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Abstract

Purpose - Knowledge sharing becomes crucial in today’s competitive world to foster
organizational performance. The study aim was to explore which employee characteristics
facilitate knowledge sharing in the organizations and to examine the dimensions of these
characteristics.

Design/methodology/approach - Opinion-based questionnaires among employees in Czech
companies were applied. The research design in this study was cross-sectional. The hypotheses
were tested by Pearson’s correlations and regression analyses.

Findings - The findings support the idea that specific individual employee characteristics
increase knowledge sharing in the organization. Four categories of potentially appropriate
employee individual characteristics were suggested: 1) social and communication skills, 2)
positive work feelings, 3) competences for problem-solving, and 4) employee’s self-efficacy.
However, only employee’s positive work feelings and self-efficacy significantly predicted the
extent of knowledge sharing in the organization.

Practical implications - The findings offer a basis for future research. The results of the study
can be used in recruiting new employees and, managerial decision-making. The recruitment
methods and the selection methods deployed should enable the firm to attract those whose
values are in harmony with the organization’s values. Managers should build a work

environment that promotes greater and more trusting ties among employees via organizing



social activities for employees, a supervisor’s acceptance of an employee’s autonomy and
responsibility and increasing employees’ confidence in their abilities.

Originality/value — This is one of the first studies to investigate dimensions of employee
knowledge-oriented characteristics. It supports the idea that some individual employee
characteristics boost spontaneous knowledge sharing behaviour.
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1. INTRODUCTION

In a complex, knowledge-based and turbulent economy, it is harder and harder for many
companies to gain and sustain their competitive advantages. As a current critical component of
competitive advantage is knowledge (Wright et al., 2001), numerous studies (e.g. Peng, 2013)
recommend developing systematic processes to create and leverage knowledge — it means to
implement knowledge management. The importance of knowledge management is no longer
restricted to knowledge-intensive firms in high-tech industries (Teng and Song, 2011). As
demonstrated by Zack (2003), even companies in traditional industries, such as cement, can
benefit significantly from knowledge management.

One of the most critical processes in knowledge management is knowledge sharing.
Employee knowledge will contribute little to the firm if it is not widely shared among the
organizational members (Fong et al., 2011). Knowledge sharing has become vital because
organizations are increasingly assigning complex decision-making (Mesmer-Magnus and
DeChurch, 2009). Knowledge sharing brings numerous benefits - higher quality of an
organization’s performance (Kuo et al., 2014; Law and Ngai, 2008), better problem-solving
(Kuo et al.,, 2014), and reducing costs (Peet, 2012). Thanks to knowledge sharing, the
organization can understand better the consumer’s needs (Lasalewo et al., 2016).

Knowledge sharing is a complex social process (Gu and Gu, 2010) influenced by such
factors as organizational culture, management support, rewards and incentives, and
interpersonal trust (Peng, 2013). Many of these factors, especially trust, culture, and the role of
management, were broadly examined. However, there is still not enough empirical studies
dealing with the importance of individual employee characteristics.

Built on the existing research on the subject, this study attempts to enhance the understanding
of the relationship between knowledge sharing and individual employee characteristics. Some

individual characteristics are in previous studies recommended like those which are suitable to



be developed in employees, but there is usually a lack of empirical evidence. Additionally,
many other studies took into account only specific individual characteristics, such as adaptive
behaviour (e.g. Hasgall and Shoham, 2008; Yi, 2009), ignorance (e.g. Israilidis et al., 2015),
conscientiousness (e.g. Matzler et al., 2008) or outcome expectations (e.g. Hsu, Wu, et al.,
2007). Thus, this study aims to explore the dimensionality of employee characteristics that are
mentioned in previous studies as boosting knowledge sharing in organizations. For this purpose,
a specific inventory for knowledge-oriented employee characteristics is suggested. Moreover,
relations between identified specific dimensions and knowledge sharing are examined.

The remaining sections of this paper are arranged as follows. First, theoretical framing is set.
Next, the research methods are described and research results follow. Results are then
discussed. A consideration of the research limitations of the study and recommendations for

future research are provided in the last section.

2. THEORETICAL FRAMING AND HYPOTHESES

2.1 Knowledge sharing

Knowledge sharing means that an individual shares work-relevant experiences and
information with another organizational member (Lin, 2007a). Wilson (2010) adds that the
phrases “information sharing”, “knowledge sharing”, “information exchange” can be seen as
synonyms, because in none of these cases is “knowledge” shared, rather, information about
what one knows is shared with another and the recipient then constructs own knowledge of a
phenomenon or situation.

