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Abstract:
Research question: The study aims to extend and deepen the understanding of maturity level of knowledge transfer effectiveness between project team members in an organization in which disruptive innovations and external forces foster
acceleration of various types of changes within organization. Motivation / Idea: Banks in Serbia are characterized by
dominant functional organizational structure in which knowledge is acquired and stored in well-established departments
and branches. On the other hand, the banking sector in Serbia is going through transformation mainly due to external
forces that accelerate significant changes, at the same time implying meaningful increase in number and types of projects
which are becoming increasingly demanding and complex. These factors further imply a shift from functionally-based operations to project-based operations. A radical shift of temporary organization from functionally-oriented to project-oriented foster new challenges when knowledge transformation is in question. Accordingly, the purpose of this paper is to
research predictors for knowledge transfer success between project teams and to reveal major barriers to knowledge
transfer effectiveness in the banking sector. Data / Tools: This paper opted for a survey research method and the sampling frame includes 13 banks that operate in Serbia. Findings: Research results show that knowledge transformation between project team members is low. Moreover, very dynamic circumstances, projects complexity and tight deadlines create
new challenges when knowledge transfer effectiveness is in question. Accordingly, research results show that organizational understanding, valuing and adequate support for knowledge acquisition and transfer represent significant indicators for knowledge transfer success within project teams in the banking industry of Serbia. Besides, individual readiness,
efforts, capabilities and history of successful knowledge transfer play an important role in knowledge transformation success. Finally, regression analysis output disclosed that all observed aspects, i.e., characteristics of knowledge transfer, individual and organizational aspects represent significant simultaneous predictors for knowledge transfer success between
project teams in the banking sector of Serbia. Contribution: The paper contributes to enriching the literature on knowledge transfer between project teams in an industry’s, country’s and regional contexts that have been poorly addressed
so far. By focusing on this phenomenon, the paper contributes to project managers, strategic managers and policy makers by addressing the gap between importance of knowledge transfer in one hand, and poor project outcomes on the other.
Keywords: Knowledge transfer effectiveness, banking industry, digital disruption, empirical research, project success
JEL Classification: G21, O22, D83

1. Introduction
The banking sector in Serbia faces unprecedented challenges imposed by the fourth industrial revolution, strong
competition, frequent structural, regulatory and technological developments, economic crisis and iterative customers’ requirements. These underlying influences have intensified initiation and implementation of various
changes through projects within banks, of which the most prominent are IT based (Tornjanski et al., 2017a).
As more and more sectors adopt a project-based mode of operation, project journey acquires accelerated
significance within organizations and management science nowadays. Projects are defined as organizations, created with specific aim and scope and built upon predefined and definite periods of time (Gann and
Salter, 1998; Turner and Muller, 2003; Cacciatori et al., 2012; Todorovic et al., 2015). Many authors (e.g.,
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Markus and Benjamin, 1996; Turner et al., 1996; Markus, 2004; Peppard et al., 2007; Crawford and Nahmias,
2010) have recognized that projects can be significant drivers of change within organizations, having principal dependency on information technologies and knowledge as a strategic resource (Mehta et al., 2014).
Knowledge represents a vital invisible organizational value that creates individuals and contributes to improvement of firm’s competitive advantage (Drucker, 1993). A knowledge-based perspective of an organization has emerged in the literature of strategic management and extends the resource-based theory (Alavi
and Leidner, 2001). The importance of knowledge, its way of acquiring, using and sharing, is widely accepted as key to project and organizational performances, respectively (Prusak, 2015). Zhao et al. (2015)
argue that effective knowledge transfer exerts a positive outcome on project efficiency, effectiveness and improved quality of services. However, due to temporary nature of projects, collecting and transferring knowledge is more difficult in project-type operations than in continuous operations (Cacciatori et al., 2012).
Despite the relevance that knowledge transfer phenomenon has on an overall project performance, McKinsey and the University of Oxford revealed that large IT projects exceed budget by 45%, break the schedule
plan by 7%, and deliver 56% less business value than expected (Bloch et al., 2012). Similarly, research results from the Chaos Manifesto of 2013, show that only 39% of worldwide IT projects achieved project management success (The Standish Group International, 2013).
Taking into account an evident gap between importance of knowledge transfer, on one hand, and poor project outcomes on the other, effectiveness of knowledge transfer in project adventure remains to be a challenging task that requires deeper understanding and research. Moreover, little is known about effects of
knowledge transfer in banking – the industry that is in a revolutionary transfer process. Accordingly, for both
practical and theoretical reasons, this study is developed to research the effectiveness of knowledge transfer
between project team members in digitally disrupted organizations. The purpose of this study is to clarify the
biggest challenges of effective knowledge transfer during project journeys in banks that operate in Serbia.
The paper is organised as follows. The literature review section unfolds an overview of the industry under
study and exhibits the backgrounds of knowledge transfer among project team members. The research
method is then introduced with a detailed explanation of the steps, measures and a sample. Afterwards, the
results and discussion of the study are presented. Finally, the paper concludes with the implications and recommendations to practice, along with the suggestions for future research.

2. Literature Review
2.1. An overview of the industry under study
The banking sector of Serbia has experienced significant transfer in past decades. The 1990s were characterized
by political instability, hyperinflation and collapse of the financial service sector. However, at the beginning of the
21st century, the banking sector of Serbia has begun to recover due to structural economic reforms and has
taken restructuring measures that resulted in a significant level of the sector’s stability. With the wave of privatization, liberalization and consolidation, considerable developments have been made in the banking industry.
These efforts were recognized as key elements of successful transition towards a system that is market-oriented,
attributing to a more efficient and well-functioning sector (Barisitz and Gardo, 2008; Sokic, 2015). Since 2008, the
global economic crisis has caused structural weaknesses of the banking sector that led to the recession in 2009.
Macroeconomic volatility, fast-changing and unpredictable business environment represent crucial issues that
banksare still struggling against aiming for further growth. Moreover, a high level of competition between 30 active banks, technology and digital innovations, heterogeneity of customers’ needs and shortened product life cycles have imposed additional challenges to banks, signifying continuous change of their strategic focus and
competitive dynamics (NBS, 2016; Tornjanski et al., 2017; Tornjanski et al., 2017a). In the era of the fourth industrial
revolution, the banking sector of Serbia is at the beginning of a new journey, strengthened to find a perfect equilibrium between all influential factors that disturb the banking business, of which the most challenging are: harmonization between regulatory requirements, intensified changes in customers’ needs and evolving digital
disruption (Tornjanski et al., 2017a). In such circumstances, projects represent important vehicles for all organizational changes, particularly those that are based on information technologies.

2.2. Knowledge transfer between project team members
According to Kirchner & Cudanov (2011), knowledge-intensive organizations are characterized by a quick
change and involvement of many employees that are pursuing different business activities. In such organizations, knowledge is recognized as diverse; with vast proportions that steadily grow. Hence, the distribution of knowledge between project team members, individuals and communities of practices is viewed as
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an important factor. According to Stevens and Campion (1994), an overall capability of a team to harmonize
knowledge and skills of its members is considered as a basic principle for successful accomplishment of
team work. Furthermore, capabilities of project teams of managing and exploiting knowledge have been
certified to play a weighty function in executing projects (Teerajetgul et al., 2009). Most studies have adopted
knowledge transfer as a process that consists of two sub-processes, i.e., sending knowledge and receiving
knowledge (Ko et al., 2005; Zhao et al., 2015). Other scholars see knowledge flows as “knowledge as a solution”, “knowledge as experience” and “socially created knowledge” (Snider and Nissen, 2003; Ajmal and
Koskinen, 2008). One of the definitions of knowledge transfer states that knowledge transfer is: “the methodical replication of the expertise, wisdom, insight, and tacit knowledge of key professionals into the heads
and hands of their co-workers. It is more than just on-the-job training. In organizational theory, knowledge
transfer is the practical problem of transferring knowledge from one part of the organization to another.
Knowledge transfer seeks to organize, create, capture, or distribute the “know-how” of the most expert in a
field and ensure its availability for future stakeholders” (Howlett et al., 2011; Prusak, 2015, p.6).
Other authors outline knowledge transfer as “the process by which one unit of an organization, such as a
group or department, is affected by the experience of another” (Argote and Ingram, 2000, p.151). According to Zhao et al. (2015), cross-project knowledge transfer is viewed as “the communication activities of
knowledge from a source project to a recipient project so that the useful knowledge is absorbed and reused
by the recipient project”.
Based on the thematic analysis carried out by Broadley et al. (2016), authors argue that nuanced range of
tools, techniques and methods can strengthen the multidisciplinary engagement and can create a shift from
co-design methods to sustain collaborative mindsets in knowledge swap toward innovation. When innovation is in question, cross-boundary teaming is viewed as an increasingly popular strategy for innovation.
According to the authors, knowledge diversity represents an asset to extend the range of views and ideas
that teams can use to innovate (Edmondson et al., 2018). To enhance the capacity of a project team to innovate and manage information, Huang and Chin (2018) suggest adoption of collective teaching to create
team intelligence. Moreover, results from the research study taken by Prieto-Pastor et al. (2018) show that
knowledge integration represents a benefit for exploratory and exploitive learning, implying that R&D organizations may be ambidextrous in managing knowledge.
Several studies have been conducted to identify and clarify a set of factors that disturb effective cross-project knowledge transfer at both organizational and individual levels. According to Bakker et al. (2011), there
are five factors, i.e., relational embeddedness, cognitive embeddedness, temporal embeddedness, absorptive capacity and motivation that represent forceful predictors of the degree of project knowledge transfer. Lewis et al. (2005) note that project task similarity is the precondition for effective knowledge transfer. On
the other hand, Park et al. (2008) point out that time urgency needed for project completion is an important
factor for a successful knowledge transfer among project team members (Zhao et al., 2015). De Long and
Fahey (2000) have found that organizational culture plays an important role in knowledge origination, exchange, and purposive utilization. In addition to this, Naftanaila (2010) notes that flat organizational culture
and decentralized decision-making support knowledge transfer among project team members. Besides,
Naftanaila (2010) point out that management style, trust, motivation and values can also influence knowledge
flows among project team members.
Banks in Serbia are characterized by functional organizational structure. According to Ajmal and Koskinen
(2008), in functional organizations, knowledge is acquired and stored in well-established departments and
branches. In such organizations, project teams can easily access and use documented records of knowledge. On the other hand, the banking sector in Serbia is going through transformation mainly due to external forces that accelerate significant changes, at the same time implying meaningful increase in the number
and types of projects which are becoming increasingly demanding and complex, and should be implemented within very tight deadlines.
With that in mind, in this study we hypothesize:
H1: Knowledge transfer is at a low level of effectiveness among project team members in the banking industry in Serbia.
H2: Knowledge complexity and difficulty to codify knowledge linearly increase the difficulty to transform
knowledge among project team members in banks in Serbia and at the same time decrease the success of
knowledge transfer.
H3: Organizational understanding, valuing and adequate support for knowledge acquisition and transfer
are in a positive correlation with effective knowledge transfer between project teams in the banking industry of Serbia.
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H4: Individual readiness, efforts, capabilities and a history of successful knowledge transfer are in a positive
correlation with the success of knowledge transfer between project team members in the banks in Serbia.
H5: Organizational and individual efforts in a simultaneous loop with the characteristics’ levels of knowledge transfer are predictors for knowledge transfer success among project team members in the banking
sector of Serbia.

3. Research Methods
This paper opted for a survey research method. Based on the broader literature review (e.g. Argote and Ingram,
2000; Cowan et al., 2000; Haldin-Herrgard, 2000; Rivkin, 2001; Beesley, 2004; Ajmal and Koskinen, 2008; Szulanski et al., 2016), a web-based questionnaire with a five-point scale is employed as a survey instrument. During the survey development, all required methodological principles were met (Saris and Gallhofer, 2014).
The questionnaire contains 20 questions that are clustered in 5 main sections. The first section consists of
enquiries in regard to gender, age, education, position in the company, years of overall and current work experience, the company’s name and the role of participant in the project. The second part of the questionnaire aims to research into how project team members perceive the following characteristics levels of
knowledge: level of difficulty to codify knowledge, level of knowledge complexity and level of difficulty to
transfer knowledge. The next set of questions refer to individual experience in relation to knowledge transfer among project team members: readiness, capability to transform knowledge and the history of successful knowledge transfer. The fourth section deals with the organizational aspect: the level of
understanding the importance of knowledge transfer, the degree to which the organization recognizes and
values participants of project team who share their knowledge and the level of providing adequate support
in acquiring and transforming knowledge during the project journey. The last part of the questionnaire aims
to measure the effectiveness of knowledge transfer in cross-functional team members and those that have
the same role in the project. The final question aims to reveal what are the major barriers for effective knowledge transfer among project team members.
Our sampling frame includes experts who had one of the three conventional roles in a project team, i.e.,
leader, member or contributor. A web-based questionnaire was sent via e-mail to 150 project experts who
are employed in banks that operate in Serbia. Of the 150 experts who are invited to participate in the survey, 54 completed the questionnaire; yielding a response rate of 36%. The banking sector was selected for
the sake of the following reasons. First, the banking sector in Serbia plays a key role in the financial system
stability of the country. Second, the banking industry is recognized as one of the most disruptive industries
nowadays. Finally, the disruptive innovations and external forces foster acceleration of various types of
changes which imply a significant increase in the number of projects and their complexity. Very dynamic circumstances, projects complexity and tight deadlines create serious challenge for effective knowledge transfer to all stakeholder groups. From 30 active banks that operate in Serbia, 13 banks were involved in the
study. The list of banks which contributed to the research is presented in Table 1.
Table 1: The list of banks included in the study
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Finally, data were analyzed in three main phases using SPSS software package. Our analysis of the data
started from descriptive statistics to present a summary of collected data and to test one hypothesis. The
second phase of the data analysis encompasses the assessment of distribution normality. Normal distribution is tested utilizing the Kolmogorov–Smirnov test. Next, to assess the strength of the relationship in a monotonic relationship between variables, Spearman’s rank correlation coefficient is carried out, followed by
a regression analysis to estimate the relationships among dependent and independent variables in the
model. Finally, frequencies were used to reveal the major barriers for effective knowledge transfer among
project team members in the banking sector of Serbia.

4. Results and Discussion
The first two phases of data analysis refer to summarizing the data and testing the normal distribution. The
results are shown in Table 2.
Table 2: Descriptive statistics and Kolmogorov–Smirnov test of normal distribution
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Source: Authors
Based on the results presented in Table 2, respondents in this research are 33 years old on an average, have
almost 8 years of work experience and almost 4 years of work experience at the current position.
Participants included in the study have estimated characteristics of knowledge transfer, variables with respect
to individual and organizational aspect when knowledge transferring is in question, and finally have assessed the success of knowledge transfer among project team members using Likert scale from 1 to 5.
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Comparing mean values between grouped variables, respondents have assessed that the difficulty to transfer and codify knowledge and its complexity during the project journey have greater weights (m=3.648)
than variables that relate to individual (m=3.130) and organizational aspects (m=2.839). The smallest mean
value refers to knowledge transfer effectiveness among project team members that have the same role in
the project and between cross-functional team members (m=2.815). Accordingly, hypothesis 1 is supported.
In regard to the distribution normality evaluation, the results of Kolmogorov-Smirnov test show that for a majority of variables normal distribution does not exist (p<0.05). Hence, hypotheses 2. 3 and 4 were tested
using Spearman’s rho correlation. Table 3 provides an insight into the correlation analysis output.
Table 3: Spearman’s rho correlation matrix
1
Correlation
Coefficient
1. Level of difficulty to codify knowledge
Sig. (2-tailed)
N
Correlation
Coefficient
2. Level of knowledge complexity
Sig. (2-tailed)
N
Correlation
Coefficient
3. Level of difficulty to transfer knowledge
Sig. (2-tailed)
N
Correlation
4. I am willing to share knowledge to
Coefficient
project team members
Sig. (2-tailed)
N
Correlation
5. I make an effort, I have the ability and I Coefficient
am capable to transfer knowledge
Sig. (2-tailed)
N
Correlation
6. I have a history of successful
Coefficient
knowledge transfers
Sig. (2-tailed)
N
Correlation
7. Organization fully understands the
Coefficient
importance of knowledge transfer and it
Sig. (2-tailed)
requires from each project member
N
Correlation
8. Organization recognizes and values
Coefficient
participants of project team who share
Sig. (2-tailed)
their knowledge
N
Correlation
9. Organization provides adequate
Coefficient
acquiring and transfer of knowledge
Sig. (2-tailed)
during the project
N
Correlation
10.Knowledge transfer is the most
Coefficient
effective between cross-functional
Sig. (2-tailed)
project team members
N
Correlation
11. Knowledge transfer is the most
Coefficient
effective between participants who have
Sig. (2-tailed)
the same role in project
N
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
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Source: Authors
According to the results, knowledge complexity is in a moderate uphill correlation with the difficulty to transfer
knowledge (r=0.663; p=0.000). Similarly, the difficulty to transfer knowledge is in a moderate positive relationship with the difficulty to codify knowledge (r=0.676; p=0.000). On the other hand. knowledge complexity is in a moderate downhill correlation with the knowledge effectiveness between both cross functional project
team members (r=-0.653; p=0.000) and between members with the same role in project (r=-0.634; p=0.000).
Similarly, knowledge transfer difficulty (r=-0.520; p=0.000; r=-0.532; p=0.000) and codification difficulties (r=0.596; p=0.000; r=-0.599; p=0.000) are in a moderate negative relationship with the knowledge effectiveness
for both observed groups: teams with the same role in project and cross-functional team members.
In other words, when a project complexity rises, knowledge transferring is becoming linearly difficult. Furthermore, when knowledge is difficult to transfer, it is also difficult to codify. To the contrary, when knowledge
complexity, difficulties to transfer and codify knowledge increase, knowledge transfer effectiveness decreases for both project team members in the same project role and for cross-functional project team members in the banking sector of Serbia. Accordingly, hypothesis 2 is supported.
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With regard to hypothesis 3, we have examined the relationship between groups of variables that relate to
organizational context and knowledge transfer success. Based on the obtained results, organizational understanding of knowledge transfer importance required from each project team members is in a strong positive linear relationship with knowledge transfer effectiveness for both observed groups. i.e., cross-functional
project teams (r=0.719; p=0.000) and members in the same project task (r=0.740; p=0.000). Organizational
recognition and valuing of project team members who share knowledge is in an uphill moderate linear correlation with the effectiveness of knowledge transfer between cross-functional team members (r=0.502;
p=0.000) and in a weak positive relationship with the effectiveness of knowledge transfer within teams with
the same project role (r=0.443; p=0.001). Organizational support for adequate acquiring and transfer of
knowledge during the project is in a moderate uphill relationship with knowledge success between crossfunctional teams (r=0.591; p=0.000) and between groups of experts with the same role in the project
(r=0.527; p=0.000). That is to say, the presented results indicate that the organizational aspect represents
a significant indicator for knowledge transfer success within project teams in the banking industry of Serbia.
Therefore hypothesis 3 is supported.
Hypothesis 4 is tested using correlation analysis too. Individual readiness to share knowledge is in a moderate positive relationship with the knowledge transfer success between cross-functional team members
(r=0.515; p=0.000) and among individuals in the same team (r=0.558; p=0.000). Also, an individual’s efforts and capabilities of transferring knowledge are in a moderate uphill relationship with the effectiveness
of knowledge transfer for both observed groups, cross-functional teams (r=0.514; p=0.000) and members
of the same team (r=0.534; p=0.000). The history of successful knowledge transfer is in a strong positive
correlation with the knowledge transfer success according to the correlation coefficients for both cross-functional groups (0.756; p=0.000) and among members within one team (0.718; p=0.000). Accordingly, hypothesis 4 is supported.
With respect to hypothesis 5, we have estimated the relationships among dependent and independent variables. Independent variables in the model represent all variables from 1 to 9 in Table 3, i.e., a group of variables referring to knowledge transfer characteristics, variables that relate to individual and organizational
aspects. On the other hand, knowledge success, i.e., variables from 10 to 11 in Table 3 are padded as dependent variables in the model. The model summary is shown in Table 4.
Table 4: Regression Model Summary
0RGHO

5





56TXDUH

$GMXVWHG56TXDUH



6WG(UURURIWKH(VWLPDWH





Source: Authors
Based on the output presented in Table 4 (R2=0.727; R2adj=0.672), 72.7% of all variables are explained by
knowledge transfer success. The following table (Table 5) shows the ANOVA analysis results in regard to the
regression model.
Table 5: ANOVA analysis
0RGHO
5HJUHVVLRQ
 5HVLGXDO
7RWDO

6XPRI6TXDUHV


GI

0HDQ6TXDUH

)

6LJ





























Source: Authors
The ANOVA analysis has resulted in F statistics of 13.047 and significance of p<0.001, meaning that all predictors statistically significantly predict the effectiveness of knowledge transfer.
The following results from the regression analysis, organizational and individual efforts in simultaneous loop
with the characteristics levels of knowledge transfer represent significant predictors for knowledge transfer
success among project team members in the banking sector of Serbia. Accordingly, hypothesis 5 is supported.
The table below (Table 6) depicts coefficients for each constent variable in the model. According to the results shown in Table 6, the most important predictor for successful knowledge transfer among project team
members in the banking sector of Serbia refers to organizational aspect. More precisely, organizational full
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understanding of importance of knowledge transfer and organizational requirement for knowledge transfer
from each project team member is the most significant predictor (p=0.008) of an effective knowledge transfer among project teams in the banking industry. On the contrary, the least important predictor for effective
knowledge transfer is a knowledge transfer difficulty (p=0.577).
Table 6: Coefficients for constant variables in the regression model
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Source: Authors
The results are presented in Figure 1. too.
Figure 1: Predictor importance for knowledge transfer success

Source: Authors
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Finally, respondents revealed what are the major barriers to effective knowledge transfer among project
team members in the banking sector of Serbia. The results are shown in Table 7.
Table 7: The major barriers for effective knowledge transfer
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Source: Authors
Respondents are of the opinion that the major barrier for knowledge transfer effectiveness lies in the lack of
time due to high pressure of deadlines and project activities (N=18), followed by organizational culture
(N=12). Nine respondents answer that managerial style plays an important role in regard to this phenomenon, while eight participants are of an opinion that the lack of capabilities to effectively transfer knowledge
is an important barrier for its success. The smallest number of participants believe that the organization
does not pursue knowledge transfer (N=4). Finally, having no trust in sharing knowledge is viewed as one
of the limitations from three respondents included in the study.
Taking into account that banks in Serbia are characterized by dominant functional organizational structure in
which knowledge is acquired and stored in well-established departments and branches and the fact that it is
one of the most disruptive industries nowadays, knowledge transformation among project team members is
low. Moreover, very dynamic circumstances, project complexity and tight deadlines create new challenges
when knowledge transfer effectiveness is in question. Accordingly, the research results show that organizational understanding, valuing and adequate support for knowledge acquisition and transfer represent significant indicators for knowledge transfer success within project teams in the banking industry of Serbia. Besides,
individual readiness, efforts, capabilities and history of successful knowledge transfer play an important role
in knowledge transformation success. Finally, regression analysis output disclosed that all observed aspects,
i.e., characteristics of knowledge transfer, individual and organizational aspects, represent significant simultaneous predictors for knowledge transfer success among project teams in the banking sector of Serbia.

Conslusion
The fourth industrial revolution, the disruptive innovations and influential external forces such as strong competition, frequent structural, regulatory, technological and customers’ requirements changes, along with the economic crisis have imposed serious challenges to the banking industry nowadays. These critical influences have accelerated varied classes of
changes, implying substantial increase in the number of projects and their complexity. In addition to this, the temporary
nature of projects and tight deadlines, along with all related factors, create an intense challenge and significant concern
to all stakeholder groups when effective knowledge transfer is in question.
Knowledge acquiring, using and sharing are widely recognized as a key component to project efficiency, effectiveness and
overall project and organizational performances. Despite its relevance, poor project outcomes are evidenced. Yet, little is
known about effects of knowledge transfer in banking. Accordingly, this study set out to research the effectiveness of
knowledge transfer among project team members in banking, as one of the most digitally disrupted industries nowadays.
To this end, this paper opted for a survey research method using an internet-based questionnaire as a survey instrument.
The sampling frame consisted of experts who had one of the three conventional roles in a project team, i.e., leader, member or contributor. Of the total invited experts to participate in the survey, 54 completed the questionnaire, yielding a response rate of 36%.
The research results show that knowledge transfer is at a low level of effectiveness among project team members in the
banking sector of Serbia. Also, knowledge complexity and difficulty to codify knowledge linearly increase difficulty to transfer knowledge among project team members in banks in Serbia and at the same time decrease the success of knowledge
transfer. On the other hand, organizational understanding, valuing and adequate support to knowledge acquisition and
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transfer are in a positive correlation with effective knowledge transfer among project teams in the banks that operate in Serbia. Similarly, individual willingness, given efforts, ability and a history of successful knowledge transfer are in an uphill relationship with knowledge transfer success among project teams. The regression analysis output disclosed that all
observed aspects, i.e., characteristics of knowledge transfer, individual and organizational aspects represent significant simultaneous predictors of knowledge transfer success among project teams in the banking sector of Serbia. The results
are significant and the hypotheses are supported.
Moreover, we have analyzed coefficients for each predictor in the regression model to find out the most and the least important predictors for knowledge transfer success. Among all constant variables in the construct, the most important predictor refers to organizational understanding of knowledge transfer importance and organizational requirement for
knowledge transfer from each project team member. Yet, the least important predictor of an effective knowledge transfer
is knowledge transfer difficulty.
Finally, respondents included in the study revealed the major barriers to knowledge transfer effectiveness. Based on the
results, the biggest limitation lies in lack of time due to high pressure of deadlines and project activities, organizational culture and managerial style. These results further indicate that digitally disrupted organizations should take into account
new approaches, principles and measures with respect to project and resources planning, culture and managerial style
for further development of knowledge transfer towards its effectiveness between project team members.
The study has some limitations that require further research. First, data were collected with a self-administered questionnaire based on the Internet that reflects subjectivity of answers which might cause an underrating or overrating of results.
Hence, future research should conduct qualitative studies to create potential to obtain a deeper understanding of factors
that disrupt knowledge transfer effectiveness between project team members in digitally disrupted organizations. Secondly, this study was focused only on data collection from one country and a single industry, i.e., the banking industry of
Serbia. Thus future research should incorporate perspectives of project team members from other digitally disrupted industries in Serbia. Also, future research should include cross-cultural exploration to further examine the similarities and differences across the Balkans, a poorly researched region with regard to effectiveness of knowledge transfer success among
project teams.
Despite its limitation, the study can contribute both to theoreticians and practitioners in two important ways. First, the
paper contributes to the project management theory, knowledge management theory and organizational behaviour theory by extending the literature with findings in regard to this phenomenon. Also, the paper contributes to enriching the literature on knowledge transfer between project teams in an industry’s, country’s and regional contexts that has been
insufficiently researched so far. Second, knowledge transfer contributes to the project and overall organizational performances. Thus, by focusing on this phenomenon, this paper contributes to project managers, strategic managers and policy makers by addressing the gap between importance of knowledge transfer, in one hand, and poor project outcomes
on the other.
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