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ABSTRACT

Purpose: The main is to assess the impact of intelligent leadership in Kenyan
universities on knowledge sharing behavior.

Approach/Methodology/Design: The research was motivated by Path Target
Theory. An explanatory research design was adopted with a positivism approach.
The target population consisted of 6400 and a selection of 366 academic workers
from 14 chattered Nairobi County Kenyan universities. The study used a
stratified technique to select the academic staff of the university into 14 strata
representing each university in Nairobi County, Kenya, using simple random
sampling. The study used a stratified technique to select the academic staff of the
university into 14 strata representing each university in Nairobi County, Kenya.
Both descriptive and inferential statistics were used for analysis while hypotheses
were tested using multiple regression.

Findings: The regression results indicated that emotional leadership (f = 0.37,
p<0.05) and spiritual leadership (f = 0.11, p<0.05).

Practical Implications: In addition, this study recommends that intelligent
leadership in the sharing of knowledge is necessary in order for university
leaders to consider leadership areas in university.

Originality/value: The study concluded that a high percentage of intelligent
leadership results in improved behavior of sharing employee knowledge that is
essential to transform Kenyan universities and drive behavior of sharing
knowledge.

INTRODUCTION

Knowledge sharing is considered one of the most important aspects of knowledge management
(Gupta et al., 2000), and knowledge management systems rely on knowledge sharing to be
successful (Wang et al., 2010). Information management research argues that organizational
knowledge and individual learning at the group level derive from collaboration, exchange and
sharing between colleagues. Transferring of knowledge, knowledge sharing has its own place
and importance in knowledge management (Ozler et al., 2006).

In addition to promoting but also limiting the sharing of knowledge, many physical,
technological, psychological, cultural and personal factors have effective roles. Despite the
many benefits of knowledge sharing, researchers and implementers often argue that people do
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not share their knowledge with others in many instances (Davenport, 2008). In addition, they
say that knowledge sharing is unnatural and there are many reasons for individuals to refrain
from sharing their knowledge with others.

According to Ikhsan and Ronald (2004), time is insufficient and motivation is not enough for
sharing, and the culture of knowledge sharing is lacking. In addition, inadequacy in knowing
what to share with whom, restricted appreciation of sharing knowledge and fear of gaining
false knowledge can also impede acts of sharing knowledge (Majid et al., 2009). Furthermore,
a study of the literature on the activities of people sharing information reveals that the
motivations and factors involved in activity, such as knowledge sharing, are still difficult to
understand in-depth and examine in detail (Holste & Hou, 2015). Therefore, understanding
what inspires people to share their knowledge and what prevents them from sharing it is
important.

One of the factors that can play an important role intelligent leadership can influence their
knowledge-sharing efforts. Knowledge sharing and organizational behavior are aspects of
leadership and are linked to each other (Yadav, et al., 2019). Higher education and smart
leadership are considered essential components of each nation's education system, which could
probably play a key role in achieving the objectives. In leadership theory, modern trends aim to
interpret leadership through the lens of imaginative and intelligent phenomena. Intelligent
leadership is a constructive dialogue between leaders and supporters that makes it easier to
bring together their efforts to achieve a shared vision.

Intelligent leadership's task is to create abilities, generate collective enthusiasm, and expand the
knowledge capital of an organizational balance between current activity and planning for the
future is provided by the adoption of such an approach at universities. (Cheng et al., 2014).
Leaders’ key qualities include the ability to negotiate and make decisions, strategic and critical
thinking, and the ability to manage talent and teams, taking into account values, personalities,
and personal values (Cheng et al., 2014).

Nevertheless, although smart leadership is a key asset, studies have less focused on how smart
leadership impacts (Cheng et al., 2014). Therefore, since recent studies have found that human
knowledge doubles on average every 13 months, the need to examine how to research the
conduct of academic employees in higher education, especially in Kenya, to share knowledge
(Schilling, 2013), should be enhanced, definitely calling for the development of knowledge
sharing strategies in higher education institutions. The study thus examined the effect of
intelligent leadership on the behavior of knowledge sharing.