Knowledge sharing is a crucial contributor to the sustainability of organizational success and
competitive advantage (Donnelly, 2018; Shi et al., 2020). Many researchers and practitioners,

e. g. Amin, Hassan, Ariffin, and Rehman (2009) and Moser (2017), consider knowledge sharing

as positively related to the performance of the organization by increasing the organization’s



resources and reducing the time wasted in trial and error. Additionally, sharing knowledge
might have personal benefits for employees as well, such as pride, increased personal
identification with co-workers or the organization, more respect from others, a better reputation,
and reduced alienation or stronger feelings of commitment (Constant et al., 1994). Moreover,
the sharing of what employees possess can make them feel needed, wanted and appreciated
(Peng, 2013). With their participation in knowledge exchange, employees could also
demonstrate their interest in the community and their pro-social behaviour (McLure Wasko and
Faraj, 2000).

2.2 Significance of individual characteristics

The intensity of knowledge sharing depends highly on people who are members of the
organizations. Many authors, e.g. Desouza (2003), Jarvenpaa and Staples (2001), point out that
knowledge sharing is above and beyond behaviours prescribed by job descriptions and is
voluntary in nature. It requires spontaneity, initiative and willingness to share from employees
(Jacobs and Roodt, 2007; King, 2007; Srivastava et al., 2006). To acquire or create new
knowledge, employees often have invested much effort and time into the process (Peng, 2013),
which can decrease employee willingness to share their knowledge.

As people are different, employees’ willingness to share knowledge might be various too.
Some studies, e.g. Bréi¢ and Miheli¢ (2015), Saide et al. (2016), Zheng (2017), highlight a
relationship between a willingness to share knowledge and some individual characteristics.
However, there is still little empirical evidence which employee individual characteristics are
crucial for knowledge sharing behaviour. Thus, this paper proposes that specific employee
characteristics can influence knowledge sharing.

Hi: There is a significant positive association between selected employee individual
characteristics and the extent of knowledge sharing in the organization.

2.2 Importance of person-organization fit



Several studies, e.g. Afsar (2016), Wahyudi et al. (2019), Wuryaningrat et al. (2019), show
the importance of person-organization fit concerning knowledge sharing behaviour. Person-
organization fit is generally defined as compatibility between employees and their organizations
(Afsar, 2016). If employees are compatible with the set values of the company, then their
tendency to share knowledge is higher (Rungsithong and Meyer, 2020). That is why many
organizations have to value knowledge sharing and have employees who are aligned with those
values (Audretsch et al., 2020).

There are several ways how to increase staff alignment to knowledge sharing values. The
willingness of employees to share knowledge can be affected during the recruitment process by
appropriately set pro-knowledge criteria (van den Berg et al., 2020). The recruitment methods
and the selection methods deployed should enable the firm to attract those who like
organization’s values, who will be proud to work for the company at the given work position.
Also, employees could be encouraged to share their knowledge by courses, training or
education (Brouwer and Jansen, 2019), or by suitable organizational culture (Connelly and
Kelloway, 2003).

2.3 Knowledge-oriented employee characteristics

If an organization wants to increase the intensity of knowledge sharing and is aware that
person-organization fit is important, several interesting questions appear. One of them is on
which specific characteristics of candidates or current employees to concentrate to achieve high
spontaneous knowledge sharing behaviour. People differ in many aspects, like their personality
traits, skills, abilities, knowledge, emotions, attitudes, and beliefs. All of them could have an
impact on employee willingness to share.

First, knowledge sharing might be influenced by employee personality traits - relatively
enduring styles of thinking, feeling, and acting (McCrae and Costa, 1997). According

to Boateng, Dzandu, and Tang (2016) self-esteem is a trait that influences knowledge



sharing. Employees with high organization-based self-esteem will put their efforts into those
behaviours that will benefit their organizations (Peng, 2013). According to Hsu, Wu and Yeh
(2007) people with a more stable personality share more knowledge. Also, flexibility might
enhance knowledge sharing (Ulhei and Stjernholm Madsen, 2005) and an employee who is
more inclined towards new experiences in life might share their knowledge to gain new
knowledge in return (Blau, 1964; Cabrera et al., 2006). Cabrera, Collins and Salgado (2006)
suppose that the inclination of an individual to share knowledge with others is related to the
degree of responsibility that is felt by the individual for work. Highly responsible employees
may search for more efficient ways to do their job and one way to do so is to share knowledge
with others (A. Cabrera et al., 2006). Similarly, Gupta (2008) claim that conscientiousness has
a positive relationship with knowledge sharing behaviour. People who are sympathetic, good-
natured, prosocial and cooperative are more likely willing to share their knowledge (Matschke
et al., 2014; Moser, 2017; Rehman et al., 2014; Wu, 2013). Thus, highly relationship-oriented
employees tend to knowledge sharing (Liebowitz and Yan, 2004), but introverts might share
less knowledge (Rehman et al., 2014).

