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Abstract

This study aims to examine the impact of knowledge management on organizational culture and self-
efficacy with the mediating role of social networks among senior education managers in Sari County. This
applied research used a descriptive-survey method and field-based data collection. The statistical
population included 440 senior education managers in Sari County in 2021, of which 205 were selected
using stratified random sampling based on gender and Morgan’s table. Data were gathered using four
standardized questionnaires: Knowledge Management (Fazeli, 2011), Organizational Culture (Denison &
Fey, 2007), Self-Efficacy (Sherer & Maddux, 1982), and Social Networks (Mojaradi et al., 2014). Data
analysis was performed using SPSS and LISREL software, applying Kolmogorov-Smirnov tests,
confirmatory factor analysis, and structural equation modeling. The Kolmogorov-Smirnov test confirmed
the normality of all variables. Model fit indices indicated an acceptable fit, with x?/df = 1.667, RMSEA =
0.075, and acceptable values for CFl, NFI, and GFI. The indirect effect of knowledge management on
organizational culture through social networks was 5.78, and on self-efficacy was 10.68—both exceeding
the critical threshold of 1.96—indicating statistical significance at the 95% confidence level and supporting
the study’s hypotheses. The findings demonstrate that knowledge management significantly enhances
organizational culture and self-efficacy through the mediating role of social networks. Informal
communication channels play a vital role in facilitating knowledge processes and improving organizational
psychological conditions in educational settings.
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Extended Abstract
Introduction
In recent decades, knowledge management (KM) has emerged as a cornerstone of sustainable
organizational development, especially in educational institutions where knowledge creation,
sharing, and utilization lie at the heart of daily operations. Effective KM practices enable
organizations to transform tacit and explicit knowledge into actionable strategies that can enhance
decision-making, innovation, and overall performance (Bharati et al., 2015; Jiang & Gu, 2025).
However, the success of KM implementation depends heavily on the contextual factors within an
organization, particularly organizational culture and individual psychological traits such as self-
efficacy (Pratiwi & Nawangsari, 2021; Zyl-Cillié et al., 2024).
Organizational culture is considered one of the most influential elements that shape knowledge
behavior in the workplace. It establishes the underlying values, norms, and expectations that guide
individuals in acquiring, disseminating, and applying knowledge (A. Ghaedamini Harouni et al., 2023;
Moghimei, 2023). A culture that promotes openness, collaboration, and continuous learning serves
as fertile ground for KM to flourish (Othman & ElKady, 2023; Shea et al., 2023). Furthermore, self-
efficacy—defined as an individual's belief in their ability to perform tasks successfully—has been
shown to influence knowledge-sharing behavior, innovation adoption, and proactive learning among
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employees (Juliansyah et al., 2023; Wahyudi et al., 2019). The interconnection between KM,
organizational culture, and self-efficacy highlights the need to understand how these constructs
interact within real organizational settings.

Another critical element that influences KM effectiveness is the use of social networks. In
contemporary organizations, social networks—both formal and informal—act as conduits for
knowledge transfer, collaboration, and trust-building (Aazami et al., 2023; Bharati et al., 2015). With
the rise of digital communication tools, social networks have expanded beyond physical interactions
to include virtual environments where knowledge is co-constructed and disseminated (Jain, 2024;
Kargaran et al., 2017). In this context, social networks not only facilitate the sharing of knowledge but
also play a mediating role in shaping organizational culture and enhancing psychological outcomes
such as self-efficacy (Pu et al., 2021; Zhang, 2023).

Numerous studies have confirmed the positive impact of KM on organizational outcomes. For
instance, (Nguyen, 2024) emphasized that knowledge-based HRM practices improve innovation
capabilities when supported by an innovative culture. Similarly, (Shemshadi, 2024) argued that
knowledge-oriented leadership and culture significantly enhance organizational performance when
embedded within effective KM processes. Furthermore, research in educational settings has
illustrated how KM can influence school culture, leadership, and learning outcomes (Abbas
Ghaedamini Harouni et al., 2023; Haq Goyan & Meshaikhi, 2023).

However, there is still a need to explore how these dynamics manifest within public education
systems, particularly in managerial roles where strategic decisions have wide-ranging implications.
Despite growing scholarly attention to KM, limited empirical studies have investigated how KM
influences both organizational culture and self-efficacy simultaneously, and how social networks may
mediate these relationships. To fill this gap, the present study aims to examine the effect of KM on
organizational culture and self-efficacy, considering the mediating role of social networks among
senior education managers in Sari County. By doing so, the study contributes to a more holistic
understanding of KM's multidimensional influence in educational organizations.

