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Abstract

This research was design to investigate cultural aspect (learning organization culture),
psychological aspect (organizational citizenship behavior), and behavioral aspect (individual’s
perceived organizational commitment to knowledge sharing, extrinsic motivation) on knowledge
sharing at individual level within an organization. The researcher conducted a survey to collected
data from 247 full time employees of Industrial Estate Authority of Thailand (IEAT). Through this
empirical work, a path model was developed and drawn. The result showed that all variables studied
was found significantly and positively associated with knowledge sharing to some extent. Whereas
learning organization culture has its direct and indirect effects on this matter. Meanwhile the other
variables; individual’s perceived organizational commitment to knowledge sharing, organizational
citizenship behavior and, extrinsic motivation have only direct effect to improve of knowledge
sharing. Likewise the research output which provide several important contributions to human
resource management field and organization behavior field and a key managerial implication for

I[EAT are presented.
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Introduction

Currently, both practitioners as well as scholars are now insisted that knowledge is powerful
resource which can enhance organizational competitive advantage (De Long & Fahey, 2000).
Within this knowledge based economy where knowledge are most valuable asset of organizations,
knowledge sharing as fundamental part of knowledge management has also received much attention
for the past two decades based on the assumption that the knowledge possessed by individuals
can hardly be converted into organizational knowledge before it is shared with others. The important
of knowledge sharing in knowledge based economy is very critical for the competitiveness of any
organizations, many scholars have been tried to investigate the processes of knowledge sharing and

tried to find factors that facilitate or hinder the process of knowledge sharing.

In general, there are two groups of scholars. First group believe that knowledge sharing
behavior is influenced by several factors such as, individual personal briefs and attitudes, cultural
context which surrounded each individual, specific characteristic of shared knowledge, and lastly
personal motivation of each individual. But, knowledge sharing is very complex process and
cannot be explained by one or several factors. Therefore, another groups of scholars developed
integrated model can try to classify and explain relationship among factors in the conceptual model.
For example, according to studies conducted by Ipe (2003), knowledge sharing is determined by
four related factors namely, the nature of knowledge, individual motivation to share, opportunities
to share, and the culture of the work environment. Whereas Bock et al. (2005), used theory of
reasoned action to construct and test their conceptual framework. According to Bock’s work,
the finding indicated that individual personal attitude toward something as well as organizational
environment and climate strongly affected the intention to share knowledge of individual, which

later influence the attitude of individual toward sharing knowledge.

Though a number of studies related to knowledge sharing such as motivation, individual
characteristic, organization context, management support, perception related to knowledge sharing,
and environmental factors have been widely examined and studies by number of scholars, the
relationship and association between learning organization culture (cultural aspect), individual’s
perceived organizational commitment to knowledge sharing, organizational citizenship behavior
(phycology aspect) and extrinsic motivation (behavior aspect) on individual knowledge sharing have

been neglected, which should be further clarify in future research.

Currently, the association between organizational learning organization culture, individual’s
perceived organizational commitment to knowledge sharing, organizational citizenship behavior

and extrinsic motivation toward knowledge sharing at IEAT have not been determined yet. So this
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research main objective is to examining factors affecting the level of knowledge sharing within
IEAT organization. It is important to study and verify whether the selected factors really serve for
knowledge sharing in IEAT or not. Following are the main research questions to address:

1. What are the relationship between learning organization culture, individual’s perceived
organizational commitment to knowledge sharing, organizational citizenship behavior and extrinsic
motivation on knowledge sharing at IEAT?

2. What are direct and indirect relationships among selected factors on the improvement
of the knowledge sharing at IEAT?

Literature Review

The concepts of independent and dependent variables namely; knowledge sharing,
learning organization culture, individual’s perceived organizational commitment to knowledge
sharing, organizational citizenship behavior, and extrinsic motivation are reviewed. Moreover,

knowledge management and organization cultures framework in IEAT are also presented.

Concept of Knowledge Sharing

Most of the time the concept of knowledge sharing and transfer are exchangeable.
However, this research focuses on knowledge sharing and intend to make distinction between
knowledge sharing which is a concept used to explain the flow of knowledge at individual level and
knowledge transfer mostly used to explain the flow of knowledge between organization themselves,
organization units, departments, or divisions. (e.g., Chakravarthy et al., 1999; Lam, 1997). In general,
knowledge sharing can be operationalized as a processes of knowledge exchange between individual,
during the processes of knowledge sharing individual exchange and share idea via social interaction

and discussion which intern create new knowledge.

