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Abstract 

Leadership Behavior and Knowledge Management are two very important themes in Business            

Administration. The purpose of this study is to examine how Leadership Behavior influences             

Knowledge Management practices in business organizations. This paper is based on existing            

theories of these two themes and uses a case study to further investigate the correlation               

between them. Transformational and transactional elements of Leadership Behavior helped to           

define the relevant style of the investigated case, and to explore the leader ́s influence on                

Knowledge Management practices, existing theoretical models were utilized for the          

qualitative research of this study. Data is collected from directing managers and the founder              

of a case study company in the maritime crewing sector. The research was conducted with a                

qualitative approach. For the data collection 13 interviews from the case company were             

conducted and the researchers used knowledge resources from previous case studies and            

theoretical frameworks relevant to the research question. The data was analyzed by deductive             

reasoning in the existing knowledge with an interpretive approach in order to conclude from              

the empirical investigation in conjunction with current academic literature studies. Results           

from the research showed that the leadership model as indicated in the empirical data from the                

case study, is Paternalistic. The concluded model influences Knowledge Management          

practices by affecting the level of employee’s motivation to engage in the organizational             

mission and willing to acquire productive knowledge. The findings of this research suggest             
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opportunities for future potential studies in keyword terms about giving learning incentives to             

employees, Knowledge Management practices related to technological efficiencies and         

industry-related influential factors towards Leadership Behavior and Style. 
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1. Introduction 
_____________________________________________________________________________________ 

Firstly, the background presents previous research about Knowledge Management and          

Leadership Behaviours. Secondly, continuing the introduction, the research’s purpose         

will be presented. Lastly, the case study company will be introduced chosen for the              

process of the current study.. 

______________________________________________________________________ 

 

1.1 Background 

1.1.1 Knowledge management 

 

The ability to manage knowledge as an intellectual asset is becoming more and more              

crucial in today’s organizations for several reasons, such as the growing globalization            

trends of businesses and the technological advancements are merging into everyday           

functions. Organizations have to keep learning to adopt the increased pace, workload            

and competition (Dalkir, 2015). Wiig (1993) has introduced three types of           

organizational perspectives on knowledge management which are the business         

perspective, hands-on perspective, and the management perspective. The business         

perspective is about the knowledge that is invested in the organization's actual products             

or services. The hands-on perspective is the application of knowledge on the operational             

level. The management perspective is about determining, organizing, directing,         

facilitating, and monitoring knowledge-related practices and activities required to         

achieve the business strategies and objectives. Company leadership is legitimately a part            

of all these perspectives in an organizational context that considers management           

functions. 

 

Several empirical researchers have brought up various frameworks and concepts          

regarding the knowledge management field. Research by Earl (2002), supports that           

goals, organizational characteristics, technological, and economic biases are the key          

factors to guide executives on their way managing knowledge projects in organizations.            
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In Alavi and Leidner ́s research (2001), it was pointed out that there is a growing                

interest in treating knowledge as a significant organizational asset, and that therefore,            

techniques are constantly developed in order to increase the efficiency of knowledge            

transfer and acquisition. A relevant research argued by Davenport and Prusak (1998),            

supports that technology development has a positive impact on managing knowledge,           

however, it is not able to replace the soft skills and critical judgment of an experienced                

organizational member.  

Multiple academic findings have supporting research regarding the influence of          

knowledge management to a firm’s competitive advantage. Competitive advantage is a           

core element that targets the success or failure of a business. Chuang (2004) in his               

research illustrates that knowledge management capability is significantly related to the           

competitive advantage, as he has tested experimentally and analyzed in 177 firms.            

Consequently, establishing a well-constructed knowledge management program would        

be a source of competitive advantage for organizational firms (Ndlela & Toit, 2001). 

1.1.2 Leadership Behavior 

 

In literature, leadership behavior, style, and strategy, in organizational firms is defined            

as an important and basic aspect in business context (Millar, Chen & Waller 2015).              

Leadership research studies support that successes and failures depend on the integrity            

of the leader, team diversity management, organization of the staff’s knowledge and to a              

leader’s ability to grow and exploit their team’s potential and thus overall organizational             

capability (Millar, Chen & Waller, 2015).  

 

Considering the context of SME organizations, the extent to how much a leader can              

affect the firm's direction, is more spread and significant since the organizational            

environment is smaller in enterprise size and the inter-firm relationships have shorter            

distance (Leitch, McMullan & Harrison, 2009). A leader is able to affect and guide the               

overall performance and is eligible to understand the necessary knowledge management           

strategies that need to be implemented in order to bring up the maximum organizational              

capabilities (Ulrich & Lake, 1991). 
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Leadership behaviors influence functionality in teams. There are two different types of            

orientations on how leadership behaviors can impact the performance outcomes (Burke,           

Stagl, Klein, Goodwin, Salas & Halpin, 2006). Task-focused behaviors are related to            

team effectiveness and team productivity. Person-focused behaviors are related to the           

personal & team orientation and learning. A task-focused behavior is related to the             

transactional leadership style and person-focused behavior is related to the          

transformational leadership style (Ceri, Curseu & Oerlemans, 2016). According to          

Zhang, Tsui & Wang (2011), the research conducted by quantitative methods for            

measuring the data, resulted that transformational leadership positively relates to          

collective efficacy and to the knowledge sharing among group members, while the            

authoritarian and transactional type of leadership correlates negatively. More research          

by Rowden (2000), claims that a leader’s sensitivity to a member's need is considered as               

an organizational commitment for the leader to carry and perform.  

 

 

 

 

1.2 Problem statement 

1.2.1 Problem formulation  

Organizational knowledge is the collective sum of human-centered, intellectual         

property, infrastructure, and market assets, and it can be captured by the organization’s             

systems, processes, products, rules, and culture (Liebowitz, 1999). Knowledge         

management can help a company create, share and use knowledge effectively in order to              

deliver core value from the older company to the younger company of management,             

ensuring succession and continuation of the business (Davenport, Long & Beers, 1998).  

Senior leading managers carry critical knowledge over operations and if they envision            

the company to grow they proceed to the design and implementation of the knowledge              
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management's actions to ensure that executive wisdom is shared. A company as the one              

chosen for case study in this thesis, which works in the maritime human resource              

industry, constructing a manual blueprint of operations is not considered sufficient to            

keep up a successful organizational path for the specific service offered to the market              

(Yang, Marlow & Lu, 2009). The industry is particularly a knowledge-intensive service            

sector, where companies aim to deliver high-quality service to their customers, and the             

company's performance has high operational and economical linkage with the supply           

chain ́s actors. (Sharma, Scholar & Sahay, 2004). 

As knowledge is the vivid element that can have a company operating across all its               

divisions, it is supported that leadership behaviors influence the way the company            

knowledge is managed (Nguyen & Mohamed, 2011). In this paper, we will investigate,             

how leadership behaviors influence the knowledge transfer through the company and           

the overall knowledge management practices in the organization. In an SME           

organizational context, leadership has closer working relationships thus higher impact          

with the associates (Randoy & Goel, 2003). Considering the context of the case study, a               

maritime SME is utilized to investigate the research objectives. In addition, collateral            

concepts will be included in favor of the investigative study, such as the organizational              

performance, organizational capabilities, information systems and management's       

perspectives on knowledge management. 

 

This thesis investigates the topic from three aspects:  

● SME leadership style 

● Recruitment in the shipping industry 

● Knowledge transfer within the firm 

 

1) SME leadership style 

Reinforcing the interest objective for the first aspect, SMEs (firms with 200 or fewer              

employees) make up the largest business sector in every world economy (Culkin &             

Smith 2000). In an SME, the leadership style has a greater degree of impact towards the                

associates, as the environment is smaller (Regan, Ghobadian & Sims, 2004). The            
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phenomenon the study is aimed to investigate sets Adriatico being an Small-Medium            

Enterprise as a good example to draw observations and conclusion from. Directors and             

leaders have indeed closer communicational and interactive contact with the rest of the             

organization due to its size legitimately (Arham, 2014). Research for SMEs has stated             

that they have increased flexibility as organizations, closer working relationships,          

improved commitment, loyalty and teamwork (Gordon, 1998). This research focuses on           

the SME context due to the aspects above, considering SMEs as companies with a              

closer matrix. For the regards of the research objectives, leadership behavior, and            

knowledge management, selecting an SME would provide a suitable and targeted           

context for the purpose of the study. 

 

2) Recruitment in the shipping industry 

The second aspect of the investigation of the current thesis, the chosen case company             

Adriatico, operates its business in the shipping industry and provides recruitment           

services to shipowners of transporting vessels. The shipping industry has changed along            

the global changing pace of technology in the sea transportation, and therefore the ships              

now carry more advanced equipment which evolves day by day as they seek to increase              

efficiency in their operations taking place on the fleet (Liu, Shang, Lirn, Lai & Lun,               

2019) . This fact, along with new increased regulations and international maritime            

standards, requires seafarers to have a lot more diplomas than they used to need in order                

to board a vessel (Grammenos & Choi, 1999). More knowledge certifications, training,            

and information is required for a seafarer to know as a professional, and equivalently              

must be known by the recruitment agency who will evaluate the seafarers and propose              

them whether eligible in these requirements (Corovic, 2013). It is essential to be up to               

date and aware of regulatory and technological advancements. An organizational agent           

needs to know what information is necessary to ask and obtain, what to seek to a                

seafarer and to know how to inform and coordinate with the associates of the business               

in order to take the appropriate steps for a successful operation, in this case preparing               

and boarding a right seafarer into the shipowner’s vessel. 

 

3) Knowledge transfer within the firm 
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The third aspect, knowledge transfer will be the focus of the research more specifically              

from an organizational and management perspective. The case of Adriatico brings           

opportunities to reveal unreported findings on the topic of the influence of leadership             

behavior on knowledge management, and as the company is an SME in the maritime              

sector. Adriatico ́s founder and leading managers still participate in a daily working             

operation for the past three decades, since its establishment. For this subject, it is a               

perfect suit to analyze how leadership manages and transfers knowledge on a            

sustainably growing organizational team, including work processes, industry        

information, and job-related tasks. 