Another important category of individual characteristics related to knowledge sharing is
emotions, feelings, and attitudes. Numerous researchers, e.g. Wang, Su, and Hsieh (2011),
Rahman, Osman-Gani, Momen, and Islam (2015), point out trust as an essential ingredient to
knowledge sharing happens. Knowledge sharing will be positively affected when an individual
trust that this behaviour will be reciprocated with some benefits in the future (Cabrera and
Cabrera, 2005). People must also trust that others do not misuse their knowledge (Riege, 2005),
have feelings of safety (Cabrera and Cabrera, 2005) and perceived support (Cabrera and
Cabrera, 2005; Chen et al., 2012; Chiang et al., 2011). Employees must not fear that their career
development is in danger if knowledge sharing leads to mistakes and failures (Jacobs and

Roodt, 2007). Additionally, an intense fear of the loss of knowledge advantage can hinder



knowledge sharing behaviour (Matschke et al., 2014; Wilson, 2010). On the other hand, Kubo
et al. (2001) point out that job security connected with lifetime employment practice enhances
knowledge sharing. In terms of perceived support, Kim and Ko (2014) state that if employees
receive favourable treatment from their organization or managers, they tend to feel obligated to
reciprocate by adopting a more positive attitude toward them. Similarly, Jackson, DeNisi, and
Hitt (2003) highlight that employees will be more willing to share their ideas in safe and non-
judgemental organizational climates. Regarding knowledge sharing, identification with a group
and commitment are important as well. When the staff has a higher affective and normative
commitment it may lead to knowledge sharing among the staff (Lin and Joe, 2012; Rahman et
al., 2015). Lin (2007) adds that individuals who have a feeling of emotional attachment to their
organization are likely to share their knowledge whenever they realize that to do so is in their
environment appreciated and where their knowledge is used. An example of employee beliefs
that are vital for knowledge sharing is self-efficacy (Cabrera et al., 2006; Lin, 2007a).
Individuals with confidence in their abilities and utility of their information are likely to provide
and share relevant knowledge about job-related problems (Cabrera and Cabrera, 2005; Hsiu-
Fen Lin, 2007; Kankanhalli and Tan, 2004).

According to Obermayer-Kovacs, Komlosi, Szenteleki, and To6th (2015) skills and expertise
have also impact on knowledge sharing behaviour. Knowledge sharing requires an awareness
of the information and knowledge needs of others and the ability to share this with others
(Smith, 2017). Certain communication skills, according to Riege (2005) and Cabrera and
Cabrera (2005), have been found to facilitate cooperation in knowledge exchange
situations. The knowledge provider must be able to adjust form and speed when sharing
knowledge and to link it to the particular recipient’s previous knowledge (Cabrera and Cabrera,
2005). Similarly, Rahman, Osman-Gani, Momen, and Islam (2015) found a relationship

between leadership style and knowledge sharing effectiveness where communication and



listening skills applied a crucial mediation variance between these variables. Other desirable
skills are teamwork skills (Cabrera and Cabrera, 2005). Moreover, the intentions of knowledge
sharing are also increased if people are capable to use information and communication
technologies (Chen et al., 2012; Gagné, 2009).

Employee individual characteristics that boost employee spontaneous tendency to
knowledge sharing behaviour could be called as knowledge-oriented employee characteristics.
The study of Memon et al. (2020) shows that individual differences may be multidimensional.
Therefore, it can be supposed that knowledge-oriented employee characteristics are not a
unidimensional construct as well. So, a dimensionality of knowledge-oriented employee
characteristics and relations between identified specific dimensions to knowledge sharing are
examined in this study. Additionally, a collective effect of these dimensions on the extent of
knowledge-sharing is supposed. Thus,

H>: ldentified dimensions of employee knowledge-oriented characteristics have a positive

collective effect on the extent of knowledge sharing in the organization.

Figure 1: Conceptual framework
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3. METHODS

The main aim of this study was to explore the dimensionality of employee characteristics
that are mentioned in previous studies as increasing knowledge sharing behaviour in
organizations. Quantitative research was carried out by opinion-based questionnaires. The
questionnaires were anonymous, and participants were informed about the aim of the research
project. Participation in the study was voluntary. The anonymity, privacy and confidentiality of
individuals participating in the research were respected.

Several methods were employed to contact potential respondents, specifically sending e-
mails with information about research to companies on the list of TOP 100 Czech firms, to
members of the biggest non-profit organization uniting HR managers, to the Regional Chamber
of Commerce, then posting information about the survey on social networks Facebook and
LinkedIn, and the web pages of our faculty, then cooperation with students and graduates,
informing of the survey at a conference and a workshop, and a PR article in a journal for HR
employees.