Hendriks (1999) Suggested that knowledge sharing involve at least two parties, knowledge
sender (knowledge distribution) and knowledge recipient (knowledge acquisition) According to,
Gupta and Govindarajan (2000), knowledge sharing can be examined via three levels, at nodal
(individual), dyadic (between unit pairs), and systematic levels. In this research knowledge sharing
is examined via the nodal level. Moreover, this research is focuses only on one side of knowledge

sharing dyad which is knowledge distribution side or individual knowledge sharing capacity.

Knowledge sharing is fundamental part of knowledge management, knowledge sharing is all
about “sharing it not hoarding it” (Milne, 2001). Individual knowledge is foundation of organization
knowledge, an organization cannot uses their knowledge resource for competitive advantage without

the effectiveness of knowledge sharing at individual level.
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Concept of Learning Organization

Learning organization refers to “an organization skilled at creating, acquiring, and transferring
knowledge, and at modifying its behavior to reflect new knowledge and insights” (Garvin, 1993:
80). A learning organization is an organization that has been structured with systems and norms to
enhance a learning process, consist of a supportive environment which enrich creativity, teamwork,
and knowledge creation (Confessore & Kops, 1998). Watkins and Marsick (1997) proposed an
integrated model. According to them learning organization has seven dimensions. According to Watkins
and Marsick’s (1997) “there are seven keys characteristic of learning organization: (a) Continuous
learning, (b) Inquiry and dialogue, (c) Team learning, (d) Embedded systems, (e) Empowerment,

(f) Connection to environment, (g) Strategic leadership”

In other word, learning organization is a combination of supportive environment and norm
which encourage a dynamic learning process within an organization at both individual level and

organizational level (Song, Joo & Chermack, 2009).

Concept of Individuals Perceived Organizational Commitment to Knowledge Sharing

Concept of individual’s perceived organizational commitment to knowledge sharing can
be explained based on the context of human resource management (HRM) and intraorganizational
knowledge transfer. First, according to HRM context, an individual’s perceive organizational
commitment to knowledge sharing is a result of strong HRM policies which motivate and change
attitude organization members to believe that the act of sharing knowledge is valued and respect
in an organization, so all members of organization have commitment to share their knowledge
with other (Minbaeva et al., 2012).

The concept of individual’s perceived organizational commitment to knowledge sharing
in the context of interorganizational knowledge transfer can be conceptualized as a result of string
HRM system which create a share perception of employee that sharing knowledge is valued in my

organization, and it is an organizational commitment of every members of organization to do so.

In other words, concept of individual’s perceived organizational commitment to knowledge
sharing is the extent to which organization’s members believe that their organization generally agree
and value the knowledge sharing activity (Bock et al,, 2005; Lin & Lee, 2004; Minbaeva & Pedersen,
2010).

Concept of Organizational Citizenship Behavior (OCB)
Smith, Organ and Near (1983) Stated that OCB is “employee’s behavior exceeding their

formal duties and giving a positive contribution in the organization’s effectiveness.” According to
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Kuehn and Al-Busaidi (2002), “OCB encompasses behaviors shown by employee which classified
as an extra role and not formally assigned or granted by the organization.”

Organ (1988) develop an integrated model from work of which was the first person who
initiated the term OCB. According to Organ (1988), five categories of OCB are described as follow:

o Altruism: Optional behavior which employee choose to do beyond of their duty.

e Conscientiousness: Optional behavior which employee choose to do beyond of their
duty and minimum role requirement, for example, in the areas of obeying rules and regulations,
attendance, taking breaks, and so on.

e Sportsmanship: When employees faces with disfavor circumstances, employees have
willingness to tolerate without complaining to avoid “railing against real or imagined slights.”

e Courtesy: Optional behavior of employees, willing to avoid work related problems with
other colleagues from occurring.

e Civic virtue: Act or behavior of organization members which indicated that they have sense

of ‘share responsibility” with their organization, they concern about the wellbeing of their organization.

In addition, OCB is behaviors of employee that are optional, beyond call of duty, and not
include in the context of organization’s formal rewards structure. The component of OCB include
obedience, participation, and loyalty (Nahapiet & Ghoshal, 1998). OCBs are expected when the actors

are more emotionally attached to an organization with which they have membership.

Concept of Extrinsic Motivation

In HRM context, extrinsic motivation is conceptualized as incentives or financial rewards
which motivate individual to act in a certain way. As Coleman (1990) argues, “extrinsic motivation
could be seen as another key ‘individual condition” that can be influenced through HRM, with
practices such as performance management and compensation and reward systems.” According
to Minbaeva et al. (2012) “Individuals are extrinsically motivated when their needs are satisfied
indirectly, primarily through financial compensation but also through gaining power or recognition
(Osterloh, Frost & Frey, 2002)”

In psychology field, extrinsic motivation refers to individual motivation which persuaded by
external needs, mostly related to incentive or monetary compensation. Extrinsic motivation is an
opposite of intrinsic motivation which persuaded by internal needs, such as, honor, satisfaction, or

pride (Frey & Osterloh, 2005: 101-102).