 

The current state of literature reviewed investigating the correlation of KM and            

Leadership in shipping companies has been noted to have a lack of research (Durst &               

Edvardsson, 2012). Furthermore, there is also a lack of research on the knowledge             

management practices in SMEs shipping companies and the Leadership ́s influence in            

these practices. 

 

This topic, of managing firm knowledge, matters to be further investigated since it             

interconnects with succeeding and continuing a company. It is critical to ensure the             

knowledge of the specific service offered, maintains its quality over the next successors             

and keeps up to date with global innovations (Durst & Wilhelm, 2012) 

 
 

1.2.2 Purpose  

This paper examines the influence of leadership behavior on knowledge management           

practices in an SME operating on the maritime crewing industry. 

Different perspectives on the topic of leadership behavior and knowledge management           

have been provided in research, actively investigating both subjects and their various            

influences and factors that determine the impact of the leader to the organization as a               

whole (Sayyadi, 2019). By reviewing previous literature, it is indicated that leadership            

behavior has an impact on knowledge transfer within an organization (Hayat & Riaz,             
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2011) which reinforces the groundwork for conducting the research purpose. The aim of             

this thesis is to interpret on how Leadership Behaviours influence Knowledge           

Management, in the context of the case study which sets the boundaries of the findings,               

thus, in an SME context, in the shipping industry, and furthermore to investigate how              

this influence interconnects to the utilization of Knowledge Management for          

organizational performance. 

The research objective:  

“Leadership behavior and its influence on knowledge management practices: A case           

study of a maritime crewing SME”   
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2. Literature Review  
_____________________________________________________________________________________ 

The Theoretical Framework outlines the theoretical concepts and existing literature this           

first part of the study will be based upon the research. Knowledge management is              

supported to have enablers expressed in the concept of the Organizational Capabilities,            

in section 2.1. Leadership Behaviours affect managers’ priorities when determining          

how Knowledge Management should be used to increase Employee Development.          

Proceeding the theoretical framework, Behavioral elements of Transactional and         

Transformational Leadership are presented in order to serve as comparative research           

factors for identifying the current’s case status of management. 

______________________________________________________________________ 

2.1 Knowledge management 

Knowledge Management enables the existing individual knowledge to be captured and           

transformed into organizational knowledge, which in turn can be diffused and shared by             

many members (Theriou, Maditinos & Theriou, 2011). Knowledge Management is a           

concept which focuses on employee development and the organization’s competitive          

advantage. A definition of KM supporting this statement is given by Bergeron (2003),             

describing the concept as “...an organized, systematic business optimization strategy          

that selects, collects, stores, organizes, packages, and communicates information that          

considers vital to the business of a company in a manner that improves employee              

performance and corporate competitiveness” Knowledge Management is based on five          

enabling factors: Leadership, Culture, Technology, Knowledge Management Strategy,        

and People (Theriou, Maditinos & Theriou, 2011). These enabling factors foster the            

organization’s KM and make KM more productive by canceling barriers that disrupt            

learning. Another empirical study conducted by Davenport and Probst (2002) suggests           

an additional list of success factors for the implementation of knowledge management.            

The list includes organizational policy, knowledge transfer, and acquisition,         

information-systems structure, and training. 
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Knowledge transfer will be selectively comprehended for the favour of the research            

objective and will be discussed in the following section. 

 

 

 

2.1.1 Knowledge transfer 

According to Albino, Garavelli, and Schiuma (1998), “knowledge transfer is a critical            

factor for a company, necessary to rapidly respond to changes, innovate and achieve             

competitive success”. Davenport and Prusak (1998) state, that knowledge is a combined            

set of confined experiences, values, circumstantial data and expert references.          

Considering this statement, knowledge provides a groundwork for evaluating and          

incorporating new experiences and information too.  

 

Argote and colleagues (2000) present empirical evidence indicating companies that are           

capable to transfer knowledge more effectively from one unit to another tend to be more               

productive and are expected that are more likely to endure in the long term, unlike               

companies that are less efficient in knowledge transfer. Although organizations are able            

to pragmatize performance benefits by transferring knowledge, successful knowledge         

transfer can be hard to attain according to Argote (1999). There may be members that               

do not comprehend why particular practices are effective and they will often fail to              

communicate their knowledge to others. Other organizational members may choose to           

not share information they possess just because they do not want to. And of course, this                

may be regarded as an issue in knowledge management practices. 

 

Consequently, a correlation between knowledge transfer and the role of leadership is            

observed. A good leader of an organization must know how to transfer knowledge,             

effectively. Scott (2003) claims that leaders have an important position in the process of              

managing organizational knowledge. “Leaders are the ones who provide vision,          

motivation, systems, and structures at all levels of the organization that facilitate the             

conversion of information sharing to competitive advantage” (Scott, 2003). 
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2.2 Leadership  

Due to the role leaders have, they enormously impact KM practices within their             

organizations. They create the environmental conditions where members are allowed to           

exercise and cultivate their knowledge skills, thus their operations (Crawford, 2005).           

Politis (2002) infers that the role of leadership is increasingly changing from            

information and knowledge gate-keeping to knowledge creation and knowledge sharing          

to organizational members. The leadership of a company defines how KM practices            

should be approached, due to the fact that leading managers of an organization are the               

ones that initiate the knowledge sharing and communicate how it should be practiced             

(Theriou, Maditinos & Theriou, 2011). Storey and Barnett (2000) also state that a             

company’s leadership should be motivated to share knowledge with others in the            

organization, to constantly learn from interactions, and to look up for new learning and              

inspiration from channels out of the company.  

 

Furthermore, the two main components in the leadership behaviour approach will be            

utilized for the procession of this study. These components consist the Transformational            

and Transactional approaches of leadership style (Bass, 1985).  

 

2.2.1 Transformational Leadership 

Transformational leaders encourage organizational members to do more than required          

(Sosik, 2002), are proactive and help them to reach goals that are beyond expected              

(Antonakis, 2003). The transformational leaders are characterized with integrity and fair           

judgment, set clear goals, have high expectations, provide support and recognition and            

consider the emotions and passions of the people (Pierce and Newstrom, 2008; Bass,             

1985). They can make an impactful organizational change and serve as change agents,             

build a greater degree of intrinsic motivation, and loyalty among followers, introduce            

innovation or scope of future operations and create a commitment to this image among              

followers (Kinicki & Kreitner, 2008). This transformational approach of leadership lies           
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in the leader’s ability to inspire trust, loyalty, and admiration in followers, who then can               

be motivated to merge their individual interests to the interests of the group (Bass,              

2000).  

 

2.2.2 Transactional Leadership 

Transactional leaders give focus on the exchange that occurs between them and their             

followers (Northouse, 2007). Transactional leaders clarify followers’ duties,        

responsibilities, performance expectations, and what milestones need to be achieved          

(Epitropaki & Martin, 2005). This type of leadership involves maintaining the current            

situation and motivating people through contractual agreements (Bass, 1985; Jung,          

2008). Transactional leaders direct organizational members to attain set of goals by            

explaining the processes, roles and task requirements (Armandi, 2003). This leadership           

style tends to emphasize extrinsic rewards, such as monetary incentives and promotion            

(Jung, 2008), for the performance of desired behaviors and the completion of certain             

tasks (Bass & Avolio, 1997). Transactional leaders focus on risk avoidance and give             

importance to keeping the operations efficient (Levy, 2002).  

 

2.3 Leadership style and organizational outcomes  

A leadership style is a behavior that a leader displays while guiding members of an               

organization to the corresponding direction for the company's mission (Certo, 2006).           

Human resource management scholars and researchers have been conducting         

explanatory studies on how the various leadership styles or behaviors impact and            

correlate to the organizational performance and effectiveness (Leithwood, 1999).         

Findings of previous literature and research have shown that leadership styles have a             

significant influence on peers, subordinates' behavior and organizational outcomes         

(Tickleet, 2005). Specifically, the study of Bradshaw, Chebbi, and Oztel makes several            

important contributions to the existing literature, mainly by empirically investigating          

knowledge sharing and leadership processes. The study proves that the transformational           

leadership style strongly correlates with knowledge sharing. The researchers also          
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established a strong relationship between contingent reward leadership behavior and          

knowledge sharing. The contingent reward system is a motivation-based system that is          

used to reward those that meet their identified goals. It provides positive reinforcement           

the researchers argue that this type of leadership style successfully develops human            

resources within a knowledge-based organization (Bradshaw, Chebbi & Oztel, 2015).          

Ultimately, the referred study gives empirical confirmation for the contingent          

perspective towards leadership styles and learning, which supports that the most           

impactful strategic leaders are those who are best capable to operate in both             

transformational and transactional mode depending upon the situation (Bradshaw,         

Chebbi & Oztel, 2015).  

 

Findings of Lam’s (2002) research supports that transformational leadership can          

actually affect the process and achievement of an organization’s knowledge          

management and learning. He states that transformational leaders positively affect          

performance by motivating members to question assumptions, be investigative, take          

smart risks and rise up with recreational and contributing observations (Vera & Crossan,             

2004).  

 

Transactional leadership, on the other hand, can improve the efficiency of the            

organization by affirming existing values and routines and by emphasizing to increase            

efficiency in current practices, which facilitates transactional leaders to cultivate          

rule-based ways of doing things (Bass, 1995). Transactional leaders also provide           

subordinates with formal systems and training programs that circulate current          

knowledge to lead future actions and decisions (Vera & Crossan, 2004).  

 

2.4 Theoretical Model used for Research 

These two components of leadership approach, transactional and transformational can          

be regarded as the two-edged poles in a spectrum where various different leadership             

styles lay in between (Kuhnert & Lewis, 1987). The theoretical model used for             

designing and conducting this research is based on this continuum in order to locate and               
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define where the relevant leadership style of the case company stands. In the research              

process, an existing leadership style that has been indicated from the results and             

empirical findings, leans towards the transformational pole in the continuum and is            

named Paternalistic. This style is further defined in the discussion section 5.1.3. and its              

correlation to KM practices is analysed in 5.2. 