“Pen and paper” (146), as well as online (103) questionnaires, were used, but the content of
the questionnaire was the same in both cases. Additionally, we have 81 questionnaires with
answers only about knowledge sharing in organizations and they were added in the examination
of statistical characteristics of this construct. Some questionnaires were filled incompletely and
so they were not used in the analyses.

3.1 Participants

Participants’ details are shown in Table I. According to previous consultations, the topic was
supposed to be too delicate for many organizations. For this reason, the choice of companies
based on their industry segment or their size was not restricted. Considering ways which were

used to contact potential participants and the amount of gained fulfilled questionnaire, it can be



said that the willingness of organizations and their employees to cooperate in the study was
rather weak.

Table I. Profile of Participants

3.2 Measures

Knowledge sharing in the organization. The inventory described in Matoskova,
Macurova, and Tomancova (2018) was used. This questionnaire measures the perceived extent
of knowledge sharing in the organization. It consists of 15 items, such as “Employees are
informed of the turnover, revenue, economic and strategic issues in the company” or “During
decision-making, e.g., about investment in a company, the proposals of employees are taken
into consideration”. Two types of this inventory were distributed — one version was meant for
managers and HR employees; the second version was for others. The only difference between
the versions was that the items for managers and HR employees contained the phrase “typical
employee” whereas the items for others were formulated in “I-form.” Participants evaluated the
items according to their agreement with the given statement on a scale from 1 to 5 (1 = strongly
disagree and 5 = strongly agree). The scale of knowledge sharing used had high reliability,
Cronbach’s o = .86.

Knowledge-oriented employee characteristics. This questionnaire finds out which
employee characteristics mentioned in the literature as facilitating knowledge sharing are
participant’s own. The items were chosen based on the content analysis of the literature (Table
I1) and following team discussions. Especially databases Scopus and Web of Science was used
to find literature. Similar items were omitted and 32 were left for an initial analysis. After five
managers were asked to evaluate the comprehensibility and applicability of items. Based on
their recommendations minor word changes were made. The results of the initial analysis were
also a reason why 7 items were afterwards excluded. As no other study was found which would

deal with the multidimensionality of knowledge-oriented employee characteristics, individual



characteristics mentioned in previous studies as important were simply divided into three
categories — 1) personality traits, 2) skills, abilities, knowledge, 3) emotions, attitudes, and
beliefs. Participants assessed the items according to their agreement with the given statement
on a scale from 1 to 5 (1 = strongly disagree and 5 = strongly agree).

Table Il. Literature overview for compiling the questionnaire of knowledge-oriented

employee’s characteristics

3.3 Data analysis

IBM® SPSS® Statistics software was used for statistical data analysis. A principal axis
factor analysis of knowledge-oriented employee characteristics with oblique rotation (direct
oblimin) was done. The Kaiser-Meyer-Olkin measure verified the sampling adequacy for the
analysis, KMO = .91, and all KMO values for individual items were greater than .80, which is
well above the acceptable limit of .5 (Field, 2013). Then its reliability analysis was conducted
with the use of Cronbach’s alpha and the basic characteristics of the variables employed in the
survey were found. Finally, Pearson’s correlations and regression analyses were used to

examine the defined hypotheses.

4. RESULTS

Table 111 shows the basic characteristics of the items in the knowledge-oriented employee’s
characteristics inventory as well as the correlations with the extent of knowledge sharing in the
organization. Feelings of safety, being respected, proud to be an employee and the belief in the
reliability of information gain in the company are positively related to the extent of knowledge
sharing.
Table I11. Means and correlations with the extent of knowledge sharing of items of knowledge-

oriented employee’s characteristics and summary of factor analysis



Four factors based on a principal axis factor analysis had eigenvalues over Kaiser’s criterion
of 1 and, in combination, explained 60.8% of the variance. Table I1l shows the factor loading
after rotation. The items that cluster on the same factor suggest that factor 1 represents social
and communication skills, factor 2 stands for positive work feelings, factor 3 competences (a
mixture of skills and attitudes) for problem-solving, and factor 4 employee’s self-efficacy.
Social and communication skills are related to communication with others, managing emotions,
and teamwork. Positive work feelings are associated with feelings of respect, safety, importance
and usefulness of work, the pride of being a member of the organization, and trust in the
reliability of the information given by other staff. Competences for problem-solving are about
abilities to use technologies, apply technigues, and attitudes welcomed for solving problems,
like a positive attitude to change. Self-efficacy means that an employee belief in his/her ability
to give knowledge in the right way, the ability to manage time and personal development and
owning knowledge and skills necessary for the job. All subscales of the questionnaire of
knowledge-oriented employee’s characteristics had good reliabilities and the total scale has
high reliability too, Cronbach’s a = .93.

