities is an overarching concept which takes a 
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broad perspective of the firm and its ability to create value by generating significant performance 
specific tasks (Grant, 1996).  
 
The empirical data indicates that knowledge which was acquired from outside the firm were used 
to enhance the Organizational Capabilities. The way knowledge enhanced the Organizational 
Capabilities is through the regional managers, as they share the acquired knowledge to the the 
rest of the organization. As previously mentioned, Dahl is dependent on their personal meetings 
with their customers, any knowledge that touches upon this subject could enhance their 
Organizational Capabilities. According to Grant (1996), Organizational Capabilities is a firm’s 
ability to execute a task with significant results in a repetitive manner. Through the empirical 
data, collected from the regional managers, it was found that Dahl’s success is rooted in their 
ability to provide their customers with optimal logistical solutions. This indicates that the 
logistical system at Dahl is the foundation to their success, thus Dahl’s Organizational Capability 
is one of their logistical system.  
 
One manager addressed the fact that one of the main offers they could present to his customers 
were fast and reliable delivery blended with great service. The managers of Dahl touched upon 
this point at several occasions, and stressed that it was crucial for Dahl to fulfill this promise. 
The knowledge of how they should handle each individual customer is crucial for Dahl and the 
managers are aware of this. The regional managers make sure to distribute their knowledge that 
they acquire from outside the firm in order to enhance the company's logistical system. There 
were several ways the regional managers did this. One example is the fact that the managers 
made sure that the employees possessed the required knowledge in order to fulfill their tasks. 
This indicates that when the tasks are executed in the most efficient way, the core competence of 
the firm would prosper, thus the Organizational Capability of Dahl is enhanced by this action. 
 
The managers at Dahl have the ability to select which individual, and what type of education the 
individual should participate in. The development of  their employees serves as an indicator to 
how the regional managers can affect the Organizational Capability at Dahl. This paper’s 
empirical data, in accordance with Grant (1996) argues that HQ provides the necessary 
Knowledge Management tools, in terms of different educations, so that subordinates and 
managers have the ability to develop their specialized knowledge. 
 
 

6. Discussion 
 

In the following section the analysis and theoretical concepts will be tied together, through a 
coherent explanation and discussion. The theories, concepts and analysis will come into play 
throughout the discussion, with the aim to answer the research question. The focus of the 
discussion will mainly be on Knowledge Management and Leadership Behaviours as these are 
the main concepts of the thesis. 

 
 
6.1 Leadership Behaviours and Knowledge Management 
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This study conducted an analysis of the regional managers, the leaders, at Dahl in order to gain 
insight into their Leadership Behaviours in regards to Knowledge Management. By analysing 
how the managers operate and share knowledge to their subordinates, a perception of their 
behaviours was established. The authors then examined the actions undertaken by the regional 
managers in terms of Knowledge Management. Examples of actions were the use of intranet, 
open-door policies, and weekly group meetings. This study conducted the analysis by branching 
Leadership Behaviours into the categories Initiating Structure and Consideration. 
 
6.2 Initiating structure connected to Knowledge Management  
The fact that the regional managers divided the subordinates into roles as well as communicated 
clear expectations to them indicates a tendency of Initiating Structure in their Leadership 
Behaviours. The Leadership Behaviours of Initiating Structure is often associated with 
result-orientation and a structured way of operating (Bass & Stogdill, 1990, p. 525). Taking this 
into consideration, one can argue that the Leadership Behaviours of the regional managers 
influenced the Knowledge Management at Dahl by setting up clear roles. The managers made 
sure that the subordinates knowledge were allocated to the most efficient role, by evaluating if 
the subordinates have sufficient knowledge in order to perform delegated tasks. This combined 
with the fact that the regional managers put an emphasis on the flexibility in the roles at Dahl, in 
the sense that everyone should help each other where help is needed, indicates how the Initiating 
Structure in Leadership Behaviours influenced Knowledge Management. As they allocate the 
knowledge held by individuals to the different roles, their incentive was to increase the end result 
of the regional office. Fleishman (1973) states that Initiating Structure is the degree a leader 
defines their role and the role of the subordinates with the orientation towards goal attainment. 
Based on the empirical data of this study, both managers and subordinates have clear and defined 
roles. However, the leadership at Dahl allows flexibility in roles, which means that both 
managers and subordinates can share their knowledge when they provide help to others within 
the firm. 
 