Methods and Materials

This study employed an applied research design using a descriptive-survey approach. The
population consisted of all senior education managers in Sari County in 2021, totaling 440
individuals. Using the Krejcie and Morgan table, a sample size of 205 participants was determined
through stratified random sampling based on gender.

Data were collected using four standardized questionnaires. The Knowledge Management
guestionnaire developed by Fazeli (2011) contained 33 items across six subscales: knowledge need,
knowledge creation, knowledge organization, knowledge storage, knowledge sharing, and
knowledge-based performance. The Organizational Culture questionnaire, based on the Denison
model (2007), included 60 items across twelve cultural dimensions. The Self-Efficacy Scale,
designed by Sherer and Maddux (1982), contained 17 items measuring initiation, persistence, and
resilience. Finally, the Social Networks questionnaire, adapted from Mojaradi et al. (2014), included
20 items covering usage, type, and trust in social networks. All instruments used a five-point Likert
scale. Data analysis was conducted using SPSS-22 and LISREL software, applying both descriptive
and inferential statistics, including normality tests, factor analysis, and structural equation modeling.
Findings

The Kolmogorov—Smirnov test results confirmed the normal distribution of all variables, with
significance levels greater than 0.05 for knowledge management, organizational culture, self-
efficacy, and social networks. Descriptive statistics showed relatively high average scores across all
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variables, with the highest mean observed in knowledge management (M = 190.96, SD = 36.15) and
the lowest in self-efficacy (M = 52.19, SD = 10.79).

The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy was 0.860, and Bartlett's test of
sphericity was significant (x> = 3183.216, df = 105, p < 0.001), confirming the suitability of the data
for factor analysis. The model fit indices obtained from structural equation modeling indicated a good
fit to the data: x?/df = 1.667, RMSEA = 0.075, CFl = 0.92, NFI = 0.91, GFI = 0.86, and residual mean
square = 0.12.

Path analysis results revealed that the indirect effect of knowledge management on organizational
culture through social networks was 5.78, and the indirect effect on self-efficacy through social
networks was 10.68. Both values exceeded the critical threshold of 1.96, indicating statistically
significant mediation at the 95% confidence level. Therefore, all proposed hypotheses were
supported.

Discussion and Conclusion

The results of the study provide robust empirical evidence for the interconnectedness of knowledge
management, organizational culture, and self-efficacy, with social networks serving as a significant
mediating mechanism. The strong indirect effects observed in the model suggest that when
knowledge management systems are embedded within dynamic and interactive social networks,
they yield more profound organizational and psychological outcomes. These findings underscore the
necessity of integrating communication and relational infrastructures into KM strategies, especially
in educational institutions where human interaction is paramount.

The positive influence of knowledge management on organizational culture highlights the
transformative capacity of knowledge-centered strategies. By fostering values such as shared
learning, collaboration, and innovation, KM can reshape the organizational environment to support
continuous improvement. This finding validates the view that culture is not merely a passive
backdrop but an active participant in the knowledge process. Furthermore, the influence of KM on
self-efficacy demonstrates its potential to empower managers by enhancing their confidence,
problem-solving capabilities, and persistence in facing challenges.

Social networks emerged as crucial facilitators in the knowledge ecosystem. These networks provide
platforms for informal learning, peer support, and timely information exchange. Their mediating role
suggests that organizations must move beyond traditional hierarchical communication models and
embrace network-based structures that promote horizontal collaboration and collective intelligence.
This study also contributes to the understanding of KM within the public education sector, where rigid
bureaucracies and formal procedures often impede innovation. By illustrating how KM can operate
effectively through relational and cultural channels, the study offers a framework for implementing
knowledge strategies that are both practical and transformative. It confirms that knowledge does not
circulate in isolation but is deeply embedded in social contexts that shape its creation, distribution,
and application.

In conclusion, the integration of KM, organizational culture, self-efficacy, and social networks forms
a powerful triad that can significantly enhance organizational capacity in education systems.
Recognizing the synergistic interaction among these elements can inform more nuanced and
effective strategies for organizational development, leadership, and policy-making. As educational
institutions seek to navigate complex challenges, embracing knowledge-driven, culture-sensitive,
and socially networked approaches will be essential for long-term success.
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