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Abstract 

How to promote knowledge sharing is the core of 
knowledge management to create value for the 
organization. The paper explored knowledge 
sharing mechanism among enterprise research 
and development personnel from three level 
factors: individual, group and organization fac-
tors. Data collected from research and develop-
ment teams or personnel of technology depart-
ment among 19 enterprises in Shenyang with 
random sampling method. The findings are as 
follows: knowledge sharing desire makes a par-
tial mediating effect between P-O fit and 
knowledge sharing behavior; knowledge sharing 
desire has an absolute mediating effect between 
trust in the higher-ups and knowledge sharing 
behavior; knowledge sharing desire has a partial 
mediating effect between expectation reward and 
knowledge sharing behavior; it has an absolute 
mediating effect between expectation relation 
and knowledge sharing behavior. In conclusion, 
understanding factors of knowledge sharing 
within organizational personnel and exploring 
knowledge sharing mechanism are of great sig-
nificance for enhancing organizational knowl-
edge management level and building organiza-
tion competitive advantages. 
 
Keywords: Knowledge Sharing, P—O Fit, In-
terpersonal Trust, Sharing Desire, Expectation of 
Result 
 

1   Introduction  
 
The core of knowledge management lies in how 
to promote knowledge sharing to create value for 
the organization (Liebowitz, 2001). Under-
standing factors of knowledge sharing within 

organizational personnel and exploring knowl-
edge sharing mechanism are of great significance 
for enhancing organizational knowledge man-
agement level and building organization com-
petitive advantages. 
 

2   Documents 
 
Presently the study on factors of knowledge 
sharing can be mainly summarized into three 
aspects: individual level factors, group level 
factors and organizational level factors. 
 
2.1 Individual level factors 
 
2.1.1 Knowledge sharing behavior 
 
Knowledge sharing behavior is the root of 
knowledge management. Jincheng Wang (2001) 
thought knowledge sharing is as follows: having 
a face to face communication with others on job 
problems, making field demonstration during the 
work, and publishing files about job problems, 
storing knowledge into the organizational data-
base after the concretion, making an open speech, 
and having interaction with personnel in the same 
trade. Sheng Wu (2003) believed, knowledge 
sharing is that organizational personnel and in-
ner—outer groups exchange and discuss their 
knowledge each other through all kinds of 
channels within or across organizations, the in-
tention is to enlarge the utility value of knowl-
edge and the performance of creating knowledge. 
 
2.1.2 Sharing desire 
 
Predicting whether individuals can engage in a 
certain behavior, we must know his behavior 
intention (Fishbein & Ajzen, 1975). Most schol-



ars explore cognitive factors from individual 
aspects on the basis of TPB, which is based on 
ration, they think persons’ cognition of sharing 
makes an effect on sharing behavior, but the ef-
fect plays an indirect role through the mediating 
effect of sharing. Hence, the core variables of 
predicting sharing behavior is sharing desire, that 
is, he subjective probability of individuals 
wanting to share with others (Ajzen, 
1991;2002),the theory is proved by many studies 
(Jarvenpa & Staples, 2001;Bock et al., 2002, 
2005;Shengzhuan Wu,2003). 
 
2.1.3 Expectation of result 
 
Fishbein & Ajzen (1975) believed individuals 
engaging in some behavior can be influenced by 
the possible result and the evaluation of the result. 
People usually can’t give up their knowledge to 
others without expectation (Davenport & Pru-
sak，1998).The sharing motivation in this study is 
mainly expectation of result, it includes two as-
pects: expectation reward and expectation rela-
tion. 
 
2.2 Group level factors 
 
2.2.1 Interpersonal trust 
 
Interpersonal trust is an important social resource; 
it can promote cooperation and harmonize in-
teraction (Mayer, Davis & Schoorman, 1995; 
McAllister, 1995). Davenport & Prusak (1998) 
thought that if there is lack of trust in the or-
ganization, none of knowledge market can ef-
fectively function. Nonaka, Toyama & Konno 
（2000）  pointed out that only organization 
members are full of trust and promise, thus can 
inspire the knowledge sharing desire and behav-

ior among them. At the same time, trust must  
begin from the higher-ups, the trust in the com-
pany usually penetrate from up to bottom, if the 
higher-ups set themselves an example to others, 
thus can build an example for the later (Daven-
port & Prusak，1998）.Thus it can be seen, the 
degree of members trusting in the higher-ups is 
also an important force of affecting knowledge 
sharing, which is not to be ignored.  
 
2.3 Organization level factors 
 
2.3.1 P-O fit 
 
Cable & DeRue (2002) indicated that the per-
ception of P-O fit is strongly related to organiza-
tional identification, organizational support of the 
perception, and citizenship behavior, stay deci-
sion-making, furthermore they deduced that 
personnel without sharing organizational values 
may have very low organizational identification, 
and unwillingly make extra-role contributions. 
Chatman（1989）also pointed out that the fit of 
individuals and organizational values can en-
hance personnel’ extra-role behaviors. 
In the support of the above documents, this study 
constructed knowledge sharing model on the 
basis of TPB (Figure 1), the model shows: indi-
vidual knowledge sharing behavior is influenced 
by individual, group and organization factors, all 
the impacts are carried out through the mediating 
effect of personnel sharing desire. Hereby, we 
make some assumptions as follows: 
Hypothesis1: the variables of individual expec-
tation of result, interpersonal trust and P—O fit 
influence personnel knowledge sharing. 
Hypothesis2: the above variables affect sharing 
behavior through the mediating effect of sharing 
desire. 