IEAT Knowledge Management and Learning Organization Framework
Industrial Estate Authority of Thailand (IEAT) is a state owner of enterprise with profit making

organization under the ministry of industry. Like many other leading organization, The IEAT has no
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exception and must find ways to remain in doing business that can generate profits for its goal.
That is to achieve economic growth in support Thailand value based economy (Thailand 4.0
model) and to bring the country out of the middle income trap. According to all the new challenges
stated above, IEAT is demanded to motivate its employees to perform even more complex tasks.
More importantly, a unique challenge is how to develop or install strategy of the organization that
would help upgrading employee efficient skills and employee knowledge through the supply chain,

as well as making decision more precise.

In order for IEAT to accomplish management and tasks which are more and more complex,
it must bring out the most utility from its organization members by increased level of knowledge
worker and encourage the flow of knowledge resources within its own organization, by pay attention

to the effectiveness of knowledge sharing.

Currently, according to 2020 roadmap, IEAT has focused on knowledge and information
management, with an attempt to develop and upgrade its own organization to become a learn-
ing organization. Every employees within [EAT must have an opportunity to access to information,
be able to process knowledge in various fields, and apply in daily basis operation correctly (fast
and suitable for situation). Moreover, IEAT is intended to create vision that change attitude of
employees to exchange (share and receive) more knowledge, increase capacity of employees, and

rise a sense of organizational citizenship (learning together).

Conceptual Framework and Hypotheses

After reviving the concepts of knowledge sharing, and all the influenced factors, author
proposed a conceptual framework indicating the relationship between learning organization culture,
an individual’s perceived organizational commitment to knowledge sharing, organization citizenship

behavior and extrinsic motivation on individual knowledge sharing.

Relationship between learning organization culture and Knowledge Sharing

The association between learning organization culture and knowledge sharing has been
proved by numbers of previous studies and researches, according to the finding from previous
studies of (Sung & Baek, 2011; Nonaka & Takeuchi, 1995; Robertson & Hammersley, 2000) indicated
the important of cultural aspect to knowledge management and the association of organizational
culture and individual knowledge sharing behaviors have been proved to be significant. De Long
and Fahey wrote an article “diagnosing cultural barriers to knowledge sharing” (De Long & Fahey,
2000), confirmed that, organization culture is important factors associated with knowledge creation,

knowledge sharing, and use of knowledge within organization. Because organization culture can



70 ’J’]‘Jﬂ’]ﬁﬂ’li%ﬂﬂ’]ﬁﬂ']ﬂ%liua%ﬂ'lﬂLE)ﬂGULl

establish norm and environment which support and motivate individual to share their knowledge
with others. The possible reason for this is that organization with learning culture has characteristic of
hypertext culture egalitarianism and autonomy or organization with organic characteristic positively
motivate individual to share more tacit knowledge and turn it to explicit knowledge. Based on the
affirmations above, learning organization culture has characteristics which influence the extent of

knowledge sharing with organization.

Organizational Citizenship Behavior (OCB) as Mediate Variable between Learning

Organization Culture and Knowledge Sharing

Learning Organization Culture and OCB
Previous studies have been confirmed that organization culture significantly and positively
influences. OCB (Somech & Drach-Zahavy, 2004; Wayne et al., 1997; Werner, 2000; Sung & Baek, 2011)
When employees feel that their organization have support culture the degree of OCB will increase.
The possible reason behind this is that, according to Somech and Drach-Zahavy (2004), learning
organization increase an environment which make employees or members of organization change

their focus from personal immediate outcome to continuous learning by the organization as a whole.

