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Abstract: 

This study aimed to identify the role of knowledge, in its three dimensions: knowledge 

diagnosis, knowledge storage, and knowledge sharing, in supporting the change process in the 

structural domain. A descriptive approach was used to test the study's hypotheses. Data was 

collected through the distribution of a questionnaire specifically designed for this hypothesis 

and processed using SPSS25. The study concluded that knowledge management has a positive 

impact on supporting the change process in the structural domain. It also demonstrated that 

the knowledge management processes that influence the change process in the structural 

domain are knowledge diagnosis, knowledge storage, and knowledge sharing within the 

organization. The study also recommended encouraging knowledge sharing among 

individuals, establishing digital systems for knowledge storage, and integrating knowledge 

management into strategic planning. 
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Introduction: 

In light of the radical transformations our contemporary world is witnessing at the economic, 

technological, and organizational levels, knowledge management has become one of the 

strategic pillars upon which organizations rely to ensure their continuity and enhance their 

competitiveness. Knowledge is no longer merely a supporting resource; it has become a 

fundamental intellectual capital that guides decisions and supports organizational change in all 

its dimensions and areas, particularly in the structural realm. 

 

Knowledge management plays a pivotal role in reshaping organizational structures by 

facilitating the flow of information, sharing experiences, and stimulating creativity within 

organizations. By utilizing its tools and mechanisms, it enables organizations to dismantle 

traditional management patterns and build structures that are more flexible and responsive to 

environmental changes. It also contributes to improving the performance of administrative 

functions such as planning, organizing, directing, and controlling by enabling decision-makers 

to access relevant explicit and tacit knowledge. 

 

Thus, exploring the relationship between knowledge management and structural change opens 

up important research avenues, particularly within management sciences, aimed at improving 

organizational performance and enhancing effectiveness and efficiency. Hence, the 

importance of studying this topic to understand how knowledge management contributes to 

driving change towards more adaptable and innovative organizational models in the context of 

a rapidly evolving business environment. 
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Problem Statement: 

In the face of the accelerating challenges facing contemporary organizations, traditional 

organizational structures are no longer able to efficiently respond to the demands of change 

and development. With the growing importance of knowledge management as a strategic tool, 

the question arises as to its ability to bring about a real transformation in the organizational 

structure, achieving a balance between organizational stability and management flexibility. 

 

Hence, the study poses the following main problem: Does knowledge management play a role 

in supporting structural change? 

This fundamental question involves several sub-questions, including: 

Does knowledge diagnosis play a significant role in supporting structural change? 

Does knowledge storage play a significant role in supporting structural change? 

Does knowledge sharing play a significant role in supporting structural change? 

 

Hypotheses: 

Main hypothesis: Knowledge management plays a role in supporting structural change. 

Sub-hypotheses: 

Knowledge characterization plays a significant role in supporting structural change. 

Knowledge storage plays a significant role in supporting structural change. 

Knowledge sharing has a significant role in supporting structural change. 

Study Objectives: This study aims to: 

❖ Analyze the theoretical concepts associated with knowledge management and 

structural change in the context of business administration. 

❖ Explore the role of knowledge management in supporting organizational change 

processes in terms of structure and organization. 

❖ Identify the relationship between knowledge management processes and systems and 

performance effectiveness among organizational members. 

❖ Propose practical approaches for employing knowledge management as an effective 

tool in redesigning organizational structures. 

 

Significance of the Study: 

The importance of this study stems from the growing interest in knowledge management 

concepts as a strategic tool for activating change within organizations, particularly in an 

environment characterized by continuous change and increasing complexity. In this context, 

the study gains particular importance through its contribution to enriching the scientific 

literature related to knowledge management and organizational change, by highlighting the 

links between knowledge management practices and structural transformations within 

organizations. It also enhances the theoretical understanding of the interaction of management 

systems with the dynamics of institutional change. 

 

Amid the growing trend toward digital transformation and the adoption of innovation as a 

strategic option, linking knowledge management with structural change enables organizations 

to address competitive challenges and develop their internal structures in line with external 

variables. 