 

In addition, to deeper investigate the leadership style in the case company, a list given               

by Davenport and Probst (2002), mentioning the enabling factors for the           

implementation of KM is utilized to guide the data collection and analysis process.             

These factors are: 

organizational policy 

knowledge sharing 

knowledge acquisition 

information-systems structure 

training  

The exploration of the suitable leadership style and the enabling factors of KM             

consisted of the theoretical framework model that guided the research. 

3. Methodology 
_____________________________________________________________________________________ 

The Methodology chapter is describing the procedure for aligning the theoretical           

concepts with the research purpose. This chapter will address the research approach            

and research design, followed by a presentation of the case company, and the             

techniques used in the data collection and analysis process. 

______________________________________________________________________ 

 

3.1 Research Approach 

For conducting this qualitative research through empirical investigation, the deductive          

and interpretive approach was used. The approaches and research concepts will be            

explained in this section. 
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The deductive research approach explores a known theory or phenomenon and tests if             

that theory is valid in given circumstances. It has been noted that “the deductive              

approach follows the path of logic most closely” (Wenzel & Babbie, 1994). The             

reasoning starts with a theory and leads to a hypothesis. This hypothesis is put to a test                 

by confronting it with observations that either lead to confirmation or rejection of the              

hypothesis thought investigation and experimentation (Diehl, 2010). 

 

Interpretive approached studies assume that people create and associate their own           

subjective and intersubjective meanings as they interact with the world around them.             

Interpretive researchers thus attempt to understand phenomena by accessing the          

meanings participants assign to them (Orlikowski & Baroudi, 1991). According to the            

interpretive approach, it is important for the researcher as a social actor to appreciate              

differences between people. Moreover, interpretivism studies usually focus on meaning          

and may employ multiple methods in order to reflect different aspects of the issue              

(Catterall, 2000). 

 

In this research, the interview design is based on the theory from the literature review               

and existing early knowledge on the keyword topics of the investigation. Qualitative            

research focuses on understanding a research objection as a humanistic or idealistic            

approach. Shank (2002) describes qualitative research as “a form of systematic           

empirical inquiry into meaning”. By systematic he means “planned, ordered and           

public”, following rules agreed upon by affiliates of the qualitative research center. By             

empirical, he means that this type of inquiry is based on the world of experience.               

Inquiry into meaning is when researchers try to understand how others make sense of              

their experience. Denzin and Lincoln (2000) state that qualitative research involves an            

interpretive and naturalistic approach: “This means that qualitative researchers study          

their research objectives in their natural settings, attempting to make sense of, or             

interpret, hence the interpretive approach in the study, the phenomena in terms of the              

meanings given by the people in the context, or the sample” (Denzin & Lincoln, 2000) 
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The deductive reasoning used for conducting the current research is theory-driven in            

means to reach a conclusion that will be supported by the newly obtained empirical              

evidence of this investigation. This paper uses deductive reasoning to interpret the            

phenomenon of leadership behavior on knowledge management.  

 

The aspect of qualitative research is confirmed since semi structured interviews were            

conducted in the investigation. The deductive approach aspect is confirmed because the            

researchers have already under knowledge existing theories that back up the initial            

statement that Leadership Behavior impacts Knowledge management practices.  

 

The implementation of this early knowledge is aimed to analyze, according to the             

purpose, how this impact happens in the context of our experimented case study. Lastly,              

the interpretive and naturalistic approach is confirmed because the research objectives           

were studied in their natural settings, in the case company's offices, and attempted to              

interpret indeed the phenomena in terms of the meanings given by the interviewed             

sample. 

 

 

 

 

3.2 Research Design  

 

The research design provided a fundamental mean for the collection and analysis of the              

data in a logical way, in order to support the investigation of the research question. This                

paper selected Adriatico as a single case study and used semi-structured interviews in             

data methods.  

 

The single case study provides an opportunity for an in-depth understanding of a             

phenomenon (Stake, 2005). The investigation collects and analyzes data of the history            
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of Adriatico from the past or current phenomena, and is using direct observation and              

systematic interviewing for collecting multiple sources of evidence, regarding         

Leadership behavior and Knowledge management in the company.  

 

The semi-structured interviews have been using both open and closed questions when            

applied to practice, as it created a relaxed atmosphere for the respondents, to be able to                

have a more of a two-way discussion, and at the same time, the process went through as                 

designed and expected. 

 

The main purpose of semi-structured qualitative interviewing is to encourage the           

interviewees to share their opinion and interpret their experiences or story into theory or              

a new framework (Dicicco & Crabtree, 2006). The aim of the data collection process is               

to verify from the findings existing knowledge and to reveal a new unreported aspect of               

the influence of leadership behavior on knowledge management by deep interpretation           

of the single case study of Adriatico.  

  

A case study is a research strategy and an empirical inquiry that investigates a              

phenomenon within its real-life context (Tellis, 1997). Case study research is based on             

an in-depth investigation of a single individual, group or event in order to explore the               

causes of underlying principles (Tellis, 1997). It can include quantitative collected data,            

rely on multiple sources of evidence, and benefit from the prior development of             

theoretical propositions (Stake, 2005). 

 

 

3.3 Case Company 

Presentation of Adriatico:  industry, offices, services, management, etc. 

 

Adriatico is an international firm with operators in Greece and Ukraine, with 5 offices              

in Athens, Odessa, Kiev, Sevastopol, and Mariupol and has a workforce of 36 people.              
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For the research 13 members were interviewed, for whom there will be further             

introduction and clarification in the section of Primary Data Collection 3.4. 

 

The case company is a private equity firm of limited liability and it operates in the                

shipping industry, in the maritime crewing sector. The main services offered by            

Adriatico is crewing and manning for shipowners. The company is responsible for            

recruiting Ukrainian seafarers, managing all the necessary paperwork and run health           

checks, educational seminars, and look at them for other requirements and qualifications            

that constitute them suitable for the shipowner’s demands. It is a company where             

knowledge is a greatly critical aspect that needs to be fully updated on a daily basis and                 

the firms needs to ensure that a safe system for transferring knowledge across             

communicative modules is  effectively implemented. 

 

What is interesting about Adriatico and to us as researchers, and we believe consists of               

an ideal case study and a great example to use in the topic of leadership behaviors and                 

knowledge management, is that the executive board who also are the great movers of              

the current operations and hold exclusive knowledge and authority over the main            

operations, are the same people that ran the company since it was created, 29 years ago.                

As the executive management has been intact for the past decades and has a steady and                

successful strategy for providing the right service, the company has been quite reluctant             

on the entry of new employees, furthermore on handling important tasks and            

responsibilities to senior managers. This phenomenon is legitimized from a risk           

avoidance aspect but generates thoughts regarding future management. A call for crisis            

management may occur in the company in the next few years, and a facilitator factor               

preparing for that would be creating a blueprint system and implement certain            

leadership behaviors that favor the management of knowledge in Adriatico and the            

expansion of organizational capabilities across the firm. 

3.4 Primary data collection 

For collecting the data, face to face interviews were conducted by physically visiting the              

two main offices in Athens and Odessa. The interviews included 13 participants in total,              
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9 interviewees from the Athenian office, where most of the management team members             

are and4 interviewees from the Odessian office where most of the recruitment and other              

core operations take place. 

 

3.4.1 Sampling 

The sample selection had a profound effect on the quality of research. The quality of               

selection is contingent upon the appropriateness and adequacy of the sample (Morse,            

1991). The reason why the authors selected the founder, manager, and associates as the              

samplings is because they can provide a deeper insight and understanding of the studied              

phenomenon and they are considered as an appropriate and adequate sample.  

 

Table  1   Interviewees introduction from the company: 

 Title 

Interviewe

e Position Office 

Year 

worked 

Interview 

date Experience 

1 Founder 
Captain 

Andreas 

Group 

Managing 

Director 

Based 

in 

Athens 

29 
04/11/201

9 

18 years in the 

sea as Master 

Mariner. 

2 
Office 

Manager 

Dr. 

Alexander 

Group director 

in Odessa 

office 

Odess

a 
25 

11/11/201

9 

15 years in the 

sea as a 

Psychologist 

for seafarers. 

3 
Retired 

Manager 
Kwstas 

Supervising 

Current 

Operations 

Based 

in 

Athens 

29 
12/11/201

9 

19 years in the 

sea as Master 

Mariner. 

4 Manager Symeon 
Business 

Development 
Athens 5 

04/11/201

9 

Academic 

background 

with a Ph.D. 

degree in 

Economics. 

18 
 
 



 
 

5 Manager Giorgos 
Head of Crew 

Movements 
Athens 26 

05/11/201

9 

14 years in the 

sea as Radio 

Communicator. 

6 
Assistant 

manager 
Phaedon 

Crew 

Movements 
Athens 7 

06/11/201

9 

Previously 

worked in 

shipping 

company. 

7 
Assistant 

manager 
Kwstas 

Crew 

Movements 
Athens 1.5 

06/11/201

9 

Academic 

background in 

Finance and 

Business 

Management. 

8 
Assistant 

manager 
George Operations Athens 1 

05/11/201

9 

Maritime 

management 

education. 

9 
Associat

e 
Maria Documentation Athens 4 

05/11/201

9 

Academic 

background in 

Archeology. 

1

0 

Associat

e 
Marianna Accounting Athens 11 

06/11/201

9 

Previously 

worked in a 

shipping 

company as an 

accountant. 

1

1 

Associat

e 
Yulia 

Sourcing & 

Documentation 

Odess

a 
18 

11/11/201

9 

Maritime 

management 

education. 

1

2 

Associat

e 
Elias Documentation 

Odess

a 
2 

12/11/201

9 

Maritime 

management 

education. 
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1

3 

Associat

e 
Karina 

Seafarer 

selection and 

Documentation 

Odess

a 
8 

12/11/201

9 

Marketing 

management 

education. 