The basic characteristics of the examined variables are presented in Table IVV. The means
indicate that employee believes in their competencies and their positive work feelings
predominate. As shown in Table IV, knowledge-oriented employee’s characteristics were
moderate-significantly related to the extent of knowledge sharing in the organization (r = .366
95 % BCI [.168, .548], p < 0.001). However, the relation between the extent of knowledge
sharing in the organization and employee’s competence for problem-solving was weak and
unconvincing (r =.199, 95 % BCI [-.041, .398], p = .047). Also, the relation between the extent
of knowledge sharing in the organization and employee’s social and communication skills was

only weak (r = .266, 95 % BCI [.045, .477], p = .007). Still, employee positive work feelings



and his/her self-efficacy might matter because the identified correlations were moderate (r >
0.4, p <0.001).
Table 1V. Characteristics of the variables employed and Pearson’s correlation coefficients

among them

In the next step, regression analyses were done to predict the extent of knowledge sharing
based on knowledge-oriented employee’s characteristics. A significant regression equation was
found (F(1, 100) = 17.22, p <.001), with an R?of .15. The extent of knowledge sharing is equal
to .0268 + .459 * knowledge-oriented employee’s characteristics. Except for competences for
problem-solving, all dimensions of knowledge-oriented employee’s characteristics also

significantly predicted knowledge sharing in the organization (Figure 2).
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Fig. 2 — Simple regression analyses. Source: own research



Similarly, results of a multiple linear regression indicated that there was a significant
collective effect between four dimensions of knowledge-oriented employee’s characteristics
and the extent of knowledge sharing in the organization (F(4, 97) = 9.97, p < .001, R? = .29).
The individual predictors were examined further and indicated that employee’s positive work
feelings (5 = .38, BCa 95% [.119, .591], p = .001) and employee’s self-efficacy (f = .24, BCa
95% [.020, .427], p = .04) were significant predictors in the regression model (Figure 3). If
questionnaires used for evaluation of knowledge sharing in the organization based on the phrase
“typical employee” were omitted, the results of the multiple linear regression were similar.

However, employee’s self-efficacy becomes insignificant (5 = .23 [-.010, .464], p = .06).

Social and .04,p=.781
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Positive work feelings .38, p=.001

Knowledge sharing in
-11,p=.318 the organization

y

Competences for
problem-solving

24,p=.04

Employee’s
self-efficacy

Note. N = 102

Fig. 3 — A multiple regression analysis. Source: own research

5. DISCUSSION

Built on the existing research on the subject, this study attempted to enhance the
understanding of the relationship between knowledge sharing and individual employee
characteristics. This study aims to examine the dimensionality of employees’ characteristics
mentioned in previous studies as boosting knowledge sharing behaviour in organizations. For
this purpose, a specific inventory for knowledge-oriented employee characteristics was

suggested. Moreover, relations between identified specific dimensions and knowledge sharing



were explored. Other studies, e.g. Esmaeelinezhad and Afrazeh (2018), Israilidis, Siachou,
Cooke, and Lock (2015), have addressed other variables or only specific individual
characteristics, such as adaptive behaviour (e. g. Hasgall and Shoham, 2008; Yi, 2009),
ignorance (e.g. Israilidis et al., 2015), conscientiousness (e.g. Matzler et al., 2008), or outcome
expectations (e.g. Hsu, Wu, et al., 2007).

The findings show some interesting insights. They provide strong support for the idea that
specific individual employee characteristics increase spontaneous knowledge sharing
behaviour. Thus, it has great importance to concentrate on knowledge-oriented candidates’
qualities in the recruitment process and to further develop such qualities through employee
training and development.

The factor analytic results offer a basis for future research. They suggest that individual
employee characteristics mentioned in previous research about knowledge sharing behaviour
can be divided into four categories: 1) social and communication skills, 2) positive work
feelings, 3) competence for problem-solving, and 4) employee’s self-efficacy. That means
knowledge-oriented employee’s characteristics are probably a multidimensional construct.
They represent a mixture of features and qualities and includes thinking (about their
competencies), feeling (about the job and the organization) and skills and all of them are
reflected in employee behaviour.

Regarding identified dimensions of knowledge-oriented employee characteristics, self-
efficacy and positive work feelings are not surprising. Previous research suggested that self-
efficacy could be treated as a major factor of self-motivation in situations in which people face
the challenge of combining and exchanging knowledge among individuals (Hsu, Ju, et al.,
2007). Additionally, positive feelings improve helping behaviour, which is closely related to

the willingness to share knowledge (Barnard and Pendock, 2013).



