
Pakistan Journal of Management and Social Issues (PJMSI) 
http://www.pjmsi.com/index.php/ojs 

Volume 3, Issue 2 (2025) 

 

Qayash            ISSN (Online): 3006-1946, ISSN (Print):  3006-1938, ISSN (CD-ROM):  3006-1954               26 

KNOWLEDGE MANAGEMENT PRACTICES AND EMPLOYEE COLLABORATION 
IN MULTINATIONAL COMPANIES IN PAKISTAN 

 
Qaisar Qayash 

University of Science and Technology Bannu  
Email: lollypop22@gmail.com 

 
Abstract 
This study investigates the relationship between knowledge management (KM) practices and employee 
collaboration in multinational companies (MNCs) operating in Pakistan. With increasing globalization 
and digital transformation, effective KM has become critical to organizational success. This research 
explores how knowledge sharing, organizational culture, technology adoption, and leadership influence 
collaboration among employees in MNCs. A mixed-method approach using surveys and interviews was 
employed to collect data from 300 employees across five MNCs in Pakistan. Findings reveal that effective 
KM practices significantly enhance collaboration, innovation, and performance. Implications for 
managers and policy recommendations are discussed. 
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Introduction 
Background 
Knowledge is increasingly recognized as the most strategic resource in modern organizations. In 
multinational companies (MNCs), knowledge management (KM) practices are critical for maintaining 
competitive advantage, fostering innovation, and improving employee performance. MNCs operating in 
Pakistan face unique challenges due to cultural diversity, hierarchical organizational structures, and uneven 
technological adoption. These challenges often impede knowledge sharing, making employee collaboration 
essential for organizational learning and success (Nonaka & Takeuchi, 1995). 

Pakistan has witnessed rapid globalization and digitalization, leading many MNCs to adopt KM systems. 
However, cultural norms, management hierarchies, and resistance to sharing information can limit the 
effectiveness of these systems. Furthermore, collaboration across geographically and culturally dispersed 
teams introduces complexities that require structured knowledge management and leadership support 
(Khan & Farooq, 2019). 
 
Problem Statement 
Despite the recognized importance of KM and collaboration in organizational performance, there is limited 
empirical research examining these relationships in the context of MNCs in Pakistan. Existing studies often 
focus on Western contexts or generalize findings across industries, neglecting the socio-cultural and 
technological specificities of emerging markets. Without an understanding of how KM practices influence 
collaboration in Pakistani MNCs, companies risk underutilizing knowledge resources, reducing employee 
engagement, and limiting innovation. 
 
Research Questions 
This study aims to address the following questions: 

1. What is the current state of knowledge management practices in MNCs operating in Pakistan? 
2. How do knowledge management practices influence employee collaboration? 
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3. Which organizational factors (e.g., culture, leadership, technology) moderate the relationship 
between KM and collaboration? 

4. What challenges and barriers do MNCs face in implementing KM practices in Pakistan? 
 
Objectives 
The objectives of this study are: 

 To assess the effectiveness of KM practices in MNCs in Pakistan. 
 To explore the link between KM and employee collaboration. 
 To identify cultural, technological, and leadership factors that facilitate or hinder KM effectiveness. 
 To provide managerial and policy recommendations for improving knowledge sharing and 

collaboration. 
 
Significance of the Study 
This research contributes to both theory and practice. Theoretically, it expands the KM literature to include 
MNCs in emerging markets, addressing gaps in understanding cultural and technological moderating 
factors. Practically, it provides actionable insights for managers and policymakers seeking to enhance 
collaboration, innovation, and organizational performance in Pakistan. 
 
Literature Review 
Knowledge Management: Concepts and Practices 
Knowledge Management (KM) involves systematically capturing, storing, sharing, and applying 
knowledge within an organization to enhance performance (Alavi & Leidner, 2001). Core KM practices 
include knowledge creation, knowledge storage/retrieval, knowledge sharing, and knowledge application 
(Gold et al., 2001). Knowledge creation refers to generating new insights through innovation, research, or 
employee experience. Knowledge storage ensures that valuable information is codified for easy retrieval, 
while sharing facilitates collaboration among teams. Finally, knowledge application ensures that knowledge 
is effectively used in decision-making and operational processes. 
 
Employee Collaboration 
Collaboration is the coordinated effort of employees to achieve common goals. It is influenced by trust, 
communication, organizational culture, and technology adoption (Hansen, 1999). In MNCs, effective 
collaboration is essential due to dispersed teams, cross-cultural differences, and complex operational 
structures. Collaboration fosters innovation, improves problem-solving capabilities, and strengthens 
organizational knowledge flows (Carmeli & Tishler, 2004). 
 
Knowledge Management and Collaboration in MNCs 
Previous studies show that structured KM practices directly enhance collaboration. For example, Gold et 
al. (2001) found that organizations with integrated KM systems experienced higher employee engagement 
and productivity. Similarly, Latif & Hussain (2024) highlighted that KM practices are particularly critical 
in emerging markets where cultural and technological barriers exist. 
 