LITERATURE REVIEW

The theory of the path-goal explains how subordinates are directed by a leader to achieve
designated goals. In the early 1970s, in the leadership literature in the works of House (1971)
and House et al., 1974, the path target theory first appeared, based heavily on studies on what
motivates workers. The path-goal theory emphasizes the relationship between the styles of a
leader, the characteristics of subordinates and the work environment, in contrast to the
situational approach, which suggests that a leader must adapt to the developmental level of
subordinates, and in light of the contingency theory, which emphasizes the match between the
style of a leader and specific variables (House et al., 1971).
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The fundamental principle of this model, according to Oluwatoyin (2006), is that leadership
behavior should be motivating and satisfying to the extent that it increases subordinate goal
achievement and clarifies the behavior that will contribute to these goals/rewards. The derived
expectation theory is an assumption of path-goal theory, which suggests that subordinates will
be motivated if they think they are able to perform their work; if they believe that their efforts
will lead to a certain result and if they believe that the payoffs for performing this work are
worthwhile (House, 1996).

To explain how leaders motivate subordinates to be productive and satisfied with their work,
the Path goal theory was developed. Conceptually, intelligent leadership requires three primary
components, vision, hope/faith, and altruistic love, as the leader's values, behaviors, and
behavior, respectively. Vision refers to a bright future that makes workers feel the meaning of
life and intrinsic self-worth. Hope/faith reflects the leader's trust in the achievement of the
vision, elevated levels of which will inspire subordinates to achieve the organizational goal.

Hypothesis Development

Leadership is essentially an emotional activity, whereby the emotional states of followers are
perceived by leaders. As Mayer et al. (2000) indicate, a high degree of emotional intelligence
allows a leader to be better able to control how members of the workgroup feel and to take
appropriate action. People in leadership positions need to express and share positive emotions
(Prati et al., 2003) and lack of emotional control is associated with leadership ineffectiveness
(Prati et al., 2003; Goleman, 1998b). Managers with a high level of emotional intelligence may
encourage employees to address the possible impacts of stress (Goleman, 2006).

A significant part of emotional intelligence is the control of emotions and the power of others.
It includes impacting people and interacting with them effectively (Mathews et al. 2004).
Managers with high emotional intelligence achieve high levels of creativity and conflict
management (Goleman, 2010). The emotional state of leaders can either encourage or impede
employees' job performance. The above definition shows that in managing one's relationships
with others effectively, emotional intelligence plays a critical role. To highly effective leaders,
elevated emotional intelligence is available.

A well-trained, incisive and insightful person cannot make a good leader without it (Mayer,
et.al 2010). High emotional knowledge and emotional regulations have been deemed important
to institutions (Allen, 2013). Research has shown that emotional intelligence is a big predictor
of key operational problems such as job success and successful leadership of teams. Managers
with high emotional intelligence achieve high levels of creativity and conflict management
(Goleman, 2010).

The emotional state of leaders may either promote the job success of employees or hinder
them. The above description indicates that emotional intelligence plays a critical role in
handling one's relationships with others effectively. Elevated emotional intelligence is
available to highly successful leaders. The product of leadership is emotional intelligence. A
well-trained, incisive and insightful person cannot make a good leader without it (Mayer et al.,
2010). An emotionally intelligent leader can say how important a problem is to another in
order to prioritize the important issues. The greater the emotional intelligence of leaders, the
more leaders use emotions to manage close relationships, and the more they are able to
demonstrate efficient results (George et al., 2000). In addition, in order to support a team and
the working group, it has been proposed that leaders must develop good emotional
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relationships with team members and be able to handle those relationships effectively (George
et al., 2000).

It is argued that leadership is fundamentally an emotional process in which leaders understand
and control the emotional states of followers (Humphrey, 2002) and in which A critical
component of leadership effectiveness is emotional intelligence, especially as leaders interact
with teams and workgroup members. In two ways, emotionally intelligent leaders help team
leaders inspire team members to work together towards team goals. Leaders often serve as a
transformative influence on team members. In this way, leaders empower team members to
work towards increasing team efficiency and success, promoting engagement dynamics
between team members, building interpersonal trust and motivating participants to adopt the
articulated vision (Goleman et al., 2002). Thus the hypothesis:

HO1: intelligent leadership has no significant effect on knowledge sharing behavior in
Kenyan universities.

