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Abstract
Ineffective knowledge transfer strategies can negatively affect knowledge creation and
employee motivation. Nonprofit business leaders who struggle with knowledge transfer
among department staff are at a high risk of not improving employee motivation.
Grounded in Kahn’s organizational theory on leadership and structure, the purpose of this
qualitative multiple case study was to explore the knowledge transfer strategies used by
nonprofit business leaders to transfer knowledge among departmental staff and to
improve employee motivation. The participants comprised business leaders and staff,
consisting of 2 executives, 2 managers, and 2 departmental staff members from a
nonprofit charter school management company in North Texas who successfully
transferred knowledge among departmental staff to improve motivation. Data were
collected from semistructured interviews, direct observation and document review of
operating procedures, written organizational policies, and knowledge transfer best
practices. Thematic analysis was used to analyze the data. Four themes emerged: emails,
individual contact, shared platforms, and group meetings. A key recommendation is that
nonprofit business leaders implement knowledge transfer strategies utilizing a shared
platform to ensure professional competency and increase employee motivation. The
implications for positive social change include the potential for nonprofit business leaders
to renew organizational culture through successful knowledge transfer strategies that

improve employee motivation and support the community’s economic development.
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Section 1: Foundation of the Study

Implementing knowledge transfer strategies may benefit nonprofit business
leaders to capture and retain knowledge from employees. Knowledge transfer strategies
are limited within a nonprofit organization; Knowledge needs should be identified,
written up, and supported to ensure an organizational success (Rathi, Given, & Forcier,
2016). The adverse effects on employee motivation and internal engagement were the
primary factors for my decision to conduct this study on employee motivation and
knowledge transfer strategies within a nonprofit organization. The key was to identify the
relevance to departmental staff that knowledge transfer has at each level of authority and
how the successful implementation of knowledge transfer strategies can play a decisive
role in social change.

Background of the Problem

Successful knowledge transfer strategies are based on employee intrinsic
motivation and job design and can increase cooperative climate and organization (Llopis
& Foss, 2016). Knowledge creation is beneficial to a company and encourages employees
to transfer knowledge, creating a suitable work environment; leaders can transfer
organizational values and visions and encourage employee involvement in knowledge
creation and transfer (Sothan, Sinsen, Ripeng, Loy, & Ros, 2017). Knowledge
acquisition through knowledge transfer is an organization's strategic asset (Bollinger &
Smith 2001). The use of organizational leadership may ensure positive social change by

incorporating knowledge transfer strategies that encourage project ownership and



2
increase opportunities for their employees to grow as a contributing professional member

of society.

Problem Statement
The success of knowledge transfer strategies is based on interpersonal trust and
respect that leadership holds a significant role in maintaining in order to encourage
positive employee motivation and behavioral intention. (Shao, Feng, & Wang, 2017). The
U.S. Bureau of Labor Statistics (2020) reported that as of July 2020, 5.0 million job
separations occurred; voluntary leave was at 2.1%, and the involuntary leave was only
1.2 % (BLS, 2020); knowledge transfer behaviors and employee motivation can be
predicted by cooperative climate and intrinsic motivation (Llopis & Foss, 2016). The
general business problem was that nonprofit business leaders without adequate
preparation and business strategies are unable to transfer knowledge among departmental
staff, which results in a lack of employee motivation. The specific business problem is
that some nonprofit business leaders lack strategies to transfer knowledge among
departmental staff to improve employee motivation.
Purpose Statement
The purpose of this qualitative multiple case study was to explore strategies used
by nonprofit business leaders to transfer knowledge among departmental staff to improve
employee motivation. The target population consisted of business leaders and staff from a
nonprofit charter management company in North Texas who have successfully

transferred knowledge among staff to improve motivation. The results of this study may



contribute to better communication among leaders and staff within Texas nonprofit
organizations, thus increasing stakeholder satisfaction by improving sustainability and

innovation through improved employee motivation.

Nature of the Study

The three research methods include qualitative, quantitative, and mixed methods
(Saunders, Lewis, & Thornhill, 2015). To explore strategies used to transfer knowledge
among leaders and department staff and thus advance employee motivation, | selected
qualitative methodology in this study. With a qualitative method, a researcher can better
understand the phenomena and identify themes or patterns using open-ended questions to
collect data (Morse, 2015). The quantitative method is statistical and offers validity by
examining the relationships among a study’s predictor/independent and
dependent/response variables (Heale & Twycross, 2015). Mixed methods involve
qualitative and quantitative methods (Van Cauter, Verlet, Snoeck, & Crompvoets, 2017).
I am not identifying a relationship between variables; therefore, quantitative and mixed
methods are not appropriate for this study.