MNCs face unique challenges in Pakistan: hierarchical organizational structures can inhibit knowledge 
flow, while cultural norms may discourage open communication (Khan & Farooq, 2019). Technology 
adoption also plays a moderating role; companies with advanced KM tools tend to have more effective 
collaboration (Shair et al., 2023). 
 
Moderating Factors 
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Several organizational factors moderate the relationship between KM and collaboration: 
 Culture: A collaborative and supportive culture encourages knowledge sharing. 
 Leadership: Managers who model knowledge-sharing behaviors promote collaboration. 
 Technology: KM platforms and digital tools facilitate communication across dispersed teams. 

 
Conceptual Framework 
The conceptual framework hypothesizes that: 

 Knowledge management practices positively influence employee collaboration. 
 Organizational culture, leadership, and technology adoption moderate this relationship. 

 
Methodology 
Research Design 
This study employs a mixed-method research design, combining quantitative and qualitative approaches to 
provide a comprehensive understanding of how knowledge management (KM) practices affect employee 
collaboration in multinational companies (MNCs) in Pakistan. The quantitative component allows for 
statistical analysis of relationships among variables, while the qualitative component captures contextual 
factors, perceptions, and organizational practices that cannot be fully explained through surveys alone. 
 
The study uses a cross-sectional design, collecting data from multiple companies at a single point in time. 
This approach is appropriate for examining existing KM practices and employee collaboration patterns 
within MNCs. 
 
Population and Sample 
The target population comprises employees working in multinational companies operating in Pakistan 
across diverse sectors, including information technology (IT), fast-moving consumer goods (FMCG), and 
telecommunications. 

 Population size: Approximately 3,500 employees across five MNCs in Pakistan. 
 Sample size: 300 employees, selected to achieve a confidence level of 95% and margin of error of 

±5%. 
 Sampling technique: Stratified random sampling was used to ensure representation across 

departments (HR, operations, IT, marketing) and job levels (entry, mid-level, managerial). This 
ensures that findings reflect the experiences of diverse employees within MNCs. 

 
Data Collection Instruments 
Quantitative Instrument 
A structured questionnaire was developed to measure the following constructs: 

1. Knowledge Management Practices (KMP): 
o Knowledge creation: Items measuring generation of new ideas, innovation, and problem-

solving. 
o Knowledge storage and retrieval: Items measuring documentation, database usage, and 

accessibility. 
o Knowledge sharing: Items measuring peer-to-peer sharing, interdepartmental 

communication, and collaboration platforms. 
o Knowledge application: Items measuring the practical use of knowledge in decision-

making. 
2. Employee Collaboration (EC): 
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o Items measuring team communication, cooperation, joint problem-solving, and mutual 
support. 

All items were measured on a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). 
 
Qualitative Instrument 
A semi-structured interview guide was developed for managers and team leaders to explore: 

 Challenges in implementing KM practices. 
 Organizational culture and leadership influence on collaboration. 
 Technology adoption and its role in facilitating knowledge sharing. 

Interviews lasted 30–45 minutes each and were audio-recorded with participant consent. 
 
Validity and Reliability 

 Content validity: Items were adapted from established scales in prior KM and collaboration 
literature (Alavi & Leidner, 2001; Gold et al., 2001; Hansen, 1999). Expert review from two senior 
researchers ensured relevance and clarity. 

 Construct validity: Confirmatory Factor Analysis (CFA) was conducted to confirm the underlying 
factor structure of the KM and collaboration scales. Factor loadings above 0.6 were considered 
acceptable. 

 
Reliability: Cronbach’s alpha coefficients were calculated for each scale: 

o Knowledge Management Practices: α = 0.88 
o Employee Collaboration: α = 0.91 

These values indicate high internal consistency. 
 
Data Collection Procedure 

1. Permission was obtained from HR departments of participating MNCs. 
2. Surveys were administered electronically via Google Forms and email. 
3. Interviews were conducted in person and online, depending on participant availability. 
4. Participation was voluntary, and confidentiality was assured. 

 
Response rate for surveys was 85%, resulting in 255 usable questionnaires. All 15 managers scheduled 
interviews, providing qualitative insights. 
 
Data Analysis 
Quantitative Analysis 

 Descriptive statistics: Mean, standard deviation, and frequency distributions were calculated for 
all variables. 

 Correlation analysis: Pearson correlation coefficients assessed the strength and direction of 
relationships between KM practices and employee collaboration. 

 Regression analysis: Multiple linear regression examined the impact of KM practices on 
collaboration. Moderation analysis tested whether organizational culture and technology adoption 
influenced the strength of these relationships. 

 
Qualitative Analysis 

 Interviews were transcribed verbatim and analyzed using thematic analysis. 
 Coding was conducted iteratively to identify recurring themes and patterns. 
 Themes included barriers to knowledge sharing, role of leadership, and technological enablers. 
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Ethical Considerations 
 Participants provided informed consent before data collection. 
 Data were anonymized and securely stored. 
 Participation was voluntary, and respondents could withdraw at any time without consequences. 

 
This detailed methodology ensures the study is replicable, rigorous, and transparent. The combination of 
survey and interview data strengthens the validity of the findings, while stratified sampling ensures 
representativeness across departments and hierarchical levels. 
 
Results 
Descriptive Statistics 
Table 1 presents the descriptive statistics for the main variables: Knowledge Management Practices (KMP) 
and Employee Collaboration (EC). 
 
Table 1. Descriptive Statistics 
Variable N Mean SD Min Max 
Knowledge Creation 255 4.02 0.57 2.5 5.0 
Knowledge Storage & Retrieval 255 3.85 0.62 2.0 5.0 
Knowledge Sharing 255 3.98 0.54 2.5 5.0 
Knowledge Application 255 3.91 0.60 2.0 5.0 
Employee Collaboration 255 4.05 0.51 2.5 5.0 

Interpretation: Employees generally perceive KM practices positively, with knowledge creation and 
sharing scoring slightly higher than storage and application. Collaboration scores are also high, suggesting 
an overall collaborative environment in MNCs. 
 
Correlation Analysis 
Pearson correlation coefficients were calculated to examine the relationships between KM practices and 
employee collaboration. 
 
Table 2. Correlation Matrix 
Variable 1 2 3 4 5 
1. Knowledge Creation 1 

    

2. Knowledge Storage & Retrieval .62** 1 
   

3. Knowledge Sharing .74** .66** 1 
  

4. Knowledge Application .68** .70** .72** 1 
 

5. Employee Collaboration .71** .65** .73** .70** 1 
Note: p < 0.01 
 
Interpretation: All KM practices are significantly and positively correlated with employee collaboration, 
with knowledge sharing showing the strongest relationship (r = 0.73). This suggests that employees who 
actively share knowledge also engage more collaboratively. 
 
Regression Analysis 
A multiple linear regression was conducted to assess the impact of KM practices on employee collaboration. 
Knowledge creation, storage, sharing, and application were independent variables, and employee 
collaboration was the dependent variable. 
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Table 3. Regression Results 
Predictor B SE B β t p 

Knowledge Creation 0.32 0.07 0.29 4.57 <.001 
Knowledge Storage & Retrieval 0.18 0.06 0.16 3.00 .003 
Knowledge Sharing 0.41 0.08 0.34 5.13 <.001 
Knowledge Application 0.25 0.07 0.21 3.57 <.001 

Model Statistics: R² = 0.58, F(4,250) = 85.5, p < .001 
 
Interpretation: All four KM practices significantly predict employee collaboration. Knowledge sharing 
has the strongest effect, indicating that encouraging employees to exchange knowledge is crucial for 
collaboration. 
 
Moderation Analysis 
Moderation analysis tested whether organizational culture and technology adoption amplify the effect of 
KM on collaboration. Interaction terms were added to the regression model. 

 Organizational culture significantly moderated the KM-collaboration relationship (β = 0.18, p = 
.02). 

 Technology adoption also showed a positive moderating effect (β = 0.21, p = .01). 
 
Interpretation: MNCs with supportive culture and modern KM technologies see stronger links between 
knowledge practices and collaboration. Organizational interventions focusing on culture and technology 
can thus maximize the benefits of KM. 
 
Qualitative Insights 
Thematic analysis of interviews highlighted several factors affecting KM and collaboration: 

1. Leadership Support: Managers who actively share information and encourage open 
communication foster higher collaboration. 

2. Cultural Barriers: Hierarchical structures and fear of losing individual advantage can hinder 
knowledge sharing. 

3. Technological Tools: Effective KM platforms, intranets, and collaboration software facilitate 
easier knowledge transfer. 

4. Training and Awareness: Employees need formal training on KM systems and collaboration 
expectations. 

 
Interpretation: These qualitative findings complement the quantitative results, showing that structural, 
cultural, and technological factors play a critical role in translating KM practices into actual collaboration. 
 
Discussion 
Theoretical Implications 

 Confirms that KM practices are critical for collaboration in MNCs, supporting prior research (Gold 
et al., 2001; Latif & Hussain, 2024). 

 Extends existing KM literature to the context of emerging markets, highlighting the moderating 
role of culture and technology. 

 Demonstrates that knowledge sharing is the most influential KM practice for collaboration. 
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Practical Implications 
 Managers should foster a culture that rewards knowledge sharing and collaboration. 
 Organizations should invest in digital KM platforms and provide training to employees. 
 Policy-makers can encourage standard KM frameworks for MNCs to improve cross-cultural 

collaboration. 
 
Limitations 

 Limited to five MNCs, may not generalize to all industries. 
 Cross-sectional design prevents causal inference. 
 Self-reported data may include bias. 

 
Future Research 

 Longitudinal studies tracking KM and collaboration over time. 
 Industry-specific research to understand sectoral differences. 
 Comparative studies between MNCs and local firms in Pakistan. 
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