As knowledge sharing between individuals require communication (Gumus, 2007; Hooff
and Ridder, 2004), listening, persuading, teaching, learning, presenting, collaborating, and
coordinating are supposed to be welcomed skills (Gumus, 2007). Also, empathy was found to
affect eagerness and willingness to share knowledge (van den Hooff et al., 2012; Krok, 2013)
because knowledge sharing is a form of helping behaviour and it decreases the knowledge
source’s discomfort when perceiving others in need (Xu and Cai, 2008). That might explain the
third dimension of knowledge-oriented employee characteristics.

Considering the competence for problem-solving, it is closely related to people’s ability to
search, acquire information, and generate ideas and evaluate, select, and implement them
(Carmeli et al., 2013). Thus, skills and attitudes related to this competence might enable
employees to gain access to and exchange knowledge more effectively. That is why they might
increase the eagerness and willingness to enter into the sharing process.

Identified dimensions of knowledge-oriented employee’s characteristics have a positive
collective effect on the extent of knowledge sharing in the organization. Only employee’s
positive work feelings and his/her self-efficacy might matter, as they significantly predicted the
extent of knowledge sharing in this case. Thus, our results fail to provide support for the positive
effect of employee’s social and communication skills and employee’s self-efficacy on
knowledge sharing behaviour. However, comparing the results of simple regression analyses
and the multiple regression analysis indicates that there might be some mediation effect
between variables. It is possible that higher social and communication skills and competences
for problem-solving increase employee’s self-efficacy. This is supported for example by studies
of Baile et al. (1999) or Kissane et al. (2012), which concludes that communication skills
workshops increased employees’ self-efficacy. People with higher social and communication

skills might also have better positive work feelings. Similarly, Turetken et al. (2011) or (De



Grip et al. (2009) found out employees with better communication skills are more satisfied with
their job.

Generally, our findings imply that one way how to intensify knowledge sharing in an
organization is to concentrate on human relationships. As the willingness to share knowledge
is based on human relationships (Jackson, Hitt, et al., 2003), better staff relationships usually
mean higher knowledge sharing. Another way to boost knowledge sharing might be to develop
employees’ self-efficacy. However, more data is needed to confirm the effect of employee’s
self-efficacy on knowledge sharing in the organization. Nevertheless, other studies support the
importance of employee’s self-efficacy for knowledge sharing (see e.g. Cabrera and Cabrera,
2005; Chen et al., 2012; Lin, 2007c).

5.1 Managerial implications

To accelerate knowledge sharing in the organization, staff relationships should be improved.
Then the willingness for knowledge exchange would be not motivated only by self-interest, but
by care for the community as well. This could be achieved via a selection process of candidates
and concentration on their attitudes to people to avoid such employees who could damage
cooperation and trust. Furthermore, it is possible to cultivate organizational culture. As previous
research (e.g. Garcia-Sanchez et al., 2017; Wang, 2016) suggested managers should build a
work environment that promotes greater and more trusting ties among employees. Moulding
such an environment will probably include frequent communication between management and
employees (Lin, 2007b), some organizational activities for employees, such as get-together
dinners, sporting contests, or sightseeing tours (Berman et al., 2002 as cited in Lin, 2007a), a
supervisor’s acceptance of an employee’s autonomy and responsibility (Deci and Ryan 1985 as
cited in Son, Cho, & Kang, 2017).

As employee self-efficacy might be important, managers could try to increase employees’

confidence in their abilities. Various mechanisms, such as internal and external training



opportunities, intraorganizational virtual communities, mentoring systems, and cross-
functional teams for problem-solving, giving positive feedback from respected others can be
used (see e.g. Cabrera and Cabrera, 2005; Chen and Huang, 2009; Luthans et al., 2008; Wang,
2016). Self-efficacy is also a quality which could be evaluated at the new employee’s selection
process. Additionally, Gu and Gu (2010) claim that managers should encourage employees and
novices, among others, to respect each other and to grow and develop.

5.2 Limitations of the study and perspectives for future research

There are some limitations to this study that should be emphasized. The research design used
in this study was cross-sectional. The character of the study was exploratory and so its primary
goal was to identify an underlying set of latent constructs related with employee individual
characteristics and not to test whether the data fit a hypothesized measurement model based on
theory.

. Voluntary participation in this study might influence data quality and the questionnaire
survey may suffer from response bias. Nevertheless, the anonymity and confidentiality of the
volunteers were kept, which could decrease volunteer bias. Additionally, bootstrapping was
used to achieve 95% confidence intervals, and they offer a more appropriate idea of the probable
significance of correlation coefficients in the entire population. As a non-random sampling
procedure was used to recruit respondents, there is still room for improvement regarding the
generalizability of the research findings. Hence, future research could use a higher number of
participants. Industrial and occupational differences could be considered in a new study as well.
Another limitation of this study was that this study was conducted in a single country setting.
Further research may consider collecting data from other countries so that a more
comprehensive study can be made. As this study indicates possible mediation relations between
examined variables, further research could bring more convincing evidence for such a

statement.