METHODOLOGY AND PROCEDURES

This study emphasized positivism by providing a profile to explain relevant aspects of the
phenomenon of interest from an individual, organization to industry to the researcher by
using the explanatory analysis study to analyze the cause-effect relationship and describe the
characteristics of the variables of interest in a case. The target population consisted of 6423
academic staff from 14 chattered universities in Nairobi County's main campuses only and
not satellite campuses and constituents of university colleges (Commission of University,
2018). A sample size of 376 academic employees was picked. After that, using simple
random sampling, the respondents to the questionnaire were selected. For each stratum where
the pre-specified size is drawn separately in different strata, this was achieved by assigning a
consecutive number from one (1) to the Nth number.

For example, for Nairobi University, a consecutive number was assigned from one (1) to
1783 in the analysis. The data containing the academic staff's 1783 names were then entered
into SPSS, and a random sample of 106 out of 1783 was chosen randomly.

Using a questionnaire, primary data was obtained. The method for data collection was a
questionnaire for this analysis. The questionnaires were used as a data collection method to
enable the researcher, by answering specific research questions, to achieve the specified
objectives in the collection of primary data based on the five-point Likert-type scales.
Reliability and Validity of variable measurement. In this analysis, the Intelligent Leadership
Model by Keikha et al (2017), which consists of Emotional Leadership (6items) and Spiritual
Leadership (6 items), was used to measure intelligent leadership, which is the independent
variable (IV) (While the Dependent Variable (DV) Knowledge Sharing activity was
calculated by the scale of knowledge sharing (Kankanhalli et al., 2005), which consists of
eight objects, was adopted.

The reliability of this analysis was calculated by using previous studies and Cronbach’s
Alpha test validated scales (Saunders, et al., 2007) and those things with an alpha coefficient
of 0.7 and above were accepted (Fraenkel & Wallen, 2000). The adoption of a highly
accurate instrument was used and carried out using Cronbach alpha on the questionnaire
objects. In most relevant study, however, the appropriate threshold is 0.7 thresholds
(Fraenkel & Wallen, 2000) and that influenced this research.

Reliability findings were obtained in this analysis as all the variables had more than 0.7
(see 4.15) Construct validity which is the degree to which a test tests what it claims or claims
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to be the calculation or appropriateness of the inferences (often test scores) made based on
observations or measurements, specifically whether the intended construct is assessed by the
test. From Wieland et al (2017). Size objects were tested by principal component extraction
with varimax rotation to determine the construct validity. In this research, the Kaiser-Meyer-
Olkin (KMO), The Bartlett Test, is critical and confirms the appropriateness of the factor
analysis for the data set.

Table 1. Reliability and Validity of Measurement of Variables

(KMO and Bartlett's Test) Loadings Eigenvalue \j/:r CR AVE
KSB(KMO=.731. 42=1529.73, p=.000,Cronbach's

Alpha=.0718) 3.21 33 0.78 048

KSB1 0.74

KSB2 0.73

KSB3 0.63

KSB4 0.55

KSB5 0.53

KSB6 0.83

KSB7 0.74

KSB8 0.73

Emotional leadership (KMO=.837. 42=2799.053, p=.000,

Cronbach's Alpha=.0.761) 511 6389 092 062

EL1 0.89
EL2 0.88
EL3 0.87
EL4 0.83
EL5 0.83
EL6 0.77

Spiritual leadership (KMO=.591 %2=1816.05, p=.000,

Cronbach’s Alpha=.612) 3.002 37529 084 045

SP1 0.82
SP2 0.75
SP3 0.67
SP4 0.65
SPS 0.64
SP6 0.94

Source: Author 2020
Analytical Model

The field data collected was entered, cleaned, and inspected for preliminary assumptions in
SPSS (Statistical Package for Social Scientists) version 22, and then subjected to statistical
analysis using descriptive and inferential statistics. The study's research priorities and
research theories inspired the data analysis. This included the conceptualization of the
multiple regression model. To analyze the effect of Intelligent Leadership on knowledge
sharing behavior. A prediction model was developed by this. Therefore, to analyze data,
multiple regression analysis was used for this report. A measure of the predictive ability of
the model was given by R2, the determination coefficient. The null hypotheses were either
rejected at level p<0.05, or were not rejected at level p>0.05.
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RESULTS AND DISCUSSION

The study was planned to collect data from 376 respondents, but data from 337 respondents
was collected successfully. This reflects an 89.62 percent response rate for the entire survey,
of which 39 were further discarded due to either lack of response or insufficient filling. This
answer falls within the confines of Anderson et al. (2003), as presented in table 4.1, a broad
sample size. In addition, Babbie (2007) asserts that a 60 percent response rate is fine, 70
percent is very good, and for a sample, above 80 percent is excellent. The effect of
descriptive statistics indicates that no missing values have been recorded, so no deletion. This
research used the Mahalanobis D2 measure to classify multivariate outliers and deal with
them.