According to Storey and Barnett (2000), Knowledge Management can become more efficient 
through an organization’s leadership, when the leaders encourage the subordinates to share their 
knowledge with colleagues (as cited in Theriou, Maditinos & Theriou, 2011). In that sense, the 
Leadership Behaviours of Initiating Structure influenced Knowledge Management, as the 
allowance of flexibility in the roles encouraged the subordinates to act in a prestigeless manner 
and share their ideas and knowledge through interaction with colleagues.  
 
Through the analysis, this study found that one of the Organizational Capabilities at Dahl was 
effective logistics. However, in order for the flow of logistics to run efficient, interferences to the 
flow needed to be mitigated. An example would be an employee lacking knowledge in one area 
which has negative effects on the logistics. In order to clear the interference, flexibility was an 
important factor, due to the fact that managers were able to go beyond their role and provide help 
to the employee. By providing the subordinates with the required knowledge for the task, the 
regional managers facilitate the Organizational Capabilities at Dahl.  
 
6.3 Consideration connected to Knowledge Management  
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Leaders who are Considerate in their Leadership Behaviours perceive their subordinates as 
equals, and also encourage Socialization among subordinates. In the analysis it was found that 
the manager at Dahl attempted to create an open environment in order to increase the flow of 
knowledge at the regional offices. Examples of how they did this was through open-door policies 
and weekly group meetings. These examples serves as indicators to how Considerate Leadership 
Behaviours at Dahl affected Knowledge Management. By encouraging Socialization and the 
implementation of open-door policies, the managers created an open environment where 
obstacles regarding the flow of knowledge were mitigated. One of the employees said that, he 
would step into the manager’s office regardless of whether the door was opened or closed. This 
is due to the open communication at the office that the managers have initiated and maintained. 
Knowledge Management is therefore influenced by managers initiative of creating an open 
environment, which is strengthened by Theriou, Maditinos and Theriou’s (2011) study. In their 
study, Theriou, Maditinos and Theriou (2011) concluded that leadership enables Knowledge 
Management by creating an open environment where knowledge flows freely. 
 
Through the analysis it was found that the regional managers at Dahl used mentoring as a form 
of education for their staff, an example would be that the managers sometimes brought a 
subordinate with them to a customer where they learned directly from the managers. Education 
and mentoring can be seen as managers’ actions towards developing employees skills (Schneier, 
MacCoy, & Burchman, 1988). According to Wilson and Elman (1990) mentoring is the act 
where a more experienced individual transfers their knowledge to a less experienced individual. 
In that sense, the regional managers are working as mentors towards the employee in order to 
educate them. 
 
One can argue that the Employee Development of subordinates was enabled through the 
mentoring process of the regional managers, as the knowledge was transferred from the regional 
managers, with years of experience, to the less experienced employees (White, 1959) (as cited in 
Tansky & Cohen, 2001). Mentoring is therefore a crucial aspect of the Knowledge Management 
at Dahl, as one of the essential parts of their business is personal meetings with customers. As all 
customer relationships are unique, mentoring provides aid to subordinates in their personal 
development where they acquire knowledge of how to maintain good customer relationships. It 
can be argued that the managers’ focus on individuality in the mentoring process indicates 
Consideration in their Leadership Behaviours. This argument is strengthened by Bass (1990) 
study, which states that individuality is one of the key factors of Considerate leadership. In that 
sense, the Considerate Leadership Behaviours influenced Knowledge Management through the 
practise of mentoring. The regional managers have an overview of the organization and usually 
more knowledge and experience will have a tendency to lead other employees in the right 
direction. From there, influencing factors can be identified between why mentoring is used in 
such a wide range at Dahl in comparison with the standardized education.  
 
 

7 .Conclusion
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This section of the thesis brings up the conclusions and summary of the research. Conclusions 
regarding how Leaderships Behaviours utilizes Knowledge Management will be presented in this 
section.

 

This research question of this paper is: “How does Leadership Behaviours influence the 
utilization of Knowledge Management?”. To examine Leadership Behaviours at a deeper level, 
this thesis has conducted a case study of a HVAC-firm located in Sweden. This thesis was able 
to find influencing factors towards Knowledge Management through Leadership Behaviours.  

The Leadership Behaviours of Initiating Structure is often associated with result-orientation and 
a structured way of operating. The managers of Dahl made sure that the subordinates’ knowledge 
were allocated to the most efficient role, by evaluating if  the subordinates have sufficient 
knowledge in order to perform delegated tasks. The empirical case suggests that flexible roles 
correlate to the employees going beyond their initial tasks, meaning that the flexibility increased 
the utilization of Knowledge Management. This is the encouraging factor that allows for sharing 
of knowledge through the use of flexible roles. In that sense, the Leadership Behaviours of 
Initiating Structure influenced Knowledge Management as the allowance of flexibility in the 
roles encouraged the subordinates to act in a prestigeless manner and share their ideas and 
knowledge through interaction with colleagues. Leaders who were clear in the Initiating 
Structure aspect put expectations on employees, which forced them to learn and acquire 
knowledge in order to complete their tasks in an effective way. The managers used deadlines and 
encouraged the employees to gather knowledge and share it with others in the organization. In 
order for Dahl’s end goal to be achieved, which is the delivery of goods, logistics need to run 
smoothly, and that is one of Dahl´s primary Organizational Capabilities.  