 

Study Methodology: 

This study relied on the descriptive approach, which we consider appropriate for its subject 

matter. The descriptive approach was used in some aspects of the study related to presenting 
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concepts related to variables, and the analytical approach was used to comment on what was 

described. A questionnaire was used to collect, analyze, and process data using SPSS25. 

 

Study Plan: This study will cover the following topics: 

❖ Axis One: The conceptual framework of knowledge management. 

❖ Axis Two: The theoretical framework of structural change. 

❖ Axis Three: A field study at the Higher School of Teachers in Bechar. 

 

1.The conceptual framework of knowledge management. 

1.1. The concept of knowledge 

❖ A set of activities for processing data, managing information flows, developing 

databases, and documenting business activities within an organization  (Malhotra, 2000). 

❖ These are the procedures in the organization that include the process of collecting, 

forming, and publishing in the form of technical, economic, and social information, with 

informing the employees of it, so that every individual in the organization can be informed of 

its conditions, so that he can take appropriate positions and take precautions for the future  

(A.R.François, 1988). 

Knowledge is the data, information, guidelines and ideas that a society possesses in a specific 

semantic and historical context, and directs human behaviour, individually or institutionally, 

in the areas of human activity in the production of goods and services  (Al-Ziyadat, 2008). 

❖ It is a combination of experiences, values, and information that forms the basis for 

evaluating, analyzing, and integrating experiences and information, generated and created by 

scientists (Tait, 2010) . 

❖ Knowledge is the important and final outcome of the use and investment of 

information by decision makers and other users, who transform information into knowledge 

and productive action that serves them and their communities (Abdul Sattar Al-Ali, 2006). 

❖ This information is recorded in documents, records, files, information stores, and 

various actions, policies, methods, strategies, and applications, to accomplish the 

organization’s tasks and functions (Prusokl, 1998). 

 

1.2. The importance of knowledge 

Knowledge also gains its essential importance through its connection to the concept of 

competitive advantage, something all organizations seek today and which they can only 

achieve by properly utilizing their internal resources, of which knowledge is a key component. 

The importance of knowledge can be highlighted in specific points, as follows (Salah, 2005): 

❖ Knowledge has contributed to the flexibility of organizations by encouraging them to 

adopt more flexible forms of coordination, cognitive design, and structure. 

❖ Knowledge has stimulated the creativity and continuous innovation of organizational 

members and research teams. 

❖ Knowledge has transformed organizations into knowledge communities to adapt to the 

rapidly changing business environment and confront its increasing complexity. 

❖ Knowledge itself has been utilized as a final product through selling it, using it to 

modify a specific product, or creating new ones. 

❖ Knowledge has become the foundation for creating and sustaining competitive 

advantage. 

❖ Human knowledge is the primary source of value. 

❖ It strengthens organizations' ability to cope with unstable and complex environmental 

changes and motivates them to renew themselves (Ahmed, 2012). 
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1.3. Types of knowledge       

Knowledge may be private and monopolized by its owner, or it may be left for public use. 

Accordingly, knowledge is divided into two types (Nonaka, 1995): 

1.3.1. Tacit knowledge: This refers to everything monopolized and stored within an 

individual or organization. It is not easily transferable to others, nor is its transfer free of 

charge. 

 

1.3.2. Explicit. knowledge: This refers to what is present or recorded in books, publications, 

archives, and the like. This type is characterized by its ease of transfer or transferability to 

others. 

 

1.4. Knowledge economy 

The knowledge economy is an economy based on the production and management of 

knowledge within the framework of specific economic determinants. It differs from the 

knowledge-based economy, which uses knowledge technologies such as knowledge 

engineering and knowledge management. In the knowledge economy, knowledge is a product, 

while in the knowledge-based economy, it is a tool. 

 

 is an economy that shifts the center of gravity from raw materials and capital equipment to 

information, knowledge, education, training, and scientific research centers  (Mahmoud, 

2019). 

 

1.5. Knowledge management processes 

Are all systematic and organized processes for achieving the optimal use and production of 

knowledge, starting with its generation and developing effective methods for its renewal. 