OCB and Knowledge Sharing

A positive association of OCB and motivation to share knowledge is expected as previous
studied and research indicated that knowledge sharing behavior as a result of OCB, when individual
share knowledge with other member in organization it also show some perspective of OCB. Yu
and Chu (2007) and Bock and Kim (2002) Also suggest that individual behavior knowledge sharing
is a result of OCB. They found that experience workers intended to share their knowledge,
experience, and important skills to new workers, participate in an activity beyond their job
description without extrinsic rewards because they believe that knowledge sharing would rise the
scope and depth of association among members of organization. Through quantitative study, Sung
Jun Jo and Baek Kyoo Joo (2011) found that, OCB was positively associated with knowledge shar-
ing intention (path coefficient = .56, t = 7.21). According to statement above, confirmed that OCB

can enhance and motivate organizational members to participate in knowledge sharing activity.
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Individual’s Perceived Organizational Commitment to Knowledge Sharing as Mediate
Variable

Learning Organization Culture and Individual’s Perceived Organizational

Commitment to Knowledge Sharing
Joo and Lim (2009), investigated the association of two main factors; contextual
characteristics (job complexity and organizational learning culture) and personal characteristics
(proactive personality) on organizational commitment and employees’ intrinsic motivation.
The result of this study indicated that learning organization culture was positively associated
with organizational commitment. According to Joo and Lim (2009), “Organizational learning culture
was found to be significantly associated with perceived job complexity (path coefficient = .21,

t = 3.13) and organizational commitment (path coefficient = .38, t = 6.04).”

As statement above already show, when employees feel that their organization has
characteristic of learning culture (continuous learning, system connection, dialogue and inquiry,
and strategic leadership, established system, team learning, and empowerment,), the more employee’s

perceive commitment to knowledge sharing through psychologically attachment.

Though, number of studies have indicated specific organizational characteristic can
increase individual’s perceived organizational commitment to knowledge sharing and there is a
possible association between organizational commitment and organization culture. But limited
studies have investigate the association between learning organization and individual’s perceived
organizational commitment to knowledge sharing. There is still a gaps which needed to be fulfill
(Mathieu & Zajac, 1990).

An Individual’s Perceived Organizational Commitment to Knowledge Sharing

and Knowledge Sharing
An individual’s perceived organizational commitments to knowledge sharing and knowledge
sharing intention are two factors which have been postulated to have positive relationship. Minbaeva
et al. (2012), did quantitative study about individual level’s knowledge transfer and HRM, the result
of this research has shown that, the independent variable “individual’s perception of organizational
commitment to knowledge sharing” significantly and positively effect on knowledge exchange across

employee groups (path coefficient = 0.36, t = 8.17).
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Relationship between Extrinsic Motivation and Knowledge Sharing

The association between extrinsic motivation and level of knowledge sharing have been
proved to be significant by various research and studies, for example, (Bjérkman, Rasmussen & Li, 2004;
Bock et al., 2005; Bartol & Srivastava, 2002; Foss et al., 2009; Cabrera & Salgado, 2006; Osterloh & Frey,
2000) According to previous studies from various scholars, incentive reward or financial compensation

directly encourage employees to share knowledge with their colleagues.

O’Reilly and Pondy (1980), did a research on organizational communication and according
to them, individual knowledge sharing behavior is affected by rewards and penalties. Moreover,
O’Reilly and Pondy (1980), argue that, members of an organization are motivated to share more
knowledge with their colleagues when they know that they will receive rewards such as, promotion

or incentive in return.

According to various scholars for example, (Gupta & Govindarajan, 2000; Quinn et al,,
1996; Dyer & Nobeoka, 2000; Earl, 2001; Liebowitz, 1999) also support the relationship between
incentive reward and level of knowledge sharing. Regarding to finding of researches when there
is a significant change in incentive reward system individual will share more knowledge, especially via

technology-based networks in organizations.

According to the statement above, research model and 4 hypotheses are proposed.

Figure (1) summarizes the research model of this study.
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Perceive
y 23

H1
LO KnowShare

Exmotive
H4

Figure 1. Research Model and Hypotheses

**Note: LO = Learning organization culture
Perceive = Individual’s perceived organizational commitment to knowledge sharing
KnowShare = Knowledge sharing
OCB = Organizational citizenship behavior
Exmotive = Extrinsic motivation
H1: Learning organization culture will be positively and directly related to the extent of
knowledge sharing.
H2: Organizational citizenship behavior positively mediates the relationship between learning
organization culture and the extent of knowledge sharing.
H3: An individual’s perceived organizational commitment to knowledge sharing positively
mediate the relationship between learning organization culture and the extent of knowledge
sharing.

H4: Extrinsic motivation will be significantly related to the level of knowledge sharing

Research Methodology

In order to answer all three research questions as well as four hypotheses tested, a survey
was assigned to those employees working full time with Industrial Estate Authority of Thailand (IEAT).
This research employ quantitative methods including descriptive statistics, path analysis, Pearson
Correlation and Collinearity Diagnostics, and stepwise regression analysis to validate and analyze the

data obtained.
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Sampling Design and Demographic Information

The target population of the study was full time employees from IEAT, a state own
profits making organization. A survey was conducted utilizing questionnaires distributed to various
working departments with kindly approved and handled by IEAT head office together with staff
members. For this research the sample size was determined and suggested by Krejcie & Morgan
(1970), with the allowance for sampling error of 5% at 95% confidential level, the sample size
required of 593 employees at IEAT should be 234 respondents. 300 questionnaires were distributed
to employees at IEAT and 247 questionnaires were returned. After revision, all questionnaires were

entered into data based using SPSS program for further analysis.