The Leadership Behaviours of Consideration indicates a leader which involves subordinates in 
the decision making process. The considerate leader also have a willingness to share knowledge 
to other units in the firm. The influence that considerate Leadership Behaviours has on 
Knowledge Management is revealed by the managers’ use of open-door policies, as it enhanced 
the flow of knowledge throughout the firm. The open-door policies enabled the employees to 
share ideas and knowledge to the manager without hindrances.  
 
The encouragement of Socialization between units in the organization can be seen as an 
influencing factor to Knowledge Management, as the manager encouraged the communication 
and sharing of ideas. Theriou, Maditinos and Theriou’s (2011) study concluded that leadership 
makes Knowledge Management more efficient by encouraging an open environment where 
knowledge is mutually shared. This study has strengthened this claim by providing the 
perspective of Leadership Behaviours and how it acts and an influencer to Knowledge 
Management. This study found that the managers, used a medium in order create an open 
environment in order to inspire the sharing of knowledge between them and the employees. 
Leaders which have Leadership Behaviours that is Considerate in nature perceive their 
colleagues as equals, meaning that they show a tendency towards individuals as unique. The 
individuality is displayed through the act of mentoring. The managers tailored the mentoring 
process by looking into traits regarding the employee. The outcome of the empirical data showed 
that managers with tendencies towards Consideration utilized Knowledge Management by 
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encouraging the mentoring of new employees. Mentoring is also used in order for employees to 
develop their knowledge regarding the different tasks they are expected to do. The concept of 
Employee Development was used as an analytical tool to illustrate as to how the development of 
employees served as an influencing factor between Leadership Behaviours and Knowledge 
Management. 
 
 

8. Further Research and Managerial Implications 
 

This section provides an insight into how this thesis adds value to the two research fields 
Knowledge Management and Leadership Behaviours. The later part of this section touches upon 
the subject of recommendation for managers. 

 

This research creates possibilities for further research in the field of Knowledge Management as 
well as the field of Leadership Behaviours. Focusing on only one of the Leadership Behaviours 
the further research could conduct research into how specific Leadership Behaviours controls the 
flow of knowledge within a firm. Another suggestion to further studies in the field of Knowledge 
Management could be to focus on what specific Organizational Capabilities within a firm that 
enables Knowledge Management. This could be done by investigating a firm’s key processes in 
relation to Knowledge Management. 
 
Researching how business culture affects Leadership Behaviours is another suggestion this thesis 
gives to further research. As previously mentioned in the methodology chapter, business culture 
is an overarching factor to any business, therefore, a blend between business culture and 
Leadership Behaviours could lead to further insight into the research field of Leadership 
Behaviours. The business culture could be analysed through the perspective of the subordinates 
and how they perceived their leader’s behaviours. In that sense, a coherent picture of the 
phenomenon can be presented. 
 
This thesis suggests that the relationship between Knowledge Management and Leadership 
Behaviours should be explored in a different industry where more tacit knowledge is present. 
The technology industry is heavily dependent on Knowledge Management as the knowledge is 
stored in the IT departments where the source to knowledge is being created. The R&D division 
at a high-tech firm is highly recommended as a further research environment due to previous 
statements. An important aspect, that became clear when investigating Leadership Behaviours, is 
how the level of involvement a leader displayed in the organization reflected upon how many of 
the different traits the leader possessed. Based on this research, the authors speculate that further 
indications of both Initiating Structure and Consideration could be found in leaders that are 
highly involved in the company. Therefore, this thesis suggests further research into the 
involvement of the leaders and how the key characteristics are identified.  
 
This thesis recommends that managers should strive to create an open environment where the 
sharing of knowledge is encouraged. Due to the fact that an open environment often results in the 
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sharing of ideas, which can serve as a competitive advantage in today’s industries. Knowledge is 
highly important for an organization, thus the open environment can help an organization acquire 
knowledge that otherwise might have been been lost. This thesis recommends that managers 
should try to avoid standardized treatment of the subordinates as this often stagnates the working 
environment, instead they should strive to create an open environment where everyone feels 
involved.  
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