Knowledge generation leads to its renewal, then its addition and integration with other 

knowledge, which develops human resource expertise, and then its sharing and application 

with individuals within the organization. We will explain below: 

1.5.1. Knowledge Diagnosis: 

Identifying the knowledge gap in an organization requires a thorough understanding and 

objective comparison between the organization's current knowledge assets and the knowledge 

assets required by the organization (Al-Ziyadat A. M., 2008). 

 

1.5.2. Knowledge Storage: 

The retention of knowledge after sharing it among individuals and recording it in the 

organizational memory for the purpose of continuity, achieving goals, and developing services  

(al-Kubaisi, 2013). 

 

1.5.3. Knowledge Sharing: 

This implies sharing knowledge within the organization while ensuring that it reaches those 

seeking it in a timely manner and is distributed without any obstacles. This is achieved 

through education and training aimed at solving problems (Razzaq., 2015). 

 

1.5.4. Knowledge Application: 

 Transforming knowledge into operational processes and leveraging it for decision-making. 

This implies using acquired information and knowledge in practical situations to make 

decisions, solve problems, and improve performance. It serves as a bridge between theory and 

practice, transforming abstract knowledge into concrete actions  (al-Hawsh, 2016). 
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2.The theoretical framework of structural change. 

2.1. The concept of change: 

❖ It includes every transition from one state to another in space and time, i.e., the shift 

from the current state to the target equilibrium point  (Al-Sayed, 2000). 

❖ It is a natural result of the change that occurs in organizations, and the ability to adapt 

and balance with the changes that occur in the organization's environment  (Poulot, , 1997). 

❖ A thoughtful, long-term process aimed at adapting to the internal environment of 

change, thereby continuing to achieve organizational development and excellence. It also 

includes changes in strategy, organizational structure, technology, performance, work 

procedures, and more  (Idris, 2003). 

❖ Organizational change is the result of modifying organizational behavior for the 

purpose of organizational development and growth. This implies a tangible change in 

individual behavior patterns in line with the requirements of the organizational environment   

(Wind, 1999). 

 

2.2. Change in the structural field: 

❖ In an environment characterized by uncertainty, turmoil, rapid change, and the 

constant need to adapt to new and unforeseen variables, many researchers believe that 

organizational structures are temporal. Teams, which require a degree of coordination and 

cooperation in an uncertain environment, must be regularly updated to ensure their continuity 

and continued operation  (AwadAllah, 1995). 

❖ Structural change is a process aimed at bringing about change by modifying an 

organization's organizational structure. This includes altering the clear institutional framework 

of the organization's components, including its departments and branches, modifying and 

defining all its levels, updating the communication mechanisms through which they interact, 

and revamping the activities they undertake. It is a change at the activity level, encompassing 

powers and tasks  (Al-Kubaisi, 1998). 

❖ Structural change includes any change in any dimension or component of the 

organizational structure: delegation, scope of management, work design, and specialization   

(Al-Sharif, 2000). 

❖ Structural change involves restructuring an organization to align with its objectives 

and evolve with its surrounding environment. It also seeks to correct flaws and errors in 

various organizational activities and relationships, while uncovering any existing 

shortcomings with the goal of achieving a better organization  (El-Masry, 1997). 

❖ Through the process of structural change, jobs are reorganized, responsibilities are 

assigned, communication methods are redesigned, and channels of authority and 

responsibility are renewed. This is in addition to the creation and elimination of organizational 

units, which necessitates changes in other organizational elements, including personnel, 

policies, capabilities, systems, and procedures  (Al-Salami, 1983). 

 

2.3. Factors of Change in Organizational Structure 

❖ There are several factors that require a change in the organizational structure, 

including  (Fattah, 2013): 

❖ A design error in the basic organizational structure that became apparent after its 

adoption, such as an unjustified increase in the number of management levels, an expansion of 

the scope of supervision, a failure to adhere to the principle of specialization, or an 

inappropriate geographic distribution. 
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❖ Reorganization is intended to prevent undesirable managerial behaviors, such as abuse 

of authority, administrators' unsuitability for their jobs, and dereliction of duty. 

❖ Changing the standards and principles adopted by the organization, such as 

discovering new work methods and introducing modern equipment, requires a radical change 

in the organizational structure. 