                                                          

The founder of Adriatico is arguably the CEO and Group Managing Director in the              

company due to his authority and responsibility. The purpose of interviewing the            

founder is because he has an overall view of the company and directly connects with               

one of the main objectives of this research which is Leadership. Meanwhile, as the              

managers refer to the people who are responsible for making plans and implementing             

them, doing relevant management and procedures to take decisions daily, they have            

direct link with Knowledge Management processes. They are the core operators of the             

company and the direct managers of the associates Therefore, it is the most adequate              

that they are chosen for investigative interviewing. Some members of the rest of the              

team, who are guided by the managers, were chosen because their perspective gives a              

different stance on the topic of Leadership and perception of knowledge in the             

company.  

3.4.2 Structure of the interviews  

A semi-structured qualitative interview gives the interviewees the option to express           

themselves without restrictions (Bryman & Bell, 2011). This type of questioning           

provides flexible answering from the respondents, and the questions can be adjusted            

depending on their answers (Horton, Macve & Struyven, 2004). We choose the            

semi-structured type so we could elaborate on different topics out of the initial             

questions, in order to get more enriched responses for the favor of the research. This               

gives the opportunity to explore the main topic in a fuller context (Carruthers, 1990).  

 

Before the interview, the researchers would give a short definition of what a bachelor              

thesis is and its academic importance, so to clarify to the interviewees on the type of                

research they participate in. However, the interviewees themselves would ask us first of             

what the research is about since we did not in prior notice inform them on the topic, or                  

state the actual research question rather than booking interview dates and ask            
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permission for interviewing. The rationalization for this, of not informing the sample of             

what the investigated subject and research question is about, was in order to retrieve              

more spontaneous and unfiltered answers as possible in a natural and observational            

setting. Both of the researchers went to the Greek office and conducted the interviews              

together, which was the first to be visited, and on the second office in Ukraine, only one                 

of the researchers go. In the case of the second office in Ukraine, since the interviews                

were conducted by one of the researchers, there was extensive note-taking in a common              

online google document, in an effort to cover most of the information heard and              

observed in the physical work environment.  

 

The duration of each interview varied from person to person. During the interviews,             

regardless of the interviewee ́s position, if the researchers considered more information            

mattering the topic could be extracted, then the average duration time would be             

extended, and additional questions would be asked. The minimum interview time was            

20 minutes, and it was with the accountant in the Greek office, who she had very clear                 

job responsibilities and description, and mostly she was independent on her work task,             

so most of the questions would not correspond much on her. Questions regarding             

knowledge management were difficult to be further developed, unlike a junior manager            

who is learning the job duties and receives training right on the workplace of Adriatico.               

The maximum interview time lasted approximately 1.30 hours, and it was with the             

founder and a couple of senior managers who really seemed to want to discuss the               

concept of leadership and knowledge management topics. 

 

For the first round of interviews in Greece, 3 days were needed. For the second round of                 

interviews in Ukraine, 2 days were needed. The founder, the managing directors, and             

the rest of the associates had a similar type of questionnaires, however, legitimately,             

questions concerning leadership and management were differently developed according         

to the job position of the person interviewed. 

 

The logic of the interview design is based on theory and framework that is illustrated in                

chapter 2 of the Theoretical Framework. The design including what questions to be             
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asked and the flow of those questions were mainly based on our constructed Theoretical              

Model described in section 2.4. 

 

3.4.3 Interviews with founder 

The founder seems to be the core of a company, as he is the one who builded the                  

company, and is influencing all its managerial aspects. Therefore, the theme of the             

questions surrounded management, leadership, organizational policy and training. There         

are 20 questions designed to the founder, but 16 questions have been asked. The reason               

for some questions have been missed out from the interview guide is authors found              

those questions not proprietary or needed during the interview.  

 

The interview guide: 

1. What existing knowledge should be qualified for employees? 

2. How to train new employees? 

3. How do you transfer the job’s knowledge? what system do you use? 

4. Is there a lot of job knowledge or knowledge of the business operation that is not                

spread, known across the members? That very few people are enablers and            

capable of a specific task? 

5. And if these key people are absent, retired or sick, is it very difficult for the                

company to continue operation? 

6. If yes, have you thought of designing a system to prevent such a case? 

7. Do you take any action that ensures sustainable development and continuation? 

8. Have you ever required any report from your employees regarding their work?  

9. Have you received regularly working reports either from managers or          

employees?  

10. Are the decisions, initiatives, in the company made by many people? 

11. Do you feel conflict due to cultural differences or individual experience among            

managers (ship experience, business schools or other companies)? 

12. Is there an effective information flow system through offices located in different            

countries? 
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13. Has your company upgraded the information system according to the          

technological pace? 

14. Have you done any major improvements in regards to training the people in the              

last few years? 

15. What your approach to motivating employees to engage in the company's           

performance? 

16. For an employee, what could the expectations be for career development?  

 

3.4.4 Interviews with managers  

Managers were selected to be interviewed because they have authority and autonomy            

over decisions regarding knowledge management practices. The interviews were made          

in the managers’ offices, in order to also gain a deeper understanding of the operations               

environment and a more complete image of the firm. In total 12 questions have been               

asked. 

 

 

The interview guide:  

1. What's your role and responsibilities in the work? 

2. How do you perceive the term knowledge management? 

3. What actions do you take that are connected to learning processes? 

4. Do you believe you carry knowledge that makes you capable of performing            

certain functions at work? 

5. Are the decisions, initiatives, in the company made by many people? 

6. Is there a lot of job knowledge or knowledge of the business operation that is not                

spread, known across the members that very few people are enablers and            

capable of specific tasks? 

7. Do you feel conflict due to cultural differences or individual experiences among            

managers? (ship experience, business schools or other companies) 

8. What is your vision of the company? 

9. How long have you been working in the company? 
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10. Are there big changes in the shipping industry regarding the recruitment process            

and requirements (laws, regulations)in the past decades? 

11. How do you feel when you delegate important tasks to employees? 

12. Will you hesitate for the fact junior associates don’t carry ship experience? 

 

3.4.5 Interviews with associates 

 

The questions were designed in order to understand how employees perceive knowledge            

management practices in Adriatico and how they perceive their leader. This would            

contribute to defining the leadership style and identifying other traits that allow to locate              

key points related to the management of knowledge among associates in the            

organization. In total 10 questions were asked to the associates. 

 

Interview guide to associates: 

1. What's your role and responsibilities in the work? 

2. Did you have previous experience, skills, knowledge of the work? 

3. How did you learn in this organization? Methods, training 

4. Are you aware of the vision of the company and mission statement? 

5. Do you sometimes feel you are encouraged to do more than required?  

6. Since the first day of work, have you been given clearly work duties and goals,               

come with clear instruction? 

7. Did you ask more questions about the work you are expected? 

8. Did you have frustration on figuring out which were your work tasks? 

9. What’re your expectations for your future time in this company, do you plan to              

get any extra education on a related field? 

10. What do you believe is the vision of the company? 
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3.4.6 Analysis of primary data collection  

The analysis of the primary data collection was done by utilizing notes taken during the               

interviews, tape recorder, and memorial observation. 

 

Memorial observations are the observations created by the researchers throughout the           

interviews and are kept in memory so to later be efficiently interpreted (Dyomin,             

Safronova & Rozhkova, 2003). These observations may be exposed to subjectiveness,           

however, having an afterward discussion when finishing each interview between the           

interviewers helped to ensure that the conclusions are legit and to minimize            

misinterpretations. Small details such as the emotional appeal of the interviewee,           

generally emotions and other expressions and impressions given by the overall           

interview, which were discussed by memory afterwards, were not always written down            

during the real time of the questioning so the concept of memorial observation             

characterizes this type of practice. 

 

Consent for using the tape recorder was asked prior questioning due to the fact it may be                 

considered stressful for some of the interviews to have their answers recorded. Indeed,             

the founder and a couple of managers did not agree to use the recording method,               

expressing they simply felt uncomfortable. 

 

Both researchers during and after the collection of the responses used a shared online              

google document to paste each other ́s notes together, compare them, unite them and              

further discuss them as to how the answers of every interviewee are perceived and              

interpreted. 

 

Furthermore, more conclusions were drawn in the discussion among the thesis partners.            

It shall be remarked that two mindsets contribute to an enriched opinion and provide a               

more critical aspect of what is observed as facts and phenomena. 
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3.5 Secondary resources collection  

Related information from secondary resources were collected from existing theories          

regarding the basic concepts used in the study, educational reports, and company            

documents from the case company. The existing theories and further studies initiated            

the research and provided a groundwork to build upon the conducted research in this              

paper. Scientific articles and scholarly books were investigated and gave the authors            

concrete knowledge in regards to the research area. The sources for obtained the             

academic material were the library of Jonkoping University and Google Scholar. 

 

The keywords used more obtained resources to create a background and build a             

theoretical framework were: 

❖ Knowledge Management 

❖ Leadership behaviors 

❖ Leadership style 

❖ Transformational Leadership  

❖ Transactional Leadership  

❖ Paternalistic Leadership  

❖ Information Systems 

❖ Knowledge Transfer 

❖ Knowledge Management and Shipping Industry 

❖ Leadership Impact, Influence 

❖ Knowledge management practices 

❖ Innovation Management 

❖ Change Management 

❖ Case study 

❖ Qualitative research  

❖ Interpretive research approach 

❖ Deductive reasoning research method 
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3.6 Ethics  

Information given by the company that appeared to be sensitive were not published             

through this thesis, because there is a possibility that industry competitors could take a              

competitive advantage in regards to the strategic decision-making of Adriatico. The           

respondents were promised to remain anonymous because the researchers did not want            

the sample to fear and stress by any means for potential risks of negatively affecting               

their position in the firm with their answers. Providing anonymity gave greater chances             

of receiving more reliable and enriched responses (Oltmann, 2019). Follow-up          

questions were conducted after the interviews in order to provide clarification in any             

possible misinterpretation or misunderstanding of the responses during the analysis. The           

purpose of collecting the responded material for thesis work was explained beforehand            

to the interviewees and consent by the interviewed parties was asked prior to making              

questions, recording and writing down their answers.  