The qualitative designs, phenomenological, ethnography, and case study were
evaluated to identify the proper design for this research. The basis of a phenomenological
design consists of identifying the meanings of the participant’s experiences with the
phenomena. The phenomenological design was not appropriate for this study because it
did not explore participants’ lived experiences. Ethnography characterizes individual

people and cultures. The ethnographic design was not appropriate for this study because



the focus of this study was not on exploring the culture. To determine what strategies a
nonprofit charter school management company in North Texas used to transfer
knowledge and advance employee motivation, I used the case study design. Using a
single case study design would allow for data collection from only a single company,
making the study vulnerable to bias; a multiple case study would provide additional
validity (Yin, 2018).
Research Question
What strategies do nonprofit organization leaders use to transfer knowledge
among departmental staff to advance employee motivation?
Interview Questions
1. How efficient is knowledge transfer within your organization?
2. Why is employee motivation important to your organization?
3. What strategies are you using to operationalize knowledge-sharing among
departmental staff to increase employee motivation?
4. Based on your organizational experience, how does knowledge transfer
contribute to advancing employee motivation?
5. What else would you like to share regarding strategies for knowledge transfer
within your organization that has resulted in motivating your organization’s

employees?



Conceptual Framework

Kahn’s organizational theory on leadership and structure, developed in 1966, is
based on various organizational structure and leadership dimensions that are influential
over mechanical compliance with the common directives of an organization (Kahn, 1989;
Katz & Kahn, 1966). Organizational theory on leadership is based on bureaucracy,
rationalization, and labor (Kahn, 1989; Katz & Kahn, 1966). Katz and Kahn (1966)
identified that organizational leadership is an integrative strategy that empowers
employees to lead from the top, middle, or bottom of an organization. An extension of
Kahn’s organizational theory on leadership was validated by Tepayakul and Rinthaison
(2018) when they identified that there is a positive relationship between job satisfaction
and employee engagement (Vorina, Simonic & Vlasova, 2017), collaborating with
Abraham (2012) that employee engagement is defined as the degree workers feel job
satisfaction and emotional connection to the success, innovation, and retention that
results in improved productivity. Kahn’s organizational theory on leadership can expand
the management of interdependencies with related ideas that capture the real aspects of
why leaders may not encourage knowledge transfer due to neglecting employee
engagement or motivation (Kahn, 1989). Direct observation may offer a more defining
aspect to the internal relationships among staff and leaders to explain how nonprofit
leaders affect knowledge transfer strategies between leaders and departmental staff to

increase company employee motivation and organizations’ sustainability.



Operational Definitions

Employee motivation: Employee motivation is the extent to which employees
engage efficiently with coworkers and management, respectively (Cruz, Pérez, &
Cantero, 2009).

Human capital: Human capital is the identification of individual attitudes,
competencies, experience, skills, tacit knowledge, and other favorable human traits
identified by their employer (Mohd Noor, Hajar, & Idris, 2015).

Intellectual capital: Intellectual capital refers to the knowledge related intangible
assets that may contribute to the achievement of competitive advantage (Mohd et al.,
2015).

Knowledge sharing: Knowledge sharing is the process of exchanging information
between individuals to create a valued knowledge base for all involved (Le et al., 2018).

Knowledge transfer: Knowledge transfer is the process of collaborating and
sharing knowledge about one’s duties or organization that includes but is not limited to
historical data, expertise, and directives from one source to another (Schmidt &
Muehlfeld, 2017).

Assumptions, Limitations, and Delimitations
Assumptions

Assumptions are facts considered to be genuine but are not verified. Assumptions

risk not being applied under appropriate conditions (B6hme, Childerhouse, Deakins, &

Towill, 2012). There are three assumptions in this study. The first assumption is that the



participants gave information and reply with honesty in the interview questions. The
second assumption is that the selected participants are responsible for maintaining
knowledge transfer used within their organization. The third assumption was that
organizations could use knowledge transfer as a form of internal communication.
Limitations

Limitations refer to the weaknesses of the study outside of the researcher's control
that may influence the findings (Brutus, Aguinis, & Wassmer, 2013). There are three
limitations to this study. The first limitation is employee knowledge and capability to
transfer information at the level or degree needed to utilize a successful information-
sharing platform. The second limitation is that organizational structures had an alternative
emphasis on knowledge sharing across various authority levels. The third limitation is
that internal relationships may pose a barrier to data collection if employees do not feel
comfortable relaying information on their knowledge-sharing strategies.
Delimitations