❖ A change in the organization's strategy and objectives. 

❖ Changing economic conditions for the organization, such as periods of recovery or 

decline, or changing legal obligations, require a review of the organizational structure to 

address them (Al-Amian, 2004). 

 

3.A field study at the Higher School of Teachers in Bechar. 

3.1. The study population is the Higher Teachers' School in Bechar. 

Study population and sample: The study population consists of employees of the Higher 

Teachers' School in Bechar. This is due to the school's high academic activity, its reliance on a 

more dynamic environment, particularly in the field of modern technology, and its interaction 

with students from all disciplines. It also possesses the data and information necessary for our 

study 

 

3.2. Study Model: 

The study aims to test the impact of independent variables, specifically knowledge 

management processes, on the dependent variable, which is change in the structural domain.  

 

3.3. Descriptive statistics of the study sample's responses 

A- The values of the arithmetic means and standard deviations of the sample members’ 

answers to the independent variable of knowledge management and its dimensions. 

 

Table 01: Arithmetic means and standard deviations for the knowledge diagnosis dimension 

in the organization 

Phrases Arithmetic 

mean 

Standard 

deviation 

Level 

according to 

averages 

The organization clearly identifies the 

knowledge gap. 
1.24 0.741 

weak 

The organization seeks to monitor its 

knowledge capabilities. 
4.29 0.871 

strong 

The organization maintains a staff directory to 

identify its expertise. 
4.29 0.579 

strong 

The organization clearly identifies the areas of 

interest of its knowledgeable employees. 
4.21 0.592 

strong 

The organization seeks to accurately locate 

knowledgeable individuals. 
4.24 0.654 

strong 

Knowledge Diagnosis 3.6529 0..3386 Average 

Source: Prepared by the researchers based on SPSS25 outputs. 

 

The table above, as well as the statistical results, indicates that the arithmetic means (means) 

for all items related to the knowledge diagnosis dimension were within good (strong) levels, 

with the exception of one item whose results were weak, ranging between 1.24 and 4.29. This 

disparity indicates that most statements related to knowledge diagnosis were available and 
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supported within the organization, as evidenced by the overall mean for all items, which 

reached 3.6529. This value reflects a positive degree of perception among sample members 

regarding the level of knowledge diagnosis. 

 

As for the standard deviation, which measures the extent of dispersion of responses around the 

mean, it ranged between 0.579 and 0.871, all of which are positive and moderate values, 

indicating relative agreement among sample members' opinions and the absence of significant 

variation in their assessment of the items. This conclusion is also confirmed by the overall 

standard deviation, which reached 0.338660, indicating that the overall variance in responses 

is relatively low, reflecting the stability of sample members' assessment of knowledge 

diagnosis practices within the organization. 

 

Table 02: Arithmetic means and standard deviations of the knowledge storage dimension in 

the organization 

Source: Prepared by the researchers based on SPSS25 outputs. 

 

It is noted from the table above that the arithmetic means of all paragraphs were strong except 

for one paragraph that was average, as its value ranged between (3.47 - 4.32). This suggests 

the availability of phrases related to the dimension of knowledge storage in the organization, 

and this is indicated by the general mean of all paragraphs of the knowledge storage 

dimension, which reached a value of (3.9706), while we see that the standard deviation of all 

paragraphs ranged between (0.3590 - 0.8660), which are all positive values. This suggests the 

agreement of the individuals of the studied sample regarding their answers related to the 

paragraphs of the independent variable in the dimension of knowledge storage in the 

organization, and this is indicated by the total standard deviation, which reached (0.3754). 

 

Table 03: Arithmetic means and standard deviations for the knowledge sharing dimension in 

the organization 

 

Phrases 

Arithmetic 

mean 

Standard 

deviation 

Level 

according to 

averages 

The organization holds regular conferences 4.26 0.6180 strong 

 

Phrases 

Arithmetic 

mean 

Standard 

deviation 

Level 

according to 

averages 

The organization seeks to selectively 

preserve knowledge. 
4.15 0.3590 

strong 

The organization has an incentive system 

to encourage knowledge transfer. 
3.82 .6260 

strong 

The transfer of knowledge and expertise is 

organized upwards in the organization's 

career ladder. 