6. CONCLUSIONS

Despite limitations, this study has contributed to the understanding of the knowledge-
oriented individual employee characteristics and their influence on the extent of knowledge
sharing in organizations. A new inventory for knowledge-oriented employee characteristics was
suggested and it shows high reliability. The findings show that specific individual employee
characteristics increase spontaneous knowledge sharing behaviour. Moreover, a dimensionality
of knowledge-oriented employee characteristics and relations between identified specific
dimensions to knowledge sharing were examined. Four dimensions were suggested, but only
two predicted the extent of knowledge sharing in the organization, namely employee’s positive
work feelings and employee self-efficacy. Future research is vital to confirm suggested
dimensions and their relations to knowledge sharing. Additional research could extend the
findings with characteristics that negatively influence knowledge sharing behaviour and their
significance or examine possible mediation relations between identified dimensions of
employees’ knowledge-oriented characteristics. It might be also interesting to find out how
identified knowledge-oriented employee individual characteristics are related to employee

motivation.
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Table 1. Profile of Participants

Knowledge-oriented The sample used for
employee’s correlation and regression
characteristics analyses
# of # of
Measure Items response % response %

Industry Type Manufacturing 155 67.4 37 36.3
Construction 52 22.6 42 41.2
Education 20 8.7 20 19.6
Others 3 1.3 3 2.9
Missing
Total 230 100 102 100

Gender Male 55 23.9 55 53.9
Female 47 20.4 47 46.1
Missing 128 55.7

Age Less than 25 4 1.7 4 3.9
25-40 52 22.6 52 51
41 - 60 43 18.7 43 42.2
More than 60 3 1.3 3 2.9
Missing 128 55.7

Work position Manager 31 13.5 23 22.5
Others 154 66.9 78 76.5
Missing 45 195 1 1.0

Education Apprentice 23 10.0 23 295
school
Secondary 33 14.3 33 324
University 46 20.0 46 45.1
Missing 128 55.7

Number of years

working  for  the

current organization  Less than 2 24 104 24 23.5
2-5 23 10.0 23 225
610 20 8.7 20 19.6
More than 10 35 15.2 35 34.3
Missing 128 55.7

Type of the

questionnaire used for

knowledge sharing  “Typical

assessment employee” 31 30
“17 71 70




Table 1I. Literature overview for compiling the questionnaire of knowledge-oriented

employee’s characteristics

Item Author(s)

EMOTIONS, ATTITUDES & BELIEFS
1. Ilike my work. (Chen et al., 2011; Hsiu-Fen Lin, 2007)
2. | feel that my work is important and (Tamta and Rao, 2017)

10.

useful.

| feel that | am respected in the
company.

I'm not afraid of any misuse of my
information or knowledge in the
company.

| feel safe in the company.

| am ready to use information and
communication technologies (computer,
mobile telephone, Internet, etc.) in my
work.

I am open to change; I do not resist it.

| am ready to take responsibility for my
decisions.

I am proud to be an employee of our
company.

I am willing to communicate with my
co-workers.

(Chow and Chan, 2008; Israilidis et al., 2015)

(Hall, 2001; Hooff and Ridder, 2004)

(Cabrera and Cabrera, 2005)

(Kankanhalli and Tan, 2004; Stajkovic and
Luthans, 1998)

(Obermayer-Kovacs et al., 2015; Yoong,
2010)
(Zhang et al., 2009)

(Bock and Kim, 2002; Kanaan et al., 2013)

(Hooff and Ridder, 2004; Ratajczak, 2016)

11. I believe that people in the company (Ratajczak, 2016; Yi, 2009)

provide me with reliable information.
12. 1 am ready to learn and be educated (e.g. (Cabrera and Cabrera, 2005)

in development courses, by reading

books).
13. | respect the other team members. (Wang, 2016)

SKILLS, ABILITIES AND KNOWLEDGE

14. | can provide my knowledge to othersin  (Moser, 2017; Sunardi, 2017; Wasko and

15.

16.

17.

an appropriate manner.

I can manage my time and further
development.

I have the professional knowledge and
skills that I need in my work.

| can manage my emotions.

Faraj, 2005)
(Ekaterine and Natalia, 2017)

(Constant et al., 1994)

(Lazarus, 1993; Wu, 2013)



18. I can empathize with the emotions and (Lazarus, 1993; Wu and Lin, 2013)
needs of others.

19. I can communicate with people. (Cabrera et al., 2006)

20. | can use basic information and (Cabrera et al., 2006; Cabrera and Cabrera,
communication technologies (computer,  2005; Dezdar, 2017; Ulhei and Stjernholm
mobile telephone, Internet). Madsen, 2005)

21. | manage techniques and tools for (Dezdar, 2017; Gu and Gu, 2010; Wasko and
solving problems (e.g. for analysis, Faraj, 2005)
decisions).