Delimitations refer to exclusions of factors or components that focus on
exceeding the defined boundaries of this study (Podsakoff, MacKenzie, & Podsakoff,
2012). There are two delimitations in this study. The first delimitation is that only charter
management companies used in this study to narrow the scope within the nonprofit
sector. The second delimitation is that only employees who are engaged in knowledge

sharing for group completion of projects or tasks are selected for this study instead of



employees on the receiving end of knowledge sharing to individually complete projects
or tasks.
Significance of the Study

Contribution to Business Practice

This study’s findings and conclusion may be valuable to business by revealing
strategies that improve departmental and interdepartmental communications. Identifying
such factors can prevent unnecessary costs in additional work time, slow project
completion, loss of highly qualified staff, and even improved innovation opportunities.
Each time a task is delayed due to incomplete information or inadequate organizational
absorptive capacity to retain relevant information, time is lost, the additional cost is
incurred, and employee motivation is depleted (Scaringella & Burtschell, 2017).
Successful strategies for transferring knowledge may contribute to employee motivation
through skill development, which increased personal confidence, thus contributing to a
strong organizational structure that may encourage knowledge transfer seamlessly and
increase corporate sustainability and innovation.
Implications for Positive Social Change

Economically disadvantaged and at-risk students may benefit from the findings
from this study. Implementing strategies for knowledge sharing that promote employee
motivation may encourage employee commitment to companies’ mission and vision
statements, thus benefiting the community and students with complete and cohesive

processes that ensure growth through education and enriched opportunities. Employees



may benefit through professional and personal development with implemented cohesive
corporate strategies on knowledge transfer, which can positively impact the quality of
education for the community by ensuring that group tasks and projects are completed
promptly through a robust knowledge transfer process. The results of this study may
promote positive social change by encouraging improved services and innovation through
advanced employee motivation to contribute to a higher level of education being offered
to the community youth and enriching the lives of our future leaders.
A Review of the Professional and Academic Literature

The purpose of this qualitative multiple case study was to explore strategies used
by nonprofit business leaders to transfer knowledge among departmental staff to advance
employee motivation. Shuck, Rocco, and Albornoz (2011) signified the literature review
is essential to ensure the use of multiple sources to identify the conceptual framework as
the lens to analyze the phenomena under study. Seven percent of the literature review
was peer-reviewed and published in 2019; 11% was peer-reviewed and published in
2018; 30% was peer-reviewed and published in 2017; 11% was peer-reviewed and
published in 2016; 11% was peer-reviewed and published in 2015; 5% was peer-
reviewed and published in 2014; the remaining 25% was peer-reviewed and published
before 2015. This literature review was conducted using EBSCOhost, Business Source
Complete, and Academic Search Complete; | used these keywords: knowledge transfer,
knowledge sharing, nonprofit, strategic planning, employee trust, organizational

leadership, employee motivation, human capital, and intellectual capital.
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Organizational Leadership

Duncan (2006) conducted a qualitative study on three theories about motivation,
organizational, process, and structure behavior and each's historical origins.
Organizational behavior is essential to structure and operations, thus influencing
employee motivation through process and procedures. The foundations in business
education that an organization demonstrates can determine employee engagement
(Duncan, 2006). The focus of this study was on various leadership theories on employee
motivation. The author highlights different methods but draws light on the impact of
foolishness in decision making has a significant effect on the effect on the identity and
future of organizational behavior and sustainability. The author contributed to my study
by outlining various leadership theories that align with Robert Kahn’s organizational
theory on leadership.

Farrell (2017) conducted a qualitative study on the reflection of leaders on
knowledge management. The importance of encouraging knowledge transfer or
knowledge management is to infuse knowledge and decision making across an
organization and promote communication among personnel for informed practices
(Duncan, 2006; Farrell, 2017). According to Farrell (2017), social connections within an
organization are the basis for a formal structure and encourages employees to share
expert insights and past experiences that may contribute to decision making. Farrell
(2017) noted that the turnover rate in personnel in our current economy is high due to

employee switching positions or companies. Communication is the key to the transitional
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process, including new hires to change management or transformational management
(Farrell, 2017). Farrell (2017) compared knowledge management to that of librarians
transferring data from one location to another. This type of communication was identified
as essential for sustainability (Farrell, 2017). The findings from this study were useful in
determining the strategic implementation of knowledge management.