 

3.7 Source criticism: Validity 

A problem arises with our conclusion in regards to the factor of leadership, that all               

company situations and environments differ and that there are other factors influencing            

the employees’ perception of their leaders. An example of these factors could be the              

different business cultures and leadership styles that affect all members of the            

organization (Kerr, 1974). 

 

This thesis access constructs validation. Carmine and Zeller (1979), introduced three           

steps to ensure the validity of construct validation. Firstly, the concept of the theoretical              

framework is specified. Secondly, the relationship between empirical findings and the          

measure of concepts should be examined. Thirdly, the empirical findings must be            

interpreted in terms of how the construct validity of the measure is specified. If the               

measurement shows consistency with theoretical expectations derived from the         
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empirical evidence, then it can be concluded that the measure is constructed valid             

(Carmine & Zeller, 1979).  

 

In order to strengthen the validity of the thesis, an objective point of view was               

implemented by the researchers so to eliminate any type of bias (Bryman & Bell, 2011).               

Primary data obtained from interviews with Adriatico members were expected to be            

under a level of bias due to their loyalty to the company. As interviewers, it was                

important to be objective, mitigate the subjectivity, and not be affected by emotions             

from the interviewees (Weiss & Dawis, 1960). A tape-recorder was utilized at the time              

of the interviews so to avert any conflict between the researchers concerning the             

interpretation of the obtained information. The theories used for this study and the             

model used for conducting the design of the methodology and analysis are based on the               

literature derived from Google scholar and from the Jonkoping University library,           

where a lot of scientific articles and books are located. This makes the thesis more               

validated since these resources are considered to have content that is peer-reviewed            

academically. 

 

3.8 Limitations  

This thesis is limited in three aspects: geographical area, language boundaries, and            

reliability. The geographical area allowed the researchers to visit the two offices in             

Greece and Ukraine in order to interview the management team and the associates. The              

limitation is the sample size of interviewees in these two offices. The language             

boundaries are that the authors of this thesis come from different countries which are              

Greece and China, and the thesis tutor is located in Sweden. Also, the company of the                

case study is based in Greece and Ukraine and this thesis is conducted in English, so the                 

English language level of the related participants, as not being their native language,             

influenced the process of collecting data from the responses and it did affect the              

research results. The reliability of this investigation is affected by the fact that one              

author of this thesis has a personal connection with Adriatico, which is also how the               

company was selected as a case study in the first place. However, each coin has two                
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sides, the negative side is that personal connection may lead to biases, and those biases               

may influence the trustworthiness of research ́s results. The positive side is that this              

thesis got wide and in-depth access to the company since this research is focusing on an                

in-depth investigation on an individual and organizational level. 

 

 

 

 

4. Findings and Interpretation 
____________________________________________________________________________________ 

An interpretation was conducted in order to explore how Leadership Behaviours           

influenced the utilization of Knowledge Management. The researchers felt that the           

involvement from the leader could lead to a more utilized Knowledge Management and             

this can be determined by analyzing the Leadership Behaviour. The existing           

organizational structure, company philosophy, and current Knowledge Management        

practices were also investigated by interviewing directing managers and associates.  

______________________________________________________________________ 

 

4. 1 Company Philosophy 

Through the interview, the founder, Captain Andreas, has introduced an overview of the             

company by quoting: 

 

 “Adriatico is a small company offering marine services in human resources to ship             

owning companies who employ seafarers. We source, select, propose and process           

seafarers for their subsequent employment onboard cargo-carrying vessels. The clients          

stay with us for three decades and they belong in a niche segment”. 

- Founder at Adriatico’s Athens office, 2019-11-04 

 

In the leader’s aspect, it is important to have a clear corporate philosophy to guide the                

business and its associate working pattern (Campbell & Tawadey, 1992). The company            
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philosophy is described as an informal unwritten rule that is widely spread and held              

within the office. Members carry common beliefs and sense on how to deal with              

organizational tasks in their everyday work due to the existing philosophy (Campbell &             

Tawadey, 1990). Especially for small and mid-size enterprises, company philosophy          

stands as a significant factor that influences the daily working patterns since in most              

SMEs the environment is smaller and there is a greater degree of impact towards the               

associates (Regan, Ghobadian & Sims, 2004).  

 

According to the interviews, the founder emphasizes on three pillars of Adriatico's            

philosophy which are: 1) Trust and loyalty, 2) No-blame culture, 3) Continuous learning             

process.  

 

1) Trust and Loyalty 

According to the managers ́ and founder ́s perspective, they provide a trust and loyalty               

atmosphere, aiming to increase associates ́ satisfaction with their work. Loyalty offers a             

strong connection among members of the workforce. According to the research, the            

workforce is more like a family rather than a company. Quoting by founder and Maria: 

 

“In Adriatico, loyalty is employee satisfaction, make sure they are happy about their             

work.” 

- Founder at Adriatico’s Athens office, 2019-11-04 

 

“Here is feels like a second home. It is a family environment too.” 

- Maria at Adriatico’s Athens office, 2019-11-06 

 

Associates feel a sense of belonging in the company, strongly trust the leader. 

 

Taking this into mind, the founder emphasizes on satisfying expectations both for the             

associates and clients. Giving trust to associates from the leader’s perspective is made             
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by releasing the power of authority, and letting associates deeply feel they have been              

trusted for their work responsibilities (Antonakis, 2003).  

 

The leader is giving trust and obtains loyalty at the same time by creating an engaging                

and committing environment, quoting:  

 

“Our motto here is: Are you one of us? Are you with us? Or not?”. 

 - Founder at Adriatico’s Athens office, 2019-11-04 

 

2) No-blame culture 

The second one is no-blame culture, it helps to create an excellent teamwork             

atmosphere. No blame-culture according to the members, means that when a problem            

emerges, they will look upon solving the problem and not prioritizing who to blame. As               

stated by an assistant manager: 

 

“If I make a mistake, I will say it right away to the rest so we can prevent any serious 

error in the work, and mostly for me to learn how to do it correctly next time.” 

    - Phaedon at Adriatico’s Athens office, 2019-11-06 

 

The leaders treat members with much more than as a working transactional relationship.             

As observed by the research, the team leaders are willing to take responsibility             

especially when members make mistakes. Giorgos is a senior manager in charge of the              

Crew Movements department which is one of the core business modules in Adriatico,             

he summarized the situation as:  

 

“If the junior makes a mistake, the mistake is on us, to the teachers. It means we did not 

teach something well” 

 - Giorgos at Adriatico’s Athens office, 2019-11-06 
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No-blame culture can help to create an atmosphere where associates are willing to             

contribute more and are not afraid of making mistakes, especially if there is an overlap               

of the job responsibilities between the members. This means, that one person is not              

solely responsible for completing an operation. So if this person makes a mistake, the              

rest of the associates have the ability to correct it or detect it due to an overlap of duties                   

among some shared job tasks. Associates in Adriatico all belong to one team that has               

the same purpose. Apply no-blame culture into the team can increase the working             

efficiency by seeking how to improve as a company by investigating every error that              

happens in the operations. The founder describes it as: 

 

“ We use each mistake as a small case study. To investigate what went wrong. So it will 

not happen again, or at least decrease it by 60-70 percent” 

 - Founder at Adriatico’s Athens office, 2019-11-04 

 

3) Continuous learning process 

In order to work more efficiently, managers realize that they need to learn to adapt to                

the advanced pace. Giorgos has been working in the shipping industry over three             

decades, and is one of the oldest managers in Adriatico, he recalled:  

 

         “Every day I learn new things and information regarding new diplomas or 

requirements in the maritime industry. It used to be only one diploma needed for joining 

a vessel as a seafarer 30 years ago but now is required to have 30 diplomas or more to 

be qualified “ 

 - Giorgos at Adriatico’s Athens office, 2019-11-06 

 

Also, the general director of the office in Odessa stated:  

 

 “The equipment in the ships is updating very often. The medical examinations are             

increasing in demand. Competition is increasing. Shipowners will look for the agent            

that provides the most. We need to be up to date so the clients come to us.”  
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- Dr. Alexander at Adriatico’s Odessa office, 2019-11-11 

 

When the founder was asked how the training for new members is instructed, he              

indicated that the training emphasis is given 90% from practice and 10% from theory              

and that previous skills, education and knowledge don't matter much in the context of              

the job. The founder expressed:  

 

“Rely on the members themselves, pure themselves, not what they learned from            

school”.  

 

“It is all about how smart the person is not about their qualification in the knowledge                

area” 

 

“For a new employee to enter they need to have common sense, and be the right person                 

to develop potentials”.  

 

                                  - Founder at Adriatico’s Athens office, 2019-11-04 

 

Here, by these quotes, it is indicated that the founder really focuses on the individual 

potential and ability of the associate to engage in learning processes, regardless of 

previous experience. The founder believes that it is really up to the person on how much 

knowledge they can attain and how many job-related skills they can develop, but 

furthermore, how much they want to. Specifically, he said:   

 

“Each person here is their own small company. They run their own business growth”.  

 

- Founder at Adriatico’s Athens office, 2019-11-04 
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4.2 Leadership style 

4.2.1 Personality 

A leader can influence the corporation into two perspectives given by Davenport and             

Probst, (2002). One of them is the effectiveness of the company's performance. For             

SMEs, leaders have greater power in decision making (Culkin & Smith 2000). A leader              

influences the process of build-up structure, system, and knowledge transfer. The           

second perspective of influence is identified with subordinate productivity (Davenport          

& Probst, 2002). The leader has an influence on changing its followers’ behaviors. The              

communication between leaders and followers influences the daily operating         

productivity of the company. Higher productivity means better performances (Spain,          

2019). In Adriatico, the founder has a significant influence on the associates. Through             

the research, it was found that associates trust the founder. Most associates joined the              

company as their first job. They joined the company even with the unclear job              

descriptions at the beginning period. The founder helps them to find the right position              

for them, develop their career and purpose in the company. The founder is open-minded              

with any advice or suggestions made by the members and gives them the opportunity to               

express them directly.  