22. | can work in a team. (Moser, 2017; Peng, 2013)

TRAITS

23. 1 am friendly to my co-workers. (Wasko and Faraj, 2005)

24. | am patient when discussing things with  (Hooff and Ridder, 2004)
my co-workers.

25. | keep the promises | gave to my co- (Allameh et al., 2012)

workers.




Table I11. Means and correlations with the extent of knowledge sharing of items of knowledge-oriented employee’s characteristics and summary

of factor analysis

Rotated Factor Loadings

Item Mo \|'<V'St h Soual_and_ Positive Competences for Employee’s
communication work . /
skills feelings problem-solving self-efficacy
| like my work. 420 113 -132 480 -433 -.221
| feel that my work is important and useful. 419 .161* -.163 515 -.329 -.239
| feel that | am respected in the company. 3.55 .228** -.100 .805 .055 -.017
I’m not afraid of any misuse of my information or knowledge in the 392 146* 082 625 - 029 090
company.
| feel safe in the company. 4.09 .314** .085 .766 .070 -.017
I can provide my knowledge to others in an appropriate manner. 4.03 .137* 342 025 -.113 -416
I can manage my time and further development. 3.88 .176* .205 122 .038 -.666
I have the professional knowledge and skills that | need in my work. 4.02 .154* 191 .062 -.162 -421
| can manage my emotions. 3.79 -.004 462 016 .047 -.142
| can empathize with the emotions and needs of others. 3.92 -.061 549 .061 -.097 .067
I can communicate with people. 4,17  .088 539 .002 -.099 -.270
I can use basic information and communication technologies (computer, 455 039 145 009 - 667 023
mobile telephone, Internet).
I manage techniques and tools for solving problems (e.g. for analysis, 387 002 -.042 - 019 - 486 - 48
decisions).
| can work in a team. 439 .106 476 .067 -.213 -.135
I am friendly to my co-workers. 427  .064 .730 021 -.074 -.005
I am patient when discussing things with my co-workers. 4.07  .087 .796 016 .049 -.033
| keep the promises | gave to my co-workers. 4.46 .08 592 -.068 -.153 -.208
| respect the other team members. 445 116 483 .067 -.362 -.023




| am ready to use information and communication technologies

(computer, mobile telephone, Internet, etc.) in my work. 4.59 08 095 ~030 -816 010
I am open to change; I do not resist it. 417 -.016 334 139 -.452 102
I am ready to take responsibility for my decisions. 445 067 278 .065 -.512 -.057
I am proud to be an employee of our company. 4.00 .250** -.069 718 -111 012
I am willing to communicate with my co-workers. 442 .081 518 .168 -.315 .047
_I belleve_that people in the company provide me with reliable 367  241** 160 592 166 - 051
information.

I am ready to learn and be educated (e.g. in development courses, by 4121 012 106 -008 - 563 - 044
reading books).

Eigenvalues 10.11 2.65 1.39 1.06
% of variance 40.43 10.61 5.57 4.22
a .90 .86 .84 76

Notes. KS = knowledge sharing. * p < .05, ** p <.01. Factor loadings over .40 appear in bold.



Table V. Characteristics of the variables employed and Pearson’s correlation coefficients among them

N M SD 1 2 3 4 5 6
+ Gnowledge sharing n fhe organizatior 3156260 1355 1 [.0'52,6:;7] [.éif’fé?m [-.02113?;98] [.éﬁ?f;;] [.igegéf;:za]
2 Employee’s social and communication skills 230 8435 1205 100 1 [223;0*;;8] [672224*;<;5] [8?[%0*;;5] [8515(5)4*555]
3 Employee’s positive work feelings 230 7889 1480 100 999 1 [34;8*;:2] [34%798*;;‘0] [676%6*;;8]
glollivni]r%oyee’s competence for problem- 230 8604 1265 100 299 999 1 [4%%5*;57] [8%579*;;*0]
5 Employee’s self-efficacy 229 7949 1456 00 299 229 229 1 [.%733?’.‘;:7]
6 Knowledge-oriented employee’s 230 8247 1102 P 229 229 229 229 1

characteristics

Notes. * p < .05, ** p < .01, *** p < .001. Pearson’s correlation coefficients were calculated on different research samples (N = 100 or 229), they are marked. 95% bootstrap
confidence intervals related to Pearson’s correlation coefficients are in brackets and are based on 1000 bootstrap samples.