4.32 .5890 

strong 

The organization has advanced storage 

and processing facilities. 
3.47 .7880 

Average 

The organization seeks to continually 

update its database. 
4.09 .8660 

strong 

Knowledge Storage 3.9706 .375400 strong 
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and seminars to update its members' 

knowledge. 

The organization is committed to enabling 

individuals to easily access knowledge. 
4.00 .8160 

strong 

The organization encourages all methods of 

transferring and sharing tacit knowledge. 
4.50 .8260 

strong 

The organization uses formal and informal 

networks to disseminate knowledge. 
4.41 .8570 

strong 

The organization ensures that all its 

members have access to knowledge in a 

timely and appropriate manner. 

4.51 .8220 

strong 

Knowledge Sharing 4.2941 .441550 strong 

Source: Prepared by the researchers based on SPSS25 outputs. 

 

It is noted from the table above that the arithmetic averages of all paragraphs were strong, as 

their value ranged between (4.00 - 4.50), and this indicates the availability of statements 

related to the knowledge sharing dimension, and this is what is shown by the general average 

of all paragraphs of comprehensive diversification, as it reached a value of (4.2941), while we 

see that the standard deviation of all paragraphs ranged between (0.6180 - 0.8570), which are 

all positive values, and this indicates the agreement of the individuals of the studied sample 

regarding their answers related to the paragraphs of the independent variable in the knowledge 

sharing dimension, and this is shown by the total standard deviation, which reached (0.44150). 

B- Arithmetic means and standard deviations of sample members' responses to the dependent 

variable "scope of structural change in the organization. 

C-  
Table 04: Arithmetic means and standard deviations for the dependent variable "scope of 

structural change." 

Phrases 

 

Arithmetic 

mean 

Standard 

deviation 

Level 

according to 

averages 

The organization is working to change its 

reward and performance appraisal system. 
4.18 0.3270 

strong 

Revamping communication lines and 

workflows helps the organization excel. 
3.94 0.6000 

strong 

The organization is able to change its 

organizational structure. 
4.21 0.4100 

strong 

The organization is developing sub-

departmental structures and job 

distribution. 

4.03 0.5210 

strong 

The organization is contributing to the 

development of work methods. 
4.38 0.5510 

strong 

The organization conducts ongoing 

performance evaluations. 
4.09 0.6210 

strong 

Developing an organization's control 

system helps it excel. 
3.99 0.8210 

strong 

The organization distributes jobs 

appropriately. 
4.03 0.6270 

strong 

The organization contributes to developing 3.88 0.9770 strong 
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interpersonal relationships. 

The organization contributes to developing 

research methods and structural change. 
3.94 0.9520 

strong 

The scope of structural change 4.0392 0.3607 strong 

Source: Prepared by the researchers based on SPSS25 outputs. 

 

It is noted from the previous table that the arithmetic means for all paragraphs were strong, 

with the exception of one paragraph, whose value ranged between (3.88) and (4.38). This 

suggests the availability of statements related to the dependent variable, "scope of structural 

change." This is evident from the overall mean for all paragraphs of the "scope of structural 

change" variable, which amounted to (4.0392). Meanwhile, we find that the standard 

deviation for all paragraphs ranged between (0.3270) and (0.9770), all of which were positive 

values. This suggests the agreement of the sample members in the study regarding their 

answers related to the paragraphs of the dependent variable, "scope of structural change." This 

is evident from the overall standard deviation, which amounted to (0.3607). 

 

3.4. Hypothesis testing and discussion of study results 

Using multiple regression analysis, the field study hypotheses, which are the main hypothesis 

and sub-hypotheses, will be tested. 

3.4.1 Multiple regression analysis conditions: 

To use regression analysis, certain conditions must be met, which can be summarized as 

follows: 

Based on the theory of central tendency, which states that if the sample size is greater than 30 

and its mean is μ and variance is ð, the sample distribution of the mean approximates the 

normal distribution. 