Univariate outliers are taken care of by treating multivariate outliers. However, it does not
actually take care of multivariate outliers to handle univariate outliers (Hair et al., 2010).
Mahalanobis D2 was then determined using SPSS linear regression techniques, followed by a
chi-square value estimation. Provided that 5 things were used, 4 reflect the degree of freedom
with p<0.001 Tabachnick and Fidell in the chi-square table (2013). This implies that any case
with a Mahalanobis D2 probability value of less than 0.001 is a multivariate outlier and
should be deleted. Cases with a value of less than 0.001 have therefore been removed from
further study.

Sample characteristics

In the results, the profile of the respondents was 50.1 percent male, and 49.9 percent female.
The findings show that both male and female workers are almost evenly distributed, while
male employees form the majority. If both male and female individuals are allowed to share
their experiences, the outcome of the company is likely to be greater. Workers have the skills
needed to perform their duties efficiently. As such, the work experience of workers is part of
the human capital of companies. The study showed that employees have the skills needed to
perform their duties effectively. As such, the educational attachment of staff. The implication
is that the employees possess the required skills to give reliable information about the study
problem.

Univariate Analysis

All items that did not follow loading requirements were dropped after factor analysis and data
was transformed by having the means of the items loaded to the respective factors and from
categorical to interval scale by getting the average score for all items in each variable after
factor analysis. The means of the different derived factors were then used for further study.
The data transformation results are shown in Table 1. All items that did not follow loading
requirements were dropped after factor analysis and data was transformed by having the
means of the items loaded to the respective factors and from categorical to interval scale by
getting the average score for all items in each variable after factor analysis. The means of the
different derived factors were then used for further study. The data transformation results are
shown in Table 1. All items that did not follow loading requirements were dropped after
factor analysis and data was transformed by having the means of the items loaded to the
respective factors and from categorical to interval scale by getting the average score for all
items in each variable after factor analysis. The means of the different derived factors were
then used for further study. The data transformation results are shown in Table 1.
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Table 2. Univariate Analysis

Emotional Spiritual
n=337 Mean Std.Dev  KSB leadership Ie; dership
KSB 4.166 0.726 1
Emotional leadership  3.745 0.745 .666** 1
Spiritual leadership 3.666 0.754 533** 502** 1

** Correlation is significant at the 0.01 level (2-tailed).
Source: Research Data (2019)
Tests for Regression Assumptions

Statistical assumptions were tested to decide if the data fulfilled the assumptions of
normality, heteroscedasticity, multicollinearity and autocorrelation. It was based on these
findings that the association and prediction experiments were carried out. The results
confirmed that data normality was not a problem because K-S and S-W tests of all the
variables were not significant. Hence, for multivariate analysis, the data distribution in the
study was accurate. Furthermore, tolerance values of less than 0.1 suggest that
multicollinearity is present. The results showed that for all of the independent variables, the
VIF values were below 10 and the tolerance values were above 0.1. This suggests there was
no existence of multicollinearity for all the independent variables. The Durbin Watson (DW)
statistics are used to assess autocorrelation in the residuals from a statistical regression
analysis. The results showed a strong auto correlated association between all the independent
variables and the actions of sharing information.

Homoscedasticity was calculated by Levene's test, which indicated non-violation of the
assumptions of autocorrelation. Homoscedasticity is not a concern for all the variables, based
on Levene statistics, p-value > .05. This implies that there is a linear relationship and there is
no need to address a non-linear transformation of data or a quadratic term. The assumptions
of homoscedasticity of variance in this study were, therefore, supported.