 

Through the interview, the founder emphasizes on getting the right person into the right              

position, which means finding a person that can fit in the team, rather than judging the                

entry of a newcomer based on the skills or existing knowledge. 

 

4.2.2 Selection of Associates 

The daily working of the management team in Adriatico consists of delegating cases on              

people of the organization, and at the same time operating as a human resources agency,               

dealing with seafarers and shipowners. It is not like a manufacturing assembly line,             

where people just finish their work, and the output is controlled automatically by the              

line pace. Every case needs the appropriate management and attention and requires            

specific knowledge and skills to implement the necessary operations and overcome any            
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unpredictable events. Unpredictability in a human resource industry is very common as            

the output is not a standardized product, but rather a human being with requirements,              

expectations, weaknesses, and feelings. By experience, an associate can observe and           

learn how to manage most of the cases. On the other hand, it is also important that the                  

associate actually carries abilities that constitute him socially capable to interpret           

phenomena and that has common sense in order to respond and react. 

 

As the leader and managers mentioned, it is very important for a prospect associate to               

be qualified, that he or she has common sense. In Adriatico company, minor gravity is               

given on the content of CV candidates sent to the company. In two months when an ad                 

was issued by the company for hiring new employees, 800 applicants sent their forms,              

among which had marine experience being seafarers, others have received exquisite           

education in business and marine shipping studies. In total, 3 were interviewed, and 1              

was hired. 

 

As the managing director stated, applicants were eliminated, regardless of their           

education and work experience background, for the fact that a second sentence on their              

CV could have an extra space in the page margin, or because there could be a                

punctuation dot in a paragraph while another would not have a dot. These small details               

were much more important for qualifying the prospect for the job, than the actual              

content on the application paper. This strategy of selection gives an image of the              

applicant ́s profile to the director, whether they double-check their application before            

they send it in, their precision to having aligned their sentences on the page, their font                

size and other common logic matters that the ideal persona Adriatico looks for should              

have. 

 

The actual work can be taught, as mentioned earlier, there are associates in the company               

who have never worked or studied anything business or marine-related, and yet they             

seem to succeed and perform almost exceptionally. In this aspect, for Adriatico, hiring a              

new employee is a very thought out procedure.  
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4.2.3 Teamwork  

Errors and mistakes in the shipping business can have high costs to many shareholders              

involved (Kapros & Panou, 2007). So delegating tasks to a new employee furthermore             

deciding to whom, and whom to enter the company in the first place can be a very risky                  

situation. In order to avoid such risk at its maximum, a high-level assessment is done               

from the beginning the candidates apply, and when it decided to enter the team.  

 

Assuming a new employee has joined the team, he or she undergoes a general              

knowledge training over exactly what the company offers and what each member does.             

Every member has specific responsibilities and tasks to perform on the daily, and these              

responsibilities are profound across the rest of the firm ́s members. The fact that every               

member has a picture of what their subordinates are doing is from a point of view                

regarded by the leader as a risk management strategy. Hypothesizing that a worker is              

sick or is incapable of performing certain job tasks, another member can substitute the              

missing responsible and continue the operation. 

 

There is a certain level of duty overall among the organization, a fact that provides the                

possibility to perform the work of a colleague at a rate of 50-60 percent, however               

potentially in a longer time frame, according to the director manager: 

      

“Everybody knows some of what the person next to them is doing. We have on purpose                

a small overlap in the duties, so one can back up each other to some extent by 50-60%                  

and keep work going, it might take longer for the one who is not usually for that task,                  

but it can still be done” 

                                    - Founder at Adriatico’s Athens office, 2019-11-04 

 

There will be a lack of efficiency indeed since the replacing member is not an expert on                 

the replaced job function, but at least there can be a temporary fill of the missing                

responsible. A key contribution that allows this possibility is that the organization has             
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no security levels which means that there is access for all, regardless of the position.               

Each associate’s job and duties are transparent, all members can recognize and know             

what they ought to do after a certain point of work experience inside the company. 

 

“We have no security levels in this work. We are transparent and accountable for every               

action” 

- Founder at Adriatico’s Athens office, 2019-11-04 

 

In addition, as managers and employees revealed in the interviews, all their daily work              

tasks are literally written down on their desk. There are checklists, related working             

documents, post notes, and their desktop computer where all the information about their             

progress in a specific case is inserted.   

 

In the continuing of the literature at section 4.3.2 the software management that the              

company is using will be presented and further be discussed and this shall shed light on                

how the interconnected organizational structure is benefited by this software and how it             

provides a common pathway for all the members, from Ukraine and Greece, to confirm,              

ensure and secure they all operate in the same line and are on the same page. 

 

4.3 Knowledge management 

4.3.1 Information flow 

What has greatly contributed to Adriatico’s steady success over three decades, is the             

company’s customized database software, described by a chief manager as the heart of             

the business. This software receives data entries throughout the day, which contains            

critical information that is necessary to be spread across the firm, from Ukraine to              

Greece, and vice versa. Every piece of information is important to the company’s             

operation, as every detail matters and even the smallest ones, such as missing out one               

digit of a seafarer’s personal number, or one mistaken letter on the name, can actually               

cause immense and thus expensive problems, such as delaying an entire ship vessel and              

costing clients, shipowners, shipbrokers and charterers the minimum of a potential           

37 
 
 



 
 

10,000 $ loss. In order to avoid such cases, the company implements systematic control              

at every stage of the working sequence. There is an extensive revision, checking and              

double-checking by many different employees and managers. The company’s         

philosophy as mentioned earlier has a no-blame culture and seeks to identify mistakes             

and use them as stated from the managing director as “small case studies”, to investigate               

what went wrong, and take the necessary actions to prevent the same mistake from              

happening again, or at least decrease its impact by at least a 60-70 per cent.  

 

 A strategy the company uses in order to identify the mistakes and be able to be in a                  

position to investigate them is that in their software, every action taken regarding the              

operation process of recruiting a seafarer, checking their documents, etc, is inserted and             

commented by whom associate this action was performed. In a case of error, the              

managers can run back in the program and see which module of operation was fault and                

which person was responsible. The managers will also approach the person in order to              

explain, understand and comprehend the mistake. The software has no security levels            

and each job is transparent across anyone who has access to it, which is basically all the                 

organizational team. The idea of transparency provides the possibility to the company to             

locate inefficiencies with responsibility and with no time lag, to fix them accordingly,             

and thus, ultimately improve organizational processes. 

 

“Information is spreading fast in the office. small information every day, helping to             

review any mistakes by employees, most doing supporting leadership aspect.” 

-Giorgos at Adriatico’s Athens office, 2019-11-05 

 

4.3.2 Information systems: database and software 

The research found that every associate of the company receives information on a daily              

basis regarding the progress of the job case, and every case (sending a seafarer to the                

vessel), involves and concerns all divisions of the company, in Greece and Ukraine.             

Any information obtained is inserted in the database, by the contract responsible, travel             

department agents, visas managers, and the rest of the organizational members involved            
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in the business process, as they are handling and managing the necessary documentation             

needed for a seafarer to be proposed, selected and enter the vessel. The manning agency               

will also lookup that the seafarer has a “smooth” operation during his service, as stated               

by a general director, which will determine whether the clients’ shipowner will be             

satisfied with the crew provided and whether they will come back to Adriatico. 

 

In Odessa is where Adriatico has physical contact with the seafarers, as the company is               

offering seafarers of Ukrainian or Russian citizenship and decency. The management           

office in Athens serves as a liaison among the Ukrainian office and seafarers and              

handles major operation settings as client agreements, contacts with shipowners and           

their relationship management. Given this point, as the Ukrainian office having direct            

contact with the offered “product”, it requires an extensive set of skills in regards to               

recruiting, evaluating and matching a seafarer in the shipowners’ demands. When           

interviewing the general manager director of the operating office based in Odessa, in the              

Ukrainian territory, where the seafarers first go through, he mentioned that if a seafarer              

is complying with all the necessary diplomas and shipowner’s requirements are not            

consequently selected. The recruiter managers also need to observe other traits that may             

characterize the seafarer’s mental stability and competences. It is important to be able as              

a recruiter to understand whether the prospect is socially capable and has common             

sense. As stated by the general managing director in Odessa, Dr. Alexander: 

 

“If a seaman comes in, wearing the same color of shirt, pants, socks, and shoes, that's a                 

red flag. We will not propose him.” 

-Dr.Alexander at Adriatico’s Athens office, 2019-11-11 

 

Observations made in this context from the recruiters in Odessa need to also be inserted               

as comments in the database. Every single detail matters and needs to be included,              

known and considered in an exposed status to the company responsible for the crew              

selection and proposal to the clients. 
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According to the findings, there is an exceptional level of interconnection among all the              

members as the company operations are backed up by a very powerful software             

database that is specifically offering a relation data programming. This means that the             

software has a great ability to relate the entered data with each other and is entirely                

customized according to the company’s needs. Capturing all the spread data from the             

different sources, the program unites them and automatically creates the necessary           

formation of files that are needed to further advance the tasks for the appropriate              

situation. 

 

4.3.3 Checklist Method 

The members of the Crew movement department in Athens mentioned that their work             

progress is always markdown on a common paper system, apart from the software. In              

order to achieve efficiency for the seafarers’ travel management, they use a special             

marker color to differentiate the locations of departure. Therefore, the associate of the             

next desk can directly act accordingly and proceed with the next steps (issuing the              

appropriate visas, etc.). Everybody’s work and stage of the process is literally on their              

desk. Other associates can easily walk near the desk and be informed about the process.               

Additionally, they can double-check on the common database system, and confirm their            

colleague’s actions so far. The checklist method is crucial for ensuring the workflow is              

in a good direction and for minimizing potential error along the way and to the future. 

 

4.4 Learning approach 

4.4.1 Knowledge sharing and acquisition 

Through the interview among all the associates in the office, it is indicated that there is                

a common organizational culture and the team is like a family. Knowledge sharing             

among the members is efficient and selfless, no one holds their own knowledge and              

experience back, they are willing to the commitment to the company and to share their               

existing knowledge with the rest. Knowledge sharing includes the planning, processing,           
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and implementation of methods in order to understand the information and company            

situation in-depth (Ipe, 2003). 