A- Normal distribution of errors: From Figure 01, it can be seen that there is a normal 

distribution of errors around their arithmetic mean, and thus the condition of normal 

distribution is met. 

Figure 01: Frequency histogram of error distribution 
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Source: Prepared by the researchers based on SPSS25 outputs. 

B- Non-linear interference of errors: From the following figure, it can be noted that the 

propagation of errors does not follow a specific pattern, which proves the non-linear 

interference of errors. 

Figure 02: Error propagation 

 
Source: Prepared by the researchers based on SPSS25 outputs. 

C- Independence of Independent Variables: 

Table 05: Correlation Matrix between the Dimensions of the Independent Variable of 

Knowledge Management 

Correlations 

Knowledge 

Sharing 

Knowledge 

Storage 

Knowledge 

Diagnosis 

 

0.166 

0.174 

34 

,3370 

0,026 

34 

1 

 

34 

Pearson correlation 

Sig. (unilateral) 

N 

Knowledge 

Diagnosis 

0,502 

0,001 

34 

1 

 

34 

0,337 

0,26 

34 

Pearson correlation 

Sig. (unilateral) 

N 

Knowledge Storage 

1 

 

34 

0,502 

0,001 

34 

0,166 

0,174 

34 

Pearson correlation 

Sig. (unilateral) 

N 

Knowledge Sharing 

Source: Prepared by the researchers based on SPSS25 outputs. 

From the correlation coefficient matrix table, it is clear that there is not a very strong 

correlation between the independent variables, and therefore we can ignore the problem of 

multicollinearity at the model level. 

 

Table 06: Multicollinearity results for the dimensions of the independent variable knowledge 

management 

Collinearity statistics  

Dimensions Tolerance 

Variance Inflation 

Factors 

Variance Inflation 

Factors 

(VIF) 

.8870 1.128 Knowledge Diagnosis 
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.6820 1.466 Knowledge Storage 

.7480 1.336 Knowledge Sharing 

Source: Prepared by the researchers based on SPSS25 outputs. 

The multicollinearity test for the residuals between the dimensions of the knowledge variable 

was used to ensure the absence of this problem. This is done by relying on the variance 

inflation factors (VIF) test and the tolerance variance test for each of the independent 

variables. The independent variables of the model must be independent of each other, and to 

ensure this purpose, this test was applied. Note that the variance inflation factors should not 

exceed a value of 5, and the tolerance variance test value should be greater than 0.05. By 

calculating the coefficients for all independent variables, the table shows that the variance 

inflation factor values ranged between 1.128 and 1.466. These values are considered 

appropriate and indicate the absence of multicollinearity between the dimensions of the 

knowledge variable. It is also noted that the tolerance variance values greater than 0.05 ranged 

between 0.6820 and 0.8870, which helps in concluding that there is no multicollinearity 

problem between the dimensions of the independent variable of knowledge management. 

After ensuring that the conditions for applying regression analysis are met, the study 

hypotheses can be tested as follows: 

3.4.2. Multiple linear regression test analysis: 

A- Main Hypothesis: 

Null Hypothesis (H0): There is no statistically significant effect of the knowledge 

management variable in its three dimensions (knowledge storage, knowledge sharing, and 

knowledge diagnosis) on the structural change variable in the study institution, "Higher 

School of Teachers in Bechar," at the significance level (∝≤ 5%). 

 

Table 07: Multilinear correlation results for the dimensions of the knowledge management 

variable 

Model Correlation 

coefficient 

Coefficient of 

determination 

Adjusted coefficient 

of determination 

Standard error 

of estimate 

1 0,505a 0.2550 0.1800 0.326240 

Source: Prepared by the researchers based on SPSS25 outputs. 

 

Table 08: Analysis of variance for study variables ANOVAa 

Model Sum of 

Squares 

ddl Mean 

Square 

D Sig. 

Significance 

Level 

Regression 1.093 3 .3640 3.422 0,030b 

Residuals 3.193 30 .1060   

Total 4.285 33    

A. Dependent variable: Structural change domain 

B. Independent variable: (Constant) Knowledge storage, knowledge sharing, and 

knowledge characterization 

Source: Prepared by the researchers based on SPSS25 outputs. 