 
 
 
 
 
 
 
 
 
 
 

 
Figure 1. Knowledge sharing mechanism model 

Organization 
Variables P-O fit

Inter-personnel trust
Trust in the higher-ups

Expectation reward   
Expectation relation

Sharing desire Sharing behaviorGroup 
Variables 

Individual 
Variables 



 

3   Study Methods 
 
3.1 Subjects 
 
The study sampled 19 enterprises in Shenyang 
with random sampling method, the subjects are 
research and development teams or personnel of 
technology department, 450 questionnaires were 
distributed, 325 effective questionnaires were 
collected, and the efficient rate is 72.22%. 
 
3.2 Study instruments 
 
Knowledge Sharing Behavior Questionnaire 
adopts that of Wenyan Wang (2002) measuring 
knowledge sharing behavior (a reliability coeffi-
cient ： 0.8778), Knowledge Sharing Desire 
Questionnaire uses that of Ajzen (2002) (a reli-
ability coefficient ： 0. 8142), Expectation of 
Result Questionnaire adopts the questionnaire 
that Shengzhuan Wu（2003）emended that of 
Bock & Kim (2002) (a reliability coefficient：
0.8345, 0.9061), Inter-Personnel Trust uses the 
questionnaire that? measured inter-personnel 
trust (a reliability coefficient：0.7699), Trust in 
the Higher-Ups adopts the questionnaire that 
Farth (1998) measured the four projects of trust 
(a reliability coefficient：0.8400). P-O fit Ques-
tionnaire uses that of Cable & Judge（1996）(a 
reliability coefficient：0.8348). 

 
3.3 Data management and analysis  
 
All collected data are input into the computer, 
and are made statistics analysis using SPSS 11.5 
Statistics package. 
 
4   Results and Discussion 
 
4.1 The factors of knowledge sharing behavior  
 
From the figures 1 to 4 we can find out that, P-O 
fit, trust in the higher-ups, and expectation of 
result (expectation reward and expectation rela-
tion) are the main factors of knowledge sharing 
behavior. To promote knowledge management 
developing smoothly in organizations, they must 
make a comprehensive analysis from all aspects 
to adopt corresponding management strategies 
when organizations carry out knowledge man-
agement. 
 
4.2 The mediating effect analysis of knowledge 
sharing desire 
 
The study discussed the mediating effect of 
knowledge sharing desire to organization, group 
and individual variables and result variables on 
the basis of the Ajzen’s theory.  
 
4.2.1 Organization aspect:  

 
 

Table1  The results of three-step intervening regression analysis among p-o matching、knowledge 
sharing desire and knowledge sharing behavior 

 
Variables 

Knowledge sharing 
desire 

The            The 
first         second 
step           step 

Knowledge sharing 
behavior 

The                 The 
first              second 
step                 step 

Knowledge sharing 
Behavior 

The             The              The 
first            second          third 
step              step              step 

Demographic 
Variables 

Sex 
Age 
Culture Degree 
Work Tenure 
Company 
Character 
P-O Matching 
Sharing Desire 
F 
R2 
△R2 

 
 

-.069         -.043 
.010          .022 
.061          .043 

-.053         -.074 
-.036         -.034 

 
               .388*** 

 
  .870       47.492*** 

.016        .165 

.016        .149*** 

 
 

-.013              .008 
-.105             -.108 

.172              .154** 

.214              .229* 

.229              .084 
 
 

                         .297*** 
1.954             26.211*** 

.035                .122 

.035                .087*** 

 
 

-.013           .004               .014 
-.105          -.098              -.103 

.172**       .161               .151 

.214 *        .200                .218 

.073 *         .075               .083 
 

                     .238***        .145* 
                                         .240*** 
1.954         16.463***     14.792*** 

.035          .092              .140 

.035          .056***        .048***
*** p<0.001  ** p<0.01  * P<0.05 



 
The results indicate that P-O fit makes for 
knowledge sharing behavior, thus confirmed the 
deduction of Cable (2002) and further confirmed 
the partial mediating effect of knowledge sharing 
desire between P-O fit and knowledge sharing 
behavior. Combining the P-O fit theory with TBP, 
when individual values are in accord with or-
ganizational values, individuals agree more with  
 
 

organization behaviors, their behavior intentions 
meet the requires of the organization much more, 
thereby produce strong sharing knowledge desire 
even sharing behavior. 
 
4.2.2 Group aspect:  
 
 
 
 

Table2  The result of three-step intervening regression analysis among inter-personnel trust、knowledge 
sharing desire and knowledge sharing behavior 

 
Variables 

Knowledge sