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Abstract 

The success of a Project is dependent on the effectiveness of the project team. Project team effectiveness 

(TE) is influenced by knowledge sharing (KS) and employee autonomy (EA). Likewise, team effectiveness is 

fundamental to the achievement of the venture as it will guarantee that the project team is shielded from 

both inside and outside. The focus of this study was to examine the role of Knowledge Sharing on team 

effectiveness with the mediating role of employee autonomy. The context was project-based organizations 

in Pakistan. A convenience sampling technique was used. To collect the requisite information, 

questionnaires were used to collect data from 190 employees working on various projects. The collected 

data was analyzed through various statistical techniques. Results of the study indicate that Knowledge 

Sharing is positively linked with team effectiveness while employee autonomy mediates the relationship 

between Knowledge Sharing and team effectiveness. Recommendations and future research direction are 

mentioned at the last. 

 

Keywords: Knowledge Sharing, Employee Autonomy, Team Effectiveness. 

    

 

Introduction 
 

A project is explained as a momentary effort that is assumed to produce exceptional products or services 

(Cummings, 2004). Project management has gained hype among researchers (Pinjani, 2013). As it is the 

most prominent bustle in organizations nowadays. On the source of exertion of Gao (2019), the undertaking 

the executives believe is different and talk discipline because of auxiliary and social measurements. 

Projects are considered as organizations set up momentarily, and for which recourses are allocated to carry 

out the required work and attain the essential goals (Guinan, 2019). Project management as a procedure 

defines the goals of the project (Akturan, 2016). 

 

In most corporations 'Knowledge' is defined as one of the strongest and significant competitive properties 

(Al-Busaidi, 2017). Project Management is like managing a circus, where every participant not only needs 

to know the acts but timing along with all the other acts. It's the synergy among all the acts which leaves 
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the audience stunning and saying wow. In other words, it is the acknowledgment of knowledge being 

disseminated with well-defined actions and execution time frames. Similarly, knowledge management and 

sharing are of critical importance in project management for the successful delivery of requirements and to 

have that required synergy among all the actions performed by the different teams and individuals which 

guides to achieve that wow from an audience of that project. 

 

In the heavy haze of different concerns, it is a norm to overlook the importance of the knowledge earned 

through the experience gained while working on either similar projects or in similar environments. While 

mentioning the factors which lead to success consistently Amiri (2014) has explicitly mentioned the need 

for an effective mechanism, not only to learn from experience but also to combine explicit and tacit 

knowledge while making learning and implanting that learning into existing practices and processes for the 

successful completion and continuous progression, fun. Disseminating knowledge is the deed performed by 

the knowledge provider who makes knowledge available to benefit others within or outside the 

organization to achieve common goals (Arpaci, 2016). Boer (2011) on the source of the knowledge base 

theory stated that knowledge dissemination is not an exchange of knowledge between awareness suppliers 

or beneficiaries but is dependent only on the behavior of the knowledge disseminator. 

 

Feiz (2017) identified two natures of knowledge sharing, solicited or voluntary. According to them when 

knowledge sharing happened as a result of sending and receiving a request for knowledge is called solicited 

knowledge sharing but in the case of voluntary knowledge sharing is an exchange without any previous 

requests for knowledge. There are three different types of knowledge shared by stakeholders, know-how 

based on the subjective knowledge gained through experience, know-what is the objective knowledge about 

activities, jobs, etc., and dispositional knowledge consisting upon an individual‟s aptitude, talents, and 

capabilities (Luo, 2009). It is a common practice of stakeholders to evaluate the shared knowledge among 

them and most of the time scattered stakeholders assumed that knowledge shared among them is unable to 

describe the common interests or objectives of the tasks on hand in a straightforward manner but rather 

focuses on the adopted processes and overall common goals (Monavvarian, 2014). New knowledge 

construction collaboratively requires the explanation of mutual joint mount of a situation to all involved 

stakeholders leading to the successful knowledge sharing by communicating and interacting with all 

stakeholders (Rastgar, 2014). Although in the framework of development projects, Cohen and Bailey (1997) 

suggested that it is very important for stakeholders to have the ability to manage the knowledge 

interdependencies effectively i.e. who knows what, where to find the required knowledge, from who they 

can ask and how accurate that knowledge is, through expert coordination. The major aim of understanding 

sharing is to mix the present interdependencies and knowledge inside the agency to increase new 

dimensions of know-how to get to the bottom of problems and specific matters more successfully (Fong et 

al., 2018).  

 

Employee autonomy is referred as “the diploma to which the job presents vast freedom, independence, and 

discretion to the character in scheduling the work and in figuring out the methods to be used in carrying it 

out” (Langfred, 2004). Employee autonomy is a complicated notion consisting of many distinctive 

characteristics (Chen & Zheng, 2018). Eventually, individuals with a higher stage of work-related self-

efficacy turn out to be in a position to make positive guidelines to improve the operation of their work unit 

and to talk up about problems that might purpose the unit to trip serious loss (Ahmadi et., 2012). 

Administrators who receive self-sufficiency bolster practices urge their workforce to make their 

inclinations (individual commencement); give representatives significant, valuable, and intelligent 

information about the errands to be performed and the rules to be pursued; and capture representatives' 

sentiments with the guide of communicating compassion (Feiz et al., 2017). By contrast, at the group level, 

solely the coordination issue of transitive memory utterly mediated team performance and group member 

satisfaction; team identification and transitive reminiscence did now not immediately affect team 

effectiveness (Michinov & Juhel, 2018).  
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Alsharo, Gregg, and Ramirez (2017) suggested that future researchers could conduct further exploration of 

the effect of various team-building strategies on team effectiveness. This created the need to conduct 

further research on knowledge sharing and team effectiveness. Further, a mediating relationship of 

employee autonomy was introduced between knowledge sharing and team effectiveness.  

 

This research also subsidizes the current literature on knowledge sharing or team effectiveness. Humans 

with excessive self-efficacy are believed to be extra creative than the people who have low self-efficacy and 

self-efficacy is the self-assurance of an individual in his/her potential to develop novel thoughts and convey 

innovation in the agency (Yang & Chu, 2012). In addition, this study aims at enhancing the knowledge sharing 

and team effectiveness literature by examining the main effect of knowledge sharing on team effectiveness, 

mediating the role of „Employee Autonomy‟.  

 

Literature Review 
 

Knowledge Sharing and Team Effectiveness  

 

KS refers to the arrangement of knowledge and capacity for other people to help and collaborate with 

others in the process of coping with problems, creating new ideas, or utilizing methods or processes 

(Arntzen, 2007; DeDreu, 2007). Learning collaboration may happen by methods for establishing 

correspondence or through exchanges with separate bodies within a framework organization or through 

reporting, managing, and gathering data for other people (Michinov & Juhel, 2018). Although the word KS 

is generally more commonly established than knowledge sharing, scientists are typically referred to by the 

term "KS" as the term "KS" in exploratory experiments where participants are provided with arrangements 

for results, manuals, or programs. Bock et al., (2005) also developed that an area with high KS is highly 

marked, which empowered new thoughts and centered on deceit. 

 

Organizations are disseminated expert bodies and an employer's viewpoint to be knowledgeable of data, 

manipulate it, and make it accessible to the workers to a particularly aggressive advantage (Yang & Chu, 

2012). Colleagues are regularly hesitant to share vital learning among themselves (Alsharo, 2017), and 

cannot be forced to do as such (Moghavvemi et al., 2017). KS provides various advantages, for instance, a 

great implementation test, compensating the organization for providing instruction to company members 

and promoting the organization, planning and developing critical structures within an association, which 

are also a piece of the auxiliary open door for KS (Sabbir et al., 2017). KS is a part that can also delineate 

employee satisfaction by smooth data progress and essential knowledge within the organization (Basaglia 

et al., 2010). 

 

It has been noted that information exchange and combining has a beneficial connection to decreases in 

progress prices, batch implementation, solid progress constraints, and firm execution involving 

negotiations, production, and repayment of new items and organizations (Alsharo, 2017). Individuals' 

knowledge needs have been validated by sharing and by recognizing success relationships with those with 

positive KS characters which have therefore been established and accompanied by KS ability (Bartol & 

Srivastava, 2002). It usually gives the sense that KS has an effect on the operation and authoritative 

structures. KS is anticipated to transform into products and administration and therefore for production in 

line with Pinjani (2013). Thus, the capacity to transfer information from one individual to another 

essentially contributes to the authoritative execution of companies (Al-Busaidi, 2017). The capacity to 

share knowledge rests on the qualities of information, which affect the effectiveness of the sharing and 

compilation of knowledge, the degree and position of knowledge, and the effectiveness of the sharing 

within and through associations (Amiri, 2014). 

 

KS was found to be promptly executed in groups (Hong, 2011). This has appeared in different places such 

as innovative working groups, such as new item improvement groups (Law, 2008; Alsharo, 2017), and 

programming improvement groups (Matzler et al., 2008). During the past several years, the group exam in 
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KS identified a variety of feature-related components (Monavvarian et al., 2014), group styles, relationship 

recognizance (Rastgoo, 2016), basic and decent variety (Sabbir et., 2017). Expanded KS helps colleagues 

reflect on more options, gain from meetings between people and make the knowledge more readily 

available in the group, leading to better basic leadership. Info sharing can help with critical thinking since it 

is possible to better understand the current issue, to structure potential subjects before, and to examine more 

and more different options as opposed to the problem.  

 

Inferred expertise may include some knowledge in customer needs, insights into what can resolve a 

recalcitrant problem, exercises from experience, how many others have gone to comparative questions, and 

information about new developments. The sharing of such implicit information leads to smart thoughts 

adding new items, procedures, and licenses to effective results. Different research suggests that KS is 

fundamental to group execution (Michinov & Juhel, 2018). 

 

TE requires the proper sharing and collection of distributed information by team contributors (Bock et al., 

2005). Then, the team will be less efficient, the complaints will be higher in cost, in conjunction with 

information searching, declaration failure, and statistical confusion and misconceptions (Dasi et al., 2017). 

KS by its members allows good crew effects by making sure that all pieces of a statistical puzzle are 

available for overall performance and excellent selection. This allows the group to meet its working 

conditions and to contribute to the goals of an association by paying little attention to the region. Thus, it is 

assumed : 

 

H1 : Knowledge Sharing has significant relationship with Team Effectiveness. 

 

Mediating Role of Employee Autonomy  

 

Van et al., (2011) developed a progressively all-inclusive form of this possibility contention, 

recommending that any administration work on including the strengthening of representatives through the 

dissolution of fundamental leadership obligations, such as job enhancement or the creation of autonomous 

(self-oversight) working groups, will raise improved TE to the degree that workers face 'change (Chen & 

Zheng, 2018). They suggested that if this type of vulnerability is high, enhanced EA would advance TE, 

with the end product leading to imperfect team presentation in similar circumstances with low basic team 

autonomy. Providing employees with the occupational independence that the association respects the 

information of representatives and perceives their commitments to the objectives of the association (Park & 

Lee, 2014; Al-Busaidi & Olfman, 2017). In the same vein, Langfred (2004) found that EA influenced the 

execution of the group based on observing the sand trust framework within self-supervising groups. Until 

now, no experimental examination has concentrated on which type of authoritative technique strengthens or 

weakens the connections between EA and individual representative results, as it may be. 

 

Autonomy refers to how much the activity gives the person significant opportunity, freedom, and tact when 

planning work and deciding on the strategies to be used when completing that work (Alsharo et al., 2017). 

Autonomy enhances the execution of work because it encourages representatives to invest more significant 

effort. Furthermore, past research reports that self-rule is fundamental for characteristic encounters, such as 

making self-assurance (Mehta, 2018). EA is identified with a range of valuable outcomes, including work 

performance, job execution, duty, inborn inspiration, and inclusion of occupation (Hanaysha, 2016). EA 

was strongly linked to the sharing of knowledge, as it improved the internal inspiration to share information 

(Amiri, 2014). When the role of the employee is linked to an abnormal state of self-rule, there is regularly 

both a likelihood of powerful exhibition and a desire for it. The combination of freedom and capacity 

sharing will establish the execution of work (Doll et al., 2005). The viability of the group was 

operationalized by introducing people to their assigned undertakings.  

 

Recognition of the importance of employee autonomy in the advancement of TE could be traced back to 

the development of socio-technical framework scholars, whose mediations often included the formation of 
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independent or self-supervising work meetings (Michinov et al., 2018). Increased autonomy also reduces 

unnecessary administrative, bureaucratic limitations on the use of knowledge and ability within the group 

to survive, empowering its individuals to distinguish and react to specialized 'changes' more appropriately. 

TE has an impact on the way individuals in the group work together and has the potential to prevent team success 

and effectiveness. For example, it will generally take more time to reach the regular floor and to team up 

effectively without the addition of direct communication groups (Van et al., 2001). Self-rule assumes an essential 

job in the process of social adjustment because it encourages individuals to absorb external social weights 

specifically so that it ultimately supports self-guideline (Pulakos et al., 2003).  

 

Autonomy is linked to the imagination with regard to development, as a direction of self-governance 

inherently implies that one accomplishes something else, with less concern for what is normal. All things 

considered, progress could be limited if autonomy is the essential objective of autonomy (Langfred, 2000). 

This bifurcation is limited to those individuals who worked without anyone else for investigation and 

would be destined to have autonomy/freedom struggles independently of owners who could almost 

certainly have creative imagination just as autonomy (Van et al., 2001). 

 

In principle, the increase in TE arises because there are fewer differences while choices are mentioned at an 

additional level of power, or because representatives of employees at the operational level have definite 

(often inferred) knowledge about the working qualities of the framework now and again, and are thus better 

prepared to detail and apply a powerful reaction if the working qualities of the framework are (Chen & 

Zhong, 2018). Similar objective facts were mentioned in an ongoing meta-scientific investigation, which 

inferred that improved independence has all the allocations that are useful for groups. 

 

Independent employees, however, can overcome such complications. As the Interdependence hypothesis 

suggests, individuals within a group will generally work supportively to achieve a common detached, 

ultimately persuasive group capacity (Hanaysha, 2016). Group members tend to express their emotions 

more unreservedly and directly concerning any social or managerial compulsion (Yang & Chu, 2012). 

Gathering people are in a situation that primarily depends on execution and engagement to check each 

other extra precisely. Group individuals also show less inclination when evaluating each other's overall 

presentation and commitment compared to those in conservative meetings (Amiri, 2014). A knowledge-

centered workforce watches out for self-rule, underscore self-administration, and self-interest in a simple 

leadership process (Blanchard, 1996). It is, thus, hypothesized as: 

 

H2 : Employee autonomy plays a mediating role between knowledge sharing and team effectiveness. 

 

Methodology 
 

For the current study, a survey method has been used, the motive is to determine the relationship between 

KS and TE via EA as a mediator. In this respect, different project-based organizations were targeted.  

 

Sample and Sampling 

 

For the current research, convenience sampling was used. As there are different arguments about the 

population of project-based organizations in Pakistan but the exact population is still unknown as it is in 

initiating phase. Similarly, researchers suggested that when the exact population is not known it is feasible 

to use non-probability sampling techniques.  

 

Instrumentation  

 

The statistics have been gathered via questionnaires adopted from different sources. In the questionnaire, 

the nature of measures concerned is such that all of them i.e. KS, TE, and EA have been led by the staff. 

All the objects in the questionnaire have been spoken back through the usage of a 5-points Likert scale the 
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place 1 (strongly disagree) to 5 (strongly agree). The Questionnaires also carry 4 demographic variables 

that contain Age, Experience, Gender, Qualification, and Designation. 

 

Table 1: Reliability 

S.No Variable Source Items 

1 

 

Knowledge Sharing  Park and Lee (2014) 6 

2 Employee Autonomy  Morris and Venkatesh (2010) 5 

3 Team Effectiveness  DeDreu (2007) 3 

  

Data Collection  

 

Data was collected from supervisors and subordinates for all variables of the current study. Around 400 

questionnaires were distributed among the population. Questionnaires were personally distributed and after 

a week was collected. Among distributed questionnaires, 209 questionnaires were received, and 190 were 

considered fit for further analysis after checking for deficiency or inaccuracy.  

 

The demographic analysis resulted that 64% of the respondents being male while the rest were female. For 

age group distribution we found that most of the employees i.e. 34% between 26-33 years of age and 21% 

were in the 42-49 age group. In the case of experience, 51% of the respondents were having less than 5 

years of working experience.  

 

Results 
 

Data was analyzed through different techniques. Reliability, correlation, and regression analysis were 

conducted to obtain the results.  

 

Reliability Analysis 

 

Reliability analysis was conducted to test the reliability of the measures. 

  

Table 1.  Reliability 

Variables Items Reliability 

(Cronbach‟s alpha) 

KS 6 0.763 

EA 5 0.869 

TE 3 0.788 

   N=190, KS (Knowledge Sharing), EA (Employee autonomy), TE (Team effectiveness), P<.05 

 

In table 1 Cronbach values of instruments have been mentioned. A commonly accepted criterion of 

Cronbach alpha (α) should be equal or greater than 0.6-0.7. However, values higher than 0.8 is also a good 

level of reliability. If α=0.95 it is not a good level of reliability because it may be a sign of redundancy. KS 

on Cronbach‟s alpha value is 0.763 in the present study, EA Cronbach‟s value is 0.869, Cronbach‟s alpha 

value of TE in this study is 0.788. 
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Table 2.  Correlation Analysis 

S. No  Mean SD KS EA TE 

1 KS 4.21 0.48 1   

2 EA 4.26 0.50 0.73
**

 1  

3 TE 4.17 0,50 0.69
**

 0.77
**

 1 

 N=190, KS (Knowledge Sharing), EA (Employee autonomy), TE (Team effectiveness), P<.05 

 

In table 2 values illustrate that there is a significant relationship among constructs according to Pearson 

value criteria. The positive and highly significant relationship between the KS and EA as per (r=.734, 

p<0.05). The positive and significant association presented between the KS and TA, as per (r=.695, 

p<0.05). There is a positive and significant association illustrated between the EA and TE as per (r=.776, 

p<0.05). These values provide initial support for the proposed hypotheses.  

 

Multiple Regressions 

 

Hayes (2013) process macro was used to check the mediating role of EA between knowledge sharing and 

team effectiveness. The proposed hypothesis states that employee autonomy plays a mediating role 

between knowledge sharing and team effectiveness. The results shown in table 3 strongly support and 

justify this hypothesis. The results indicate that the total effect was 0.71 at P<0.01 where the direct effect 

was 0.28 (P<0.01) and the indirect effect was 0.46 (P<0.01). The table shows that the indirect effect of 

knowledge sharing on team effectiveness has the lower level confidence interval and upper-level 

confidence interval of 0.503 and 0.5826. Both the values of LLCI and ULCI have positive and same signs 

which show the strong mediating role of employee autonomy between knowledge sharing and team 

effectiveness. Hence, the proposed hypothesis is accepted. 

 

Table 3. Mediating analysis 

Path Total effect 
Direct 

effect 
Indirect effect 

95% CI
C
 

Lower level High level 

 

KS      EA      TE 

 

0.74 

 

0.28 

 

0.46 

 

.05 

 

0.58 

KS (knowledge sharing), EA (Employee autonomy) and TE (Team Effectiveness)  
a  

KS  TE 
b
  (KS EA) × (EA JP) 

c 
Determined by bootstrapping with bias correction  

 

Discussion  
 

To examine the response to the first question, the effectiveness of the project hypothesis 1 knowledge 

sharing team was framed. Hypothesis 1 states that KS is connected to TE positively and significantly. 

There were significant results for this particular study, as the findings indicate that KS was closely related 

to TE. The results comply with the theory of basic knowledge. Similarly, previous research has shown that 

team efficiency requires information to be shared and incorporated through team contributors appropriately 

(Xie & Luan, 2014; Pinjani & Palvia, 2013). If not, teams will be less effective and will suffer higher 

information search costs, failure to communicate, statistical confusion and misinterpretation, as well as an 

inadequate choice due to lack of records (Al-Busaidi & Olfman, 2017). KS by its members allows good 

crew effects by making sure that all pieces of a statistical puzzle are available for overall performance and 

excellent selection. This enables the team to meet its work requirements regardless of location and to 

contribute to the objectives of an organization. 
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To examine the responses to the second hypothesis, the proposed hypothesis was supported. The EA is 

clearly and significantly connected to TE. There are strong justifications for the results of this hypothesis. 

Self-regulation is thus considered to be the fundamental formation guide (Ryan et al., 1997), which helps 

the participant to fulfill their various needs and behave according to and with endorsed qualities and goals. 

When independence is lacking, people "do not learn to distinguish what they need in a comprehensive way" 

(Chen & Zhong, 2018). 

 

Employees' effectiveness would certainly be affected by knowledge sharing. If the employees share the 

knowledge, the overall productivity will be observed. When the employees are provided job autonomy, 

they would try to perform better as they are the masters in their fields, and thus the organizational goals 

will be achieved smoothly. Team members tend to more honestly and frankly specify their views 

independently of social or administrative responsibilities (Cordery et al., 1991). Group people can check for 

each other's performance and involvement primarily accurately. 

 

Theoretical Implications 
 

The existing results of the research make a different contribution to the literature. KS is used as an 

organizational power that can be used by the two organizations and entities to create and stand ahead. 

Owing to the division of knowledge between hierarchical staff and other non-partners, the use of groups 

will allow the delivery and combination of learning to make success and achieve outcomes. 

 

Associations form groups to put together individuals with essential capacity and desire to work together on 

hierarchy (Michinov & Juhel, 2018). The upside is that it combines the knowledge that is appropriate 

between contemporaries that facilitate cooperation and the achievement of ever more good outcomes 

(Pulakos et al., 2003). However, the commitment of individual peers to exchange exceptional knowledge 

(Bock et al., 2005) is subject to learning-sharing and, disappointingly, it has generally been found that 

sharing will result in the loss of learning and associated strength. This will cause staff to store learning and 

refuse to share (Phang et al., 2009). Since learning sharing and thinking is crucial for a coordinated virtual 

community initiative, a successful virtual group demands that its participants place their group's successes 

above their tendency to store knowledge. 

 

EA is a crucial factor in overcoming these problems and is a key mediating feature of TE (Yang & Chu, 

2012; Mickan & Rodger, 2000). But building trust between free-group colleagues is an uncomfortable task. 

Members cannot watch physical workouts so closely and individually rely on to build up and retain trust. 

Colleagues rely on diverse procedures to determine their reliability and to resolve the lack of physically 

supervised practices. One is one type of interactive environment. The feedback of information was seen as 

an essential activity that Participants should control and rely on to achieve profitability within their 

community. 

 

The results recommend that self-government between knowledge sharing and group suitability is 

thoroughly interfered with and group conflicts moderate or weaken the link between learning sharing and 

group viability. In addition to an ongoing exam, we will need to analyze social and enthusiastic procedures 

in social environments to learn more precisely what adds to group appropriateness (Rico et al., 2019). 

 

Limitations of Research 
 

In the universe, there is nothing perfect, all of which have inconsistencies. There are still some restrictions 

in this study, which were discussed during the research. Much as the current research basis is focused on 

the philosophy of information, which confirms the study's sequence of ties (KS to EA to TE). Secondly, 

owing to time and money constraints, the data collection is cross-sectional because of the causality 

deduction between variables analyzed as seen in the hypothesized model. This would not make the data 

collection. Similarly, the current analysis only takes into account project-based organizations, because the 
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generality of the sample is limited. Finding team-based job surroundings in which many people are 

working on a common mission to obtain data about our theory also is a weakness. 

 

Future researchers can improve the model by checking other mediators like selective hiring, conflict 

management, relationship building, and job involvement. They can also check other moderators like 

communication and personality traits. The data were collected only from only twin cities of Pakistan so it 

was very limited. The future researcher can improve the data collection method and collect data from 

different cities and countries. They can also check other traits of knowledge like knowledge management, 

knowledge transfers, and implicit or explicit knowledge impact on team effectiveness. 
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