 

In Adriatico, there are two knowledge learning processes for new members indicated            

through the interview research: one is learning from a person who has experience in a               

similar work position. The founder has mentioned that the old one teaches the new one.               

New members have a chance to acquire knowledge from experienced associates. The            

second knowledge learning process is self-awareness of the need to learn, which means             

when each member has the self-awareness to seek the knowledge they are lacking,             

either for developing their work outcomes or improve the efficiency of their tasks. The              

founder describes this process as the point where new members need to know what is               

the company's objective and to prove that he or she is willing to exploit their potential                

and learn the most for being good at their job. They need to be willing and motivated to                  

acquire constructive knowledge. As quoted by Captain Andreas :  

 

“If he or she does not make questions, then is not the right one” 

-The founder at Adriatico’s Athens office, 2019-11-04 

 

4.4.2 Decision-making process 

Decision-making on a business perspective is complex, it is more like an art than a               

science (Saaty, 2012). Adriatico operating into a human resources segment, the           

management team needs to instruct people and take decisions concerning organizational           

members, seafarers, and clients. In Adriatico, members involved the management team,           

need to figure out emergency problems that may arise on a daily basis and each problem                

can be a new case. Therefore, it requires a highly efficient decision-making process and              

communication tool in the firm in order to successfully solve the high need for              

unexpected issues. 

 

There are two types of decision-making in the company, one is from the individual              

perspective and the second one is from the team perspective.  
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For individual decision-making, it requires both intelligence quotient and emotional          

intelligence to deal with unusual problems with clients, colleagues or seafarers. The            

decision-maker should be professional and trusted in his or her working field, be well              

communicated and efficient with responsiveness to issues. Through the interview, it has            

been found out that every associate takes initiatives about their work, they have the              

authority and power to make decisions within their work.  

 

For team decision-making, it requires an efficient communication tool and clear duties            

of the participants in the decision-making process. By observing the physical           

environment of the office in Athens, it was noted that there is no compartment between               

the associates’ ́ desk and this provides a convenient communication atmosphere among            

colleagues. Also, there are two separate offices for the founder and one for the              

marketing manager who is doing more independent work regardless of the actual            

crewing operations. The leader's office has transparent glasses and the door is usually             

open, so the associates can come in and make discussions, ask questions or seek advice               

in decision making. According to those observations, the decision making and           

communication process is very efficient in the office. The empirical finding indicated            

that there are differences in knowledge distribution between people who have different            

backgrounds. Associates with the academic background may have different opinion          

compared to other associates who have obtained experiences in the field by work purely              

or by being seafarers themselves. From some perspective, it is a good thing to have               

conflict and critical thinking from people with different backgrounds. It motivates           

associates to learn from each other, and improve the knowledge transfer process. People             

with academic background would learn how to practice in the real business world, as              

well as people with long-term experience would obtain more knowledge in order to             

broaden his or her current vision. When differences occur during the decision-making            

process, the leader unites the two different perspectives, considers the alternatives and            

investigates them in order to seek the best solution. 
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5. Analysis 
_____________________________________________________________________________________ 

In the following section, the analysis and theoretical concepts will be tied together,             

through a coherent explanation and discussion. The theories, concepts, and analysis           

will come into play throughout the discussion, with the aim to answer the research              

question. The focus of this section will mainly be on Knowledge Management and             

Leadership Behaviours as these are the main concepts of the thesis. 

__________________________________________________________________ 

 

5.1 Leadership Behaviours and Knowledge Management  

This study conducted a case study of Adriatico in order to gain insight into their               

Leadership Behaviours in regards to Knowledge Management. In the findings,          

transformational and transactional elements of leading behavior were identified.         

Specifically in this section responses and observations will be used to relocate these             

elements appropriately in order to identify the relevant Leadership Style of Adriatico            

that lays in the septum between transformational and transactional poles. Furthermore, it            

will be discussed how the selected leadership, which was found to be the Paternalistic,              

influences Knowledge Management practices in an organizational context. The         

leadership style serving as an enabler for KM practices due to the employee’s             

motivation being depended on the leader's behavior will also be discussed as a factor of               

influence on KM, in section 6.3. Hence, we will discuss our research question and relate               

our findings to the initial theoretical groundwork used for this research. 

 

5.1.1 Transformational Elements    

As noted in previous research, the transformational style of leadership can actually            

affect the process and achievement of an organization’s knowledge management and           

learning. Transformational leaders motivate members to questions, be investigative and          

rise up with recreational and contributing observations (Vera & Crossan, 2004). This            

statement is noted in the case of Adriatico’s leader. He carries the transformational             
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element of leaders that want their associates to be investigative, question and willing to              

develop and contribute creatively, synonymously in the business context, creatively          

meaning more efficiency in the existing work processes. 

 

Traits that characterize transformational leaders, such as integrity and fair judgment,           

who consider the emotions of people (Pierce & Newstrom, 2008; Bass, 1985) are also              

observed in the Adriatico case. Especially the last trait, consideration, stood out during             

the interview and was noted and discussed by both researchers afterward. An example is              

when the leader said that he hardly takes in new employees, emphasizing the risk of               

them not be able to engage and perform as desired. However, discussing afterward, the              

researchers hypothesized, that another reason the leader hardly hires new associates, is            

to avoid the possibility of bringing himself to a situation where he has to fire someone.                

He indeed carries leadership traits that set him emotional towards people and does take              

the actions to avoid potential unsatisfying situations. It shall be remarked, that this             

observation in the next day was expressed to Captain Andreas, and he agreed to this               

hypothesis regarding his behavior as an executive. 

 

Another transformational element is the ability to inspire trust, loyalty, and admiration            

in the followers, who relate their individual interests to the group’s (Bass, 2000). Which              

also, indeed was noted by the associates, who they do trust their leader, and do want                

their personal work to be good, so the company performs well, and get the business               

going. Everybody interviewed seemed to really care for the overall output, and a big              

reason for that is that their leader inspires loyalty. 

 

5.1.2 Transactional elements    

Referring to the previous passage, the transformational element noted where the leader            

wants members to contribute with creativity, where the efficiency in existing work            

processes is a primary focus and expected to be attained by the members, brings up a                

transactional element of leadership in Adriatico. Transactional leadership can improve          

the efficiency of the organization by affirming existing values and routines and            
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emphasizing increasing efficiency in current practices, which facilitates transactional         

leaders to cultivate rule-based ways of doing things (Bass, 1995).  

 

Indeed, in Adriatico, there are some work processes that are the same throughout the              

past three decades. According to the managers and founder, the logic of the flow of               

information is the same. There is a demand-need from the shipowner for a seafarer, then               

is the interviews and selections, hence forwards proposal to the owner of the selected              

seafarer who potentially will fit the need and if accepted, proceed on the necessary steps               

to embark the seamen on the ship. This workflow has remained solid and composes the               

entire business operation. The changes that have been made, have been basically added             

in order to improve the efficiency and satisfy any additional requirements either            

personal of the shipowner, legislation, or due to technological advancements in the            

mechanics of a vessel.  

 

Back to the subject of workflow operation, it has received changes in the level that               

enhance the current modules. Satisfying the transformational element of this fact, of            

creative contribution, it still maintains strongly the element of a transactional leader            

who clarifies followers’ responsibilities and what milestones need to be achieved           

(Epitropaki & Martin, 2005). Transactional leaders give importance to maintain the           

operations being efficient and focus on risk avoidance (Levy, 2002). Risk avoidance is             

noted to Captain Andreas from this theoretical aspect as well, where the leader will              

clarify the expected completion of certain tasks related to the workflow. 

 

However, the transactional element where the leader tends to emphasize extrinsic           

rewards, as monetary incentives and promotion (Jung, 2008), and motivates people           

through contractual agreements (Bass, 1985; Jung, 2008) is not observed in the case of              

Adriatico. An explanation for this could be that Captain Adreas seeks from his people              

loyalty and ensures that they are fulfilled with their current job. 

 

After evaluating the data and utilizing the theoretical model which was designed for             

proceeding with the investigation, the researchers analyzed and propose that the           
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Leadership Style of the specific case company includes transformational and          

transactional elements, as presented in the previous sections 5.1.1 and 5.1.2. However it             

is noted the leader ́s behavior leans towards the transformational pole, and along             

considering some other company settings which will be discussed in the next section             

5.1.3, it is concluded that the current leadership style is regarded as Paternalistic. 

 

5.2 Paternalism leadership style 

Paternalistic leaders  

Research by Farh and Cheng (2000), introduced three crucial elements that help to             

define paternalistic leadership: authoritarianism, benevolence, and moral leadership. It         

provides reliable dimensions of measurement scale for paternalistic leadership.  

 

Authoritarianism is that a leader uses control strategies to generate authority over            

subordinates in order to maintain power status and highlight a particular discipline (Niu,             

Wang & Cheng, 2009). The empirical data concluded that the founder and managers             

used organizational structure to generate authority, for example, there is a hierarchy of             

authorities related to the responsibility and power of the position. 

 

Benevolence is when a leader provides holistic and individualized caring to           

subordinates in both the workplace and their personal lives (Niu, Wang & Cheng,             

2009). According to the case study of Adriatico, there is a family phenomenon in the               

office, and the founder maintains the family atmosphere on purpose. The founder is like              

a parent who guides the organization and supports every member, and every member is              

willing to share knowledge and no one holds back to ask and answer. There is an                

open-door policy, which means any member can go on each other’s desks, including the              

general director and leader, ask questions, suggest changes and be encouraged to speak             

out.  

 

Morality is that the leader emphasizes the pursuit of superior moral character to be a               

role model person the organization (Niu, Wang & Cheng, 2009). For Captain Andreas, a              
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moral character needs to be humble. And as being the leader he wants to pass this to the                  

company philosophy and culture. A specific quote said related to an action being a              

humble leader:  

 

 “ I can't park outside the office with the latest Mercedes, even if I could afford it. You 

can’t provoke your people. You need to show them you are one of them and that you are 

all at the same level and serve the same purpose”.  