Self Determination Theory

Foss, Pedersen, Fosgaard, and Stea (2015) conducted a mixed-method study using
self-determination theory to evaluate motivation differences in varying staff levels using
reward systems, job design, and work climate encourage knowledge sharing. Foss et al.
(2015) found that human resource management (HRM) cohesively influenced employees
rather than isolate behavior. The researcher’s interpretation of the data collected revealed
that motivation for knowledge sharing was more robust with the introduction of rewards,
the work climate was neutral, and the staff was hired based on an internal fit (Foss et al.,
2015). However, there was high regard to rewarding for knowledge sharing and the lack
of external motivation to maintain a stable working environment with shared knowledge.
Employees demonstrated that sharing knowledge was an internal reward alone, that by
sharing information with their leaders and peers brought a harmonious atmosphere that
opened the door for opportunities within the organization. Hence, knowledge sharing was
done for internal satisfaction by individuals. This study was based on a quantitative
method that offered validity to the data collected; these findings may add to my research

by enforcing the internal gratification employees have for sharing knowledge based on
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knowledge management techniques that fostered inner satisfaction instead of external
reward systems.

Park, Chae, & Choi (2017) conducted mixed-method research using cost signaling
theory (CST) to explore the need for status as a hidden motive of knowledge-sharing
behavior to identify proactive steps to motivate employees to share knowledge as well as
practical implications of knowledge management, employee motivation, and job design.
Eighteen companies in South Korea were sent questionnaires for 146 employees and 42
leaders. Park et al. (2017) identified that employees safeguard information as a self-
interest’s perspective to ensure their sustainability for the company as a need for status.
Some employees withhold information. Higher social standing and prestige were other
driving forces that motived employees to withhold information (Park et al., 2017). The
findings from this study may contribute to my research by offering validation on
employee motivation redirected not to transfer knowledge.

Transformational Leadership

Le, Lei, Phouvong, Than, Nguyen, and Gong (2018) conducted a quantitative
study on the mediation effects of optimism and self-efficacy in the relationship between
transformational leadership and knowledge sharing within 80 Chinese firms. Three
hundred and sixty-five participants were selected at random within various departments.
Surveys were conducted to evaluate the qualifications of each participant to ensure proper
alignment of each hypothesis. The researchers identified that through transformational

leadership, both knowledge and human capital are built (Le et al., 2018). Positive
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organizational behavior that benefits a range of outcomes is key to the study, such as
work attitudes, job performance, and job satisfaction. Le et al. (2018) identified that
employees' self-efficacy is a product of the leader’s vision and implementation of that
vision. TL was a key component of successful knowledge sharing and employee
satisfaction by building human and knowledge capital. According to Le et al. (2018), the
ability to successfully share knowledge is based on leadership ability to foster and create
an environment where employees feel success personally.

Alvarez-Gonzalez, Garcia, Rey, and Sanzo (2017) used a quantitative method to
evaluated nonprofit organizations and the relationships built with internal and external
stakeholders and the alliances with other organizations to gain corporate sustainability.
Alvarez et al. (2017) used a conceptual framework to evaluate corporate social
responsibility (CSR) for achieving social and economic goals. Relationship marketing
was the framework used in the study to gain more significant extent factors that would
explain the development of successful inter-organizational relationships that focused on
transformational partnerships (Alvarez et al., 2017). Alvarez et al. (2017) identified that
internal marketing to departments such as Human Resources enabled nonprofits to
communicate more effectively with internal stakeholders. Building internal relationships
was another primary finding that Alverez et al. (2017) identified during their
investigative process. The occurrence of data validating through a sampling of multi-item
scales to measure the model of constructs for employee sense of loyalty was evident.

Employees genuinely enjoyed the relations with their company when they experienced;
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the feeling of a long-term investment with the company, their feelings were considered
by the company, if the company was trustworthy, and if the employees felt that the
company was transparent. Findings included some advantages of the professionalization
of mission advancement and improvement of internal performance measures (Alverez et
al., 2017). There were limitations to this empirical study due to demographic focus. This
study may contribute to the possibility of doing a mixed method to evaluate the variables
related to knowledge sharing and employee motivation.

Ding, Choi, and Aoyama (2018) conducted a quantitative study on the
relationship between wise leadership, knowledge management capability, and innovation
performance. Transformational leadership was the basis of the theoretical framework.
Ding et al. (2018) reviewed data to identify if guidance positively relates to innovation
performance based on knowledge management capability. Questionnaires structured to
follow the Likert scale based on seven factors were used to ensure validity; questions
include the use of knowledge acquisition, knowledge sharing, knowledge use, and
creating a shared context, which may contribute to my study on various aspects of the
terminology used in knowledge management. Ding et al. (2018) found that leadership and
knowledge management capabilities had the positive function of improving innovation
performance by enhancing the leaders' practice wisdom and strengthening the
organization; this may contribute to my study in validating knowledge transfer

contributes to employee motivation.



15

Ewell (2018) used a qualitative single case study to examine the use of
transformational leadership (TL) theory within a South Texas College student population.
The single case study was used due to the researcher’s findings that the community's
contextual conditions would be b