Hypothesis Testing (Multiple Regression)

To measure the coefficients of independent variables with knowledge-sharing behavior, a
multiple linear regression analysis was performed. Approximately 66 percent of the overall
variance in information sharing behavior (R= .81, R2 = .66) was the combined prediction of
all the variables. The regression model showed that all the independent Variables were jointly
expected, as shown in Table 4. Thus, using emotional leadership and spiritual leadership, the
model was sufficient to predict information sharing behavior.

The hypothesis (HO; :) claimed that emotional leadership had no significant impact on the
conduct of information sharing among academic staff in Kenyan universities. Emotional
leadership had a positive and significant effect on knowledge-sharing behavior (f = 0.37,
p<0.05). Thus, the hypothesis was rejected. The implication is that good Emotional
leadership enhances knowledge sharing behavior among universities staff. In regards to the
effect of Emotional leadership on employee knowledge sharing, the findings suggested that
workers who have strong Emotional leadership are usually realistic in what they can and
cannot do thus improving the quality of knowledge sharing. Self-aware workers are normally
not self-critical or naively hopeful so they don’t spend a lot of time criticizing themselves for
being too ambitious.

Emotional leadership empowers employees to do self-reflection and be thoughtful thus staffs
evaluate themselves from time to time. Self-aware people typically find time to reflect quietly
on their ways of life and performance and improve where they fall short. Self-aware people
can pre-think things over before taking any actions and this enables them to make better
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decisions and judgments which improves the quality of their performance and knowledge
sharing. This confirmed the study of Victoroff and Boyatzis (2012) that reported that
Emotional leadership has enabled employees to know themselves and thus recognize their
behaviors when under the spotlight and this in return enabled them to direct their behaviors
towards achieving their set targets. Being self-aware also enables the employees to constantly
remain conscious both as individuals and when in teams and this has been a very big factor in
their positive knowledge sharing. This has been verified by recent studies that the altruistic
intent of a person predicts information sharing behaviors (Matzler et al., 2008).

Table 3. Regression Coefficient of Study Variables

Unstandardized Coefficients Standardized Coefficients
B Std. Error Beta T Sig.
(Constant) 0.37 0.16 2.39 0.02
Emotional leadership 0.36 0.04 0.37 9.37 0.00
Summary Statistics
R 0.81
R Square 0.66
Adjusted R Square 0.65
Std. Error of the Estimate 0.43
Change Statistics
F Change 127.88
dfl 5.00
df2 331.00
Sig. F Change 0.00
Durbin-Watson 1.84

a Dependent Variable: KSB

Source: Research Data (2020)
CONCLUSION AND SUGGESTION

Based on the findings, it is concluded that emotional leadership outcomes contribute to
increasing sharing of employee information. In whatever decisions they make and in doing
their job, staff who had good emotional leadership were realistic. From the results, there was
a minimal element of emotional intelligence as a basis for self-reflection and thoughtfulness.
Self-aware individuals usually find time to self-evaluate has had a major impact on success
and information sharing, and the management of universities in Kenya needs to find a way to
enable their workers to think about things rather than respond impulsively. Improving the
intelligent leadership skills of employees leads to increased employee performance and
sharing of expertise, which then contributes to achieving overall organizational performance.
The study suggested that if they need better employee information sharing, universities in
Kenya should support their employees to develop their emotional leadership. Universities
need to concentrate on training employees to have good emotional leadership so that in
whatever decisions they make and in doing their job, they can be practical. It is important to
motivate self-aware workers to refrain from voicing themselves anyway and to be excessively
self-critical or naively hopeful in doing their job. Emotional leadership can serve as a
propensity for thoughtfulness and self-reflection. Intelligent leadership needs to be supported
and promoted so that workers are better able to judge their actions and make very informed
decisions.
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Further Research

The study focused only on a case of chartered Kenyan Universities that is insufficient to infer
the impact of emotional intelligence and intelligent on knowledge sharing behaviour. Further
studies on the impact of emotional intelligence on knowledge-sharing behaviour and
transformative leadership on comparative study must also be carried out by using other
moderators to compare the findings of various universities. To obtain precise results specific
to a given university based on its existence or venue, a survey may also be performed. In
order to obtain confirmatory or divergent views of outcomes, further study may be carried out
on universities, technical schools, and polytechnics.
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