-The founder at Adriatico’s Athens office, 2019-11-04 

 

According to the data collection process, researchers could observe more of the            

company’s philosophy by interviewing the founder. He strongly emphasized during the           

interview questions when the interviews used the word employees and employers: 

 

“ Everyone in the office is called associates, not employees. I do not like the word                

employees. Call them associates”  

-The founder at Adriatico’s Athens office, 2019-11-04 

 

5.2.1 Paternalism connected to KM 

Through the analysis, it was found the founder plays a significant role in the company.               

Especially for SMEs, the founder’s personality guides his leadership style, and the            

leadership style influences his behavior when implementing authority in the daily basis            

operation (Chen, 2004). By the case study of Adriatico, the founder has power to              

influence every aspect within the organization, regarding knowledge management         

aspect, the influences include organizational policy, knowledge sharing, and acquisition,          

information-systems structure, and training (Davenport & Probst, 2002).  

 

In the research by Chan (2013), he illustrates that paternalistic leadership behaviors            

influence the knowledge sharing on employee voice. The results of Chan ́s research             

show authoritarianism was negatively correlated to employee voice of knowledge          

sharing, unlike morality and benevolence aspects, which enhance the employee voice. 
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Authoritarian type of leaders intend discipline from subordinates and the leadership           

leans to conventionalism, it means the authoritarian leader is very risk-oriented and            

skeptic towards suggestions (Altemeyer, 2008). The researchers observed Captain         

Andreas influences the organizational development at a critical level as being the leader,             

therefore he will act very strategically and require adequate discipline from his team             

members. In order for a member to voice suggestions, they need to be very well-argued               

and lay in a conventionalistic context.  

 

Moral and benevolence are positively correlated to employee voice of knowledge           

sharing. The empirical data indicates that knowledge sharing and acquisition depends on            

employees themselves. How they perceive their relationship between them and the           

leader is an influencing factor in the knowledge sharing and acquisition process in the              

company. In Adriatico, both managers and associates have a clear sense that the founder              

is moral and benevolent. The founder is willing to help associates when needed, and he               

promotes a climate where associates are willing to share their propositions, ideas, and             

knowledge in the company. 

 

Pellegrini, Scandura, and Jayaraman (2010) have introduced that paternalistic leadership          

was positively related to leader-member exchange and organizational commitment.         

Their result suggests that paternalistic leadership is effective in an organization with a             

cross-cultural background.  

 

According to the empirical data, it shows the founder can be seen as a spiritual leader in                 

the company. In Adriatico, the founder’s personality influence is more significant rather            

than the company mission and vision. The employees affirm the leader is the right one               

to be trusted when assigning responsibilities to them. The leader believes and trusts an              

associate that is the right one for the assigned position so he or she can fit in the team. It                    

is a mutual choice of a trust agreement between associates and the leader. Once they               

have chosen each other and work as one team, they have the same organizational              

mission and organizational commitment.  
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A trusted-in-leader has been found to be positively associated with the work            

performance of its members (Wu, Huang, Li & Liu, 2015). According to the research by               

Erben and Guneser (2007), they indicated that leadership behavior influences the           

perception of the existing atmosphere in a workplace which includes the ethical climate             

and organizational commitment. The study of Erben and Guneser supports that the            

paternalistic leadership style has a strong impact on the perception of an ethical climate              

in the organization by the organizational members.  

 

5.3 Employees motivation connected to Knowledge Management   

During this research, in regards to investigating the impact of leadership behaviors on             

the acknowledgment management practices and their output in conjunction with the           

case study of Adriatico, it was observed that a critical factor that determines overall the               

success of knowledge transfer and acquisition, depends on the employees themselves.           

The enabler for this phenomenon, of the employee being their own manager of             

knowledge, is the leadership style that prevails and directs the organization. Ultimately,            

the measure of success on the outputs from KM processes depends on the amount of               

motivation the individual carries and how much further they want to expand and             

achieve organizational-related objectives. 

 

In Adriatico company, is was clearly stated by the general director Captain Andreas,             

that there is no limit for each associate’s future career. Everybody has the opportunity to               

upgrade on their job position and responsibilities inside the company, and that greatly             

depends on their will to do so. The matter of knowledge and development in Adriatico               

is taken as a personal matter and the associate is expected to be intrigued to ask, seek,                 

and learn. The leaders and directing managers will not announce that to the directed              

members neither they will provide a clear cut and completely instructing job            

description. The reason for this is to profound the fact that the job description is made                

upon the individual, his or her existing and potential qualities, motivation, engagement            

and scope for future growth in the company. These prerequisites, at the end of the day,                
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will determine the knowledge management practices that will be performed on a            

personal level, will factor the output of the member’s performance, and ultimately will             

define the organizational capabilities the firm can develop in a competitive context. 

 

The observed paternalistic leadership style in the case study gives ground to the             

associates of Adriatico to draw incentives literally without limitation and motivates           

them to seek and obtain the necessary knowledge and experience starting by their own              

desk. 

 

6. Conclusion 
____________________________________________________________________________________ 

This section of the thesis brings up the conclusions and summary of the research.              

Conclusions regarding how Leadership Behaviours influence Knowledge Management        

will be presented in this section.  

_____________________________________________________________________ 

 

In the case study of Adriatico, the maritime industry is knowledge intensive. As the              

company operates within this industry, it is required to execute with an effective             

Knowledge Management. The founder was found to have the power to influence every             

aspect within the company, in regard to knowledge management practices. These           

knowledge management practices include aspects such as knowledge sharing and          

acquisition, information flow, information-systems infrastructure, and employee       

training. Confirming the initial statement of this research that leadership influences the            

management of knowledge in an organization. Adriatico company provided an          

exemplary case to investigate this influence and how is implemented within the            

workforce in a deeper context. The findings show that knowledge-intensive firms,           

where information needs to be constantly updated and communicated across divisions,           

need to design and apply a very well thought and structured management system. It is a                

necessity for managers and firm owner who want to sustain a company and expand the               

business, to create strategies that keep safe the company's knowledge and make sure is              

transferred to the right people.  
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The impact of SME leaders has more influence on knowledge management practices, as             

there is a greater significance of how a leader is behaving towards an SME group force,                

due to its size, closer working relationships and the more interconnected environment.            

Observing Adriatico, the open-door policies, the high amount of employee commitment           

and organizational loyalty, and the company culture, including the no-blame status,           

gives the leadership a leaning towards transformational appealings. The findings          

suggest the hypothesis that SMEs tend to have inclined towards a paternalistic            

leadership style due to the characteristics of SMEs, as mentioned above (size, closer             

relationships, etc.) favoring an environment, where a family phenomenon is recognized.           

In an environment as such, knowledge sharing and acquisition practices are reinforced,            

as members have the comfortability to speak out, express their questions and ideas,             

share their voice, and contribute with care to the company. Therefore, the results proved              

that the output of Knowledge Management in an organization under Paternalistic           

Leadership style is enhancing the engagement of the associates to the company's            

mission. 

 

The leader creates the limits and ground where the followers will enact accordingly,             

depending on the openness and inspiration. The paternalistic leader of Adriatico           

promotes an atmosphere where the organizational members have no career boundaries           

for growth, hence they are impulsed to acquire the skills and knowledge that can lead to                

further development, as such an environment favor these impulses. Therefore, the           

employees’ ́ motivation for learning is enhanced by such a leadership style as             

Paternalistic. 

 

This study concluded that leadership styles can work as enablers for a primary factor              

that influences the knowledge management practices. This factor is suggested to be the             

employee’s motivation. The motivation an employee has for learning, acquiring and           

sharing knowledge, depends on the atmosphere that prevails in the company. In the case              

of Adriatico, the paternalistic leader favors that employees motivation for learning and            

seeking knowledge, as there is a no-blame culture, embracement for asking questions            
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and no limitations in the potentials of the individual. The behavior the leader carries,              

believing as stated in the interviews: “Everyone here is their own company. They can              

grow as much as they wish to and as much are actually willing to do so”, gives                 

opportunities and motivation to the associates to proceed in managing their own            

knowledge. Therefore, the leader serves as an enabler for the level of power, the factor               

of motivation an employee can have. It can raise motivation or cut it down. 

 

7. Discussion 
____________________________________________________________________________________ 

This section provides an insight into how this thesis adds value to the two research               

fields Knowledge Management and Leadership Behaviours by proposing further         

research. Later in this section implications in the specific case study of this paper are               

discussed. 

_____________________________________________________________________ 

 

This research provides a background for further research in the area of Knowledge             

Management and Leadership Behaviour. A suggestion to further studies in the field of             

Knowledge Management could be to focus on what and how specific technologies            

within a firm enable the transfer and acquisition of knowledge. This could be done by               

investigating a firm’s key processes that are applied by technological means, and how             

they relate to Knowledge Management. In addition, to investigate how corporate           

competitive advantages are increased by the efficiency of the technology tool used in             

companies for Knowledge Management practices. 

 

Another suggestion proposed is to investigate how the type of industry affects            

Leadership Behaviours towards their organizations. From the current research of this           

thesis, it was observed during the interviews. that the leader, Captain Andreas and some              

managers were not very perceptive towards relating theories and coursebook models to            

their business model. They considered that their business sector and company service            

does not apply to standardized business school theorems. The researchers believe that            

this denial could be due to two reasons: 1) The fact that the leader carries Paternalistic                
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style and treats his company in a familiar context, considers his management tailored to              

his experiences and perceptions that come from his experience as a seafarer and as an               

underdog successful entrepreneur who did not go to business classes. 2) The            

industry-specific of maritime crewing, most of the actors who operate in the land as              

managers or executives (not maritime on ships at sea) are previous seafarers and             

marines that base their judgement into their experience and have indeed succeed their             

businesses due to their inside knowledge of the profession, so less gravity of importance              

might be given to collaborating the operational structure with literature knowledge. For            

future studies, it is worth investigating how leadership behaviors can carry distinctive            

characteristics in terms of different industries.  
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