 

We note from the table above, as shown by the results extracted from the SPSS program, that 

the statistical significance level (Sig.) for the overall model reached 0.030, a value lower than 

the significance level adopted in this study (0.05), indicating that the statistical model as a 

whole is significant. Accordingly, the null hypothesis (H0)—which states that there is no 

significant effect of the knowledge management variable in its three dimensions (knowledge 
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identification, knowledge storage, and knowledge sharing) on the structural change variable—

is rejected. The alternative hypothesis (H1)—which states that there is a statistically 

significant effect of these dimensions on the field of structural change in the institution under 

study, the Higher School of Teachers in Bechar—is accepted at a significance level of (α ≤ 

0.05). 

 

The analysis results also revealed that the bivariate correlation coefficient (R) between the 

knowledge management variables and the field of structural change reached 0.505, 

representing a medium-strength correlation, indicating a positive and moderate correlation 

between the two variables. 

 

As for the adjusted R², it reached 0.180, which means that 18% of the change in the field of 

structural change is attributed to the knowledge management variable in its three dimensions, 

while the remaining percentage (82%) is due to other factors that were not included in the 

analytical model adopted in this study, such as organizational culture, leadership, or external 

factors surrounding the institutional environment. 

 

B- Sub-Hypothesis Testing: Using multiple regression analysis, the following sub-

hypotheses can always be tested: 

H0.1: There is no statistically significant effect of the knowledge diagnosis dimension on 

supporting structural change at the study institution, the Higher Teachers' School of Bechar, at 

the significance level (∝≤5%). 

H0.2: There is no statistically significant effect of the knowledge storage dimension on 

supporting structural change at the study institution, the Higher Teachers' School of Bechar, at 

the significance level (∝≤5%). 

H0.3: There is no statistically significant effect of the knowledge sharing dimension on 

supporting structural change at the study institution, the Higher Teachers' School of Bechar, at 

the significance level (∝≤5%). 

 

Table No 09: Transactions Table 

 

Model 

 

Non-standard transactions Standard 

transactions 

 

t 

Sig. 

Significance 

Level A Standard 

error 

Beta 

Fixed 1,997 

 

0,031 

 

0,378 

 

0,152 

0,799 

 

0,178 

 

0,183 

 

0,149 

0,029 

 

0,394 

 

0,186 

 

 

2,498 

 

0,173 

 

2,065 

 

1,023 

0,018 

 

0,049 

 

0,048 

 

0,043 

Knowledge 

Diagnosis 

Knowledge 

Storage 

Knowledge 

Sharing 

Source: Prepared by the researchers based on SPSS25 outputs. 

 

3.4.3. Constant Significance Test: 

The table shows that the significance level (sig) is 0.018, which is smaller than the 

significance level of 0.05, meaning that the constant is statistically significant at the model 

level. 
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3.4.4. Testing the first sub-hypothesis:  

The data in the statistical table above indicate that the significance level (Sig.) for the 

knowledge diagnosis dimension was 0.049, which is lower than the minimum used in studies 

(0.05). This implies that the tested statistical hypothesis is statistically significant at the level 

accepted in scientific research (5%). 

 

Based on this result, we reject the null hypothesis (H0.1), which states that there is no 

statistically significant effect of the knowledge diagnosis dimension in supporting structural 

change within the institution under study. However, we accept the alternative hypothesis 

(H1.1), which confirms the existence of a statistically significant and influential effect of the 

knowledge diagnosis dimension in supporting structural change within the Higher Teachers 

School in Bechar. 

 

This result can be interpreted as indicating that the knowledge diagnosis process within an 

organization—which includes identifying, analyzing, and evaluating knowledge sources—

effectively contributes to informed organizational decision-making. It also enables managers 

to understand the knowledge strengths and weaknesses within the organizational structure, 

facilitating the implementation of informed and effective structural changes. 

 

This result also reflects organizational awareness of the importance of knowledge 

management, specifically its identification as a tool that supports institutional transformation 

and enhances the flexibility of the organizational structure and its ability to adapt to internal 

and external variables. 

 

3.4.5. Testing the second sub-hypothesis: 

The results of the statistical table above indicate that the significance level (Sig.) for the 

knowledge storage dimension was 0.048, which is less than the critical value adopted in the 

study (0.05). 

 

Thus, this result is statistically significant at a 5% significance level, leading to the rejection 

of the null hypothesis (H0.2), which states that there is no statistically significant effect of the 

knowledge storage dimension on structural change. 

 

Conversely, we accept the alternative hypothesis (H1.2), which states that knowledge storage 

has a statistically significant effect on the scope of structural change at the Ecole Normale 

Supérieure de Bechar. 

 

This suggests that retaining, organizing, and documenting knowledge within an organization 

clearly contributes to supporting decisions related to organizational restructuring, as 

employees can refer to a reliable knowledge repository that can be built upon in change 

processes. This supports management effectiveness and reduces duplication and knowledge 

loss during organizational transformations. 

 

3.4.6. Testing the third sub-hypothesis: 

Regarding the third sub-hypothesis, the results showed that the Sig. value for the knowledge 

sharing dimension was 0.043, which is also less than 0.05, indicating statistical significance at 

the same confidence level. 
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Therefore, the null hypothesis (H0.3) is rejected, and the alternative hypothesis (H1.3) is 

accepted, which states that the knowledge sharing dimension has a significant effect on 

structural change. 

 

This suggests that knowledge sharing and circulation among employees and departments 

plays an important role in supporting structural change. Shared knowledge contributes to 

creating a collective understanding of the required changes and enhances individual 

participation in the reorganization process, reducing resistance to change and increasing its 

effectiveness. 

 

Through the results, the following regression equation was derived, representing the overall 

model: 

Y= 0.378X+1.798 

Where:  Y represents the degree of change in the structural domain (the dependent variable). 

               X represents the sum of the knowledge management dimensions (knowledge 

identification, storage, and sharing). 

The constant: (1.798) indicates the presence of an initial level of structural change even in the 

absence of knowledge management variables, 

while the regression coefficient (0.378) represents the expected amount of change in the 

structural change domain with a one-unit increase in the combined knowledge management 

dimensions, holding other factors constant. 

This model demonstrates that the higher the levels of knowledge management within an 

organization, the greater its ability to bring about effective structural change, reinforcing the 

importance of investing in knowledge capital as a key input for developing organizational 

structures. 

 

Conclusion 

 In light of the analytical and statistical results of the study, it was found that knowledge 

management—with its three dimensions: knowledge identification, storage, and sharing—had 

a statistically significant impact in supporting structural change within the study institution, 

represented by the Higher School of Teachers in Bechar. The results indicated that each of 

these dimensions contributed to varying degrees in supporting structural change, with 

significance levels for all sub-hypotheses being less than 0.05, confirming the acceptance of 

the alternative hypotheses and the rejection of the null hypotheses. 

 

The regression equation revealed a positive direct relationship between knowledge 

management dimensions and structural change, as each increase in knowledge management 

activation leads to a significant improvement in organizational capacity for change. The 

correlation coefficient (R = 0.505) indicates a fairly strong correlation, while the adjusted 

coefficient of determination (R² = 0.180) indicated that approximately 18% of structural 

change is attributable to knowledge management practices, opening the door to exploring 

other complementary factors that may influence this type of change. These findings indicate 

that educational institutions, like other organizations, urgently need to transform knowledge 

into a tangible strategic resource by accurately identifying it, storing it in an organized 

manner, and sharing it efficiently among individuals. By providing a stimulating knowledge 

environment, organizational structures become more flexible, responsive, and adaptable to 

changes, transforming from bureaucracy to collective action based on knowledge exchange.  

Based on the above, the study recommends the following: 
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❖ Promote a knowledge management culture within educational institutions through 

periodic workshops and training courses. 

❖ Establish digital knowledge storage systems that ensure the preservation and 

accessibility of institutional expertise. 

❖ Encourage knowledge exchange among individuals through work teams, collaborative 

projects, and material and moral incentives. 

❖ Integrate knowledge management into the institution's strategic planning to ensure 

organizational structures align with future development requirements.  
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