Measurement and Operationalization

Measurement and operationalization used in this research as well as evaluation including
reliability and validity of measures are summarized and tabulated in the following sections. A 5 point
Linkert Scale was applied through all the questionnaires as when individual respondent did in a survey

study. Scores from all respondents obtained were categorized, complied and computerized accordingly.
(1) Dependent Variables
As appeared in table (1), 4 variables factors known to influence on knowledge sharing intention

are listed together with how to measure each of them quantitatively.

Table 1. Illustrate operationalization, measurement of dependent variables

Variable Operationalization Measurement References
Learning “Ability of employees in an organization to learn DLOQ scale, 21 Watkins and
organization faster than workforce in other organization, which questionnaires, S-point Marsick,
culture (LO) constitutes to competitive advantage.” Likert scale. (1997)
Extrinsic “Individual-level responsiveness to incentives to 2 questionnaires, 5- Dana B. and
motivation share more knowledge and information. point Likert scale. other, (2012)
Organizational “A behavior of employees, represent loyalty to the 16 questionnaires, 5- Lee and
citizenship organization, done without formally commanded point Likert scale. Allen, (2002)
behavior (OCB) and beyond job description™
Individual’s Dana B. and other, (2012.) “The extent to which the 3 questionnaires, 5- Dana B. and
perceived individual believes that his/her immediate group point Likert scale. other, (2012.)
organizational  and the organization as a whole generally agree that

commitment to
knowledge

sharing

knowledge sharing is a valued activity.”
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(2) Independent Variable
In this study, knowledge sharing was assigned as the independent variable (Table 2).
This parameter was estimated by the act of survey questionnaires with 5 Point Linkert Scale.
Scores obtained under this measurement from all respondents (N=247) were analyzed against
those 4 variables factors using a stepwise linear regression. Likewise correlation coefficients derived
from the effect of variable factors on knowledge sharing were brought back in to a path model for

further analysis.

Table 2. Illustrate operationalization, measurement of independent variables.

Variable Operationalization Measurement References
Knowledge Sharing “knowledge which employees 7 questionnaires, 5- De Vries et al. (2006);
within organization work or point Likert scale. Goh (2002); Argote and
share to improve individual work Ingram (2000); and the
skill” Garvin (1993)

The Validity of the Measurement

The scale of this study was reviewed and approved by the advisor and committee members.
The scales were originally all in English. When the researcher translated them into the Thai language
in order to be used in the study, an expert translator was in charge to give great assistance with the
back translation process to ensure the correct meaning of the questionnaire’s items. Additionally,
factor analysis was used to test the construct validity, to identify the groups of inter-related variables,
to reduce the number of variables, and to confirm for the researcher which variables belonged to

which group.

Based on the results of factor analysis indicated that the scale measuring learning organization
culture, extrinsic motivation, organizational citizenship behavior (OCB), individual’s perceived
organizational commitment to knowledge sharing regarding knowledge sharing, had factor loading scores
of 0.551-0.940, which indicated that all of the items carried qualified questions for the improvement

of individual capability in knowledge sharing.

Moreover, researcher also conducted the Kaiser-Meyer-Olkin (KMO) and Bartlett’s Sphericity
tests. As regard to the result of KMO, all of the values are exceed 0.5, which can guarantee sample
adequacy of the research. According to (Kaiser, 1974: 35), when the KMO’s result are not lower that
0.5 it is indicate that a sample is large enough to provide the required precision of the survey or test
results Furthermore, the Barlett test confirmed that variables used in this research were uncorrelated

in the population.
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The Reliability of Measurement

To test reliability of questionnaires, this research used SPSS program together with Cronbach’s
alpha, which is a model of internal consistency based on the average inter-item correlation applied.
All scale items used in this study have their Cronbach’s Alpha value ranged between 0.867 to 0.959.
According to Sekaran (2003: 202) this demonstrated high adequate levels of reliability.

Correlation Matrix of the Independent Variables

Multicollinarity is a common problem that can occur when conducting a linear models.
In order to investigate the multi-collinearity problem, Pearson Coefficients are conducted by the
researcher to determine the relationships among independent variables. According to the result of
Pearson correlation analysis, there was no multi-collinearity problem in this research. The coefficients
between the Independent Variables were lower than 0.80, which indicate that a level of correlation

value is acceptable (Kumari, 2008: 91).

Additionally, in order to guarantee that there was no multi-collinearity problem. Researcher
also applied the tolerance and variance inflation factor tests (VIF) to quantify collinearity level
of all independent variables. (O’Brien, 2007: 647). Regarding to the results the tolerance of the
independent variables ranged from 0.412-0.777 and the smallest tolerance was 0.412. According to
Kumari (2008: 93), to avoid multi-collinearity problem, tolerance value must be exceed 0.10. Moreover,
the VIF value of all independent variables also assurance that there was no multi-collinearity problem

because all value were higher than 10 (Kumari, 2008: 93).

Results

Based on the result of the path model for independent and dependent variables in relation
to knowledge sharing of IEAT was developed and presented in Figure (2). Based on the analysis of
this model, all four hypotheses tested (Hypotheses 1, 2, 3 and 4) were confirmed as supported by
those correlation coefficient values which are illustrated in Table (4). Likewise each hypothesis testing
result is highlighted as follows: Hypothesis 1: Learning Organization Culture was found significantly
associated with knowledge sharing. Hypothesis 2: Organizational Citizenship Behavior (OCB) was
positively mediated the relationship between learning organization culture and the extent of
knowledge sharing. Hypothesis 3: An individual’s perceived organizational commitment to knowledge
sharing positively mediating the relationship between learning organization culture and the extent of
knowledge sharing. Similarly with hypothesis 4: Extrinsic motivation was significantly related to the

level of knowledge sharing.
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The overall results of effects of factors on knowledge sharing intention are presented in
Table (3). It was found that variable factors like learning organization culture held a positive
ffect on knowledge sharing. Its Beta value of 0.174 was recorded with significant at the level of 0.05
level. Moreover this learning organization factors still influenced the knowledge sharing indirectly
via OCB factors. The coefficient value at 0.188 was found. While another indirectly positively
affect via individual’s perceives organizational commitment to knowledge sharing was added
(Beta= 0.153). Because of this the total effect of learning organization culture had contributed to
knowledge sharing at highest magnitude (Beta=0.689). As expected extrinsic motivation also
added some directly input on knowledge sharing with its coefficient value at 0.115. Likewise both
OCB and individual’s perceived organizational commitment to knowledge sharing were found to

hold quite strong positive relationships on knowledge sharing as well. Their Beta value are reported

at 0.382 and 0.247, respectively.

Table 3. Direct, Indirect, and Total Causal Effects of factors on knowledge sharing

Independent Variable Direct Indirect Total
Learning Organization Culture (LO) 0.174 (Via OCB : 0.494 x 0.382 = 0.188), 0.515
(Via Perceive: 0.621 x 0.247 = 0.153)

Individual’s perceived 0.247 - 0.247
Organizational Commitment to
Knowledge Sharing (Perceive)

Organizational Citizenship Behavior 0.382 - 0.382

(OCB)
Extrinsic Motivation (Exmotive) 0.115 - 0.115
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Figure 2. Path Model for Independent and Dependent Variables In relation to Knowledge Sharing of
IEAT Employees (N = 247)
**Note: Coefficients were significant at the .05 level.
LO = Learning organization culture
Perceive = Individual’s perceived organizational commitment to knowledge sharing
KnowShare = Knowledge sharing
OCB = Organizational citizenship behavior

Exmotive = Extrinsic motivation

Figure (2) illustrate the direct and indirect effect of learning organization culture, organizational
citizenship behavior, individual’s perceived organizational commitment to knowledge sharing, and

extrinsic motivation on the extent of knowledge sharing at IEAT.

Discussion

In this section, research finding are discussed in detail, followed by the theoretical
implication for research in organization behavior and human resource management (HRM)
fields. Furthermore a key managerial implication for IEAT to improve level of individual knowledge
sharing. Lastly, a recommendation for future research based on limitation of this research are also

proposed.

Research Findings
This research mainly attempted to clarify and examine the association between learning
organization culture, individual’s perceived organizational commitment to knowledge sharing,

organizational citizenship behavior and extrinsic motivation to individual knowledge-sharing
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intention. Via quantitative methods to determine these variable factors and their effects on knowledge

sharing as described in previous sections, the research findings are presented as follow.

First, according to the result of this research, participants will have higher level of
knowledge sharing intention when they perceive that their organization exhibit a higher level of
learning organization culture and when they carry out a higher level of OCB. These results are in
line with the findings confirmed by various previous literatures for example, (Bock & Kim, 2002;
Nonaka & Takeuchi, 1995; De Long & Fahey, 2000), organization culture is main factor which
determine how organizational knowledge is shared, created, speeded, applied, and used. Moreover,
this research finding is also in agreeable with Hislop’s (2003) report suggesting knowledge sharing
intention of individual is contributed and reinforced by OCB. Knowledge sharing is an indicator of
strong OCB within organization. Since the process of knowledge sharing is consisted of voluntary act
which is not requested and beyond duty, OBC can create environment of organizational solidarity
that foster knowledge sharing behavior. Thus, when individuals have physiologically attachment to
their own organization, they will automatically motivate to share more knowledge. A members of
organization who are internalized with their organizations shell cooperate with their colleagues and

share more knowledge in order to accomplish organizational goals.

Second, consistent with a findings of the previous studies of Joo and Lim (2009), this
research significantly confirmed association between learning organization culture and OCB. Thus,
OCB was proved to fully mediating the association between learning organization culture and
knowledge-sharing. Learning organization culture and its sub dimension which include for example,
team learning; supporting environment; and embedded system can increase level of OCB. The
core value of learning organization culture expand individual perspective to grow beyond their
own interest (from personal goal to organizational goal) and foster all members of an organization
to help their coworker without hesitation whenever their organizations are at risk or threatened.
According to this, learning organization culture create an environment in which individual feels

more attachment with their organization or OCB.

Third, this research also found that learning organization culture is significantly and
indirectly influence level of knowledge sharing through the individual’s perceived organization-
al commitment to knowledge sharing. Learning organization help create a share perception that
sharing knowledge is valued in an organization and according to Minbaeva et al. (2012), when
members of organization perceive that knowledge sharing is valued in their organization, each
member will automaticity motivate to share more knowledge and according to that the extent of
knowledge sharing will increase. In different meaning, knowledge sharing activities is related to

individual perception about his/her organizational norm; value; and share perception.
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Lastly, this research confirmed the association between extrinsic motivation (incentive
and reward) and knowledge sharing did exist. Again the outcome is in line with Kankahali et al.
work, which indicate that it is nature of individual that extrinsic benefit can motivate their behavior,
including knowledge sharing behavior. Moreover, this also supported by Cabrera and Cabrera
which found that individuals are more willing to cooperate and contributing in knowledge shar-
ing activities when they know that they will get reward or incentive in return. However, this result
controverts with Minbaeva et al. (2012) finding which found that the direct association between
extrinsic motivations to knowledge sharing was weakly significant when compare to others factors

for example intrinsic motivation or social interaction.

Theoretical and Practical Implications

As regards to theoretical and practical implications, this research contributed the
understanding of knowledge sharing in organization by integrating cultural, psychological, and
behavioral aspects of knowledge sharing of individuals. The research output provide several
important contributions to human resource management field, organization behavior field and

a key managerial implication for IEAT.

Implication to Organization Behavior Field

First, this research agreed with the perspective that learning organization culture has
positive relationship with organizational citizenship behavior (OCB). Organization culture which
support learning, social collectivity, empowerment, shared vision, and team work can produce
organization citizenship behavior (Nahapiet & Ghoshal, 1998). When the level of group solidarity is
hisher members of organization will be more willing to sacrifice their own goals for the collective
value. Moreover, this research also presented a confirmation that organization citizenship behavior
(OCB) is affected by learning organization culture which promotes learning processes and mindset of

organization as a whole.

Second, another equivalent implication of this research is the association of organization
culture on knowledge sharing become an essential bond. Organization culture create an environment
which indicate individual’s perception and action that are related to creating, sharing, and use
knowledge (De Long & Fahey, 2000). This research confirmed that learning organization culture
has direct relationship with knowledge sharing. These results confirmed that learning organization
culture is an equivalent factor which generate a condition which increase individual motivation to

share more knowledge.
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Third, despite the important of role of learning organization culture to knowledge sharing,
this research also emphasis on the significant role of OCB in association with the improvement of
knowledge sharing. Researcher believe that an individual decision to share knowledge, which is a
behavior in which individual must sacrifice a monopoly position of knowledge, is depended upon
knowledge owner. Individuals with higher level of OCB will cordially and voluntarily share their

knowledge with colleagues without any hesitation or expectation of reward in return

Implication to Human Resource Management Field (HRM)

The main research finding provides statistical evidence in support to the argument that the
strong human resource management system for example performance management, incentive and
reward system, is significantly associated to individual knowledge sharing behavior. According to research
finding individuals are motivate to share knowledge when they know that they will receive extrinsic
benefits (financial compensation or promotion) in return. Further, this research explicitly comparing
two main factors (organizational climate-based factors and incentives based) which gave the result
indicating that organizational environment or climate which support a strong pro-knowledge-sharing

culture can enhance level of individual knowledge sharing better than reward-based incentive.

Moreover, this research also confirmed the role of individual perceive organizational
commitment to knowledge sharing that encourages and influence the extent of knowledge sharing.
Coleman (1990), argue that, these individual perception or individual condition of action can shape
individual decision of action for example, to share or not to share knowledge. When members of
organization believe that their organization have commitment and norm which value knowledge
sharing, individual within such organization will automatically behave in the way that are aligned with
such expectation. The implication for this is that, HRM system can contribute to create a strong signal
that knowledge sharing activities are respected and valued. As result of this when level of a share

perception is higher the level of knowledge sharing within an organization will also increase.

Managerial Implication for IEAT

For managerial implication for IEAT. This research also highlighted the significance of
organization culture and norm as well as appropriate performance management in knowledge
sharing. First, to enhance knowledge sharing, IEAT need to emphasis more on how to create
organization culture and norm that enhance level of knowledge sharing at all levels, because
knowledge sharing cannot be achieve by only adopting high technology in knowledge management
system or by initiate new policies and strategies to improve individual knowledge sharing capacity.
Knowledge management policies can be implemented more effectively in a supportive environment

of learning culture and norm. Thus, it is not surprising that in this research learning organization
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culture has positive and significant correlation with individual’s perceive organizational commitment
to knowledge sharing and OCB as well as knowledge-sharing intention. To summarize, HR professionals
can increase level of individual knowledge sharing in their organization by create a sense of
organizational citizenship and by developing an organizational climate that increases and facilitates

learning in organization.

Second, another critical implication for management is IEAT should make sure that their
human resource management (HRM) system and practice are in line with organizational objective,
in this case is to facilitate knowledge sharing. For instance, performance management (training
and development, compensation and rewards, and talent management) which is a key mechanisms
in HRM must support and contributing members of organization to share more knowledge and
initiate a strong signal that knowledge sharing behavior is valued. Knowledge sharing behavior
should be included in a key performance indicators (KPI), Compensation and reward system must be
in line to motivate individual to share more knowledge with their colleagues, in addition training and
development processes must not serve only as tools to increase individual improvement performance
but must also support the creation of informal networks across different department of organization
to advocate knowledge sharing, and focus on knowledge-sharing behavior as a major condition for

talent-pool inclusion.

Limitations and Recommendations for Future Research

In terms of methodology, several limitations appeared. First, this study relied only on a
survey questionnaire which were distributed to various working departments according to the
approval and scrutinize of the IEAT head office. Distribution of the whole set of questionnaires was
kindly handled by IEAT. As regard, the generalizability of this research is weaken. For instance, sampling
method used in this research was unevenly collected from IEAT. Moreover, the number of female
population in this empirical study was tremendously exceeded the total male population. According
to the uneven distribution, result of research could be affect from a large female-oriented biased.
Biased data inhibit researchers to conduct comparison analysis. Another limitation is this research has
conducted a cross-sectional survey method which can be further investigate on causality among the
variables. Lastly, the sample applied in this research was limited to employees in the IEAT cultural

setting which have similar demographic characteristics.

To overcome these limitations, the generalizability of the present study must be increased,
the convenient sampling should be avoided. Future research should be based on a longitudinal
study with rigorous sampling strategy. Data should be distributed to proportionally match the
target population, including participant with various demographic backgrounds, for example, different

location, work setting, and culture.
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Moreover, future research could adapt and apply other factors which did not propose in
this research to study the association between those other factors and individual knowledge sharing.
For example, variables such as communication, information technology, leadership, environment
of knowledge sharing, and nature of knowledge (tacit and explicit) should be investigated in future
research to see potential effect relating to individual knowledge sharing. Apart from that, more
practical implications are needed for knowledge sharing field. In order to have a comprehensive result,
future research should study more precisely in the private sector. Additionally, because of learning
organization culture was confirmed to be the most equivalent factors which enhance the improvement
of knowledge sharing, future researches are required to investigate what are the key factors which
facilitate the implementation of learning organization culture for the improvement of the knowledge
sharing. Lastly, even though the knowledge sharing was an interesting variable to study, but there are
different dimension in the field of knowledge management that still have room for further investigation
for example, knowledge transfer (within and between organizational level), and knowledge exchange

(knowledge sender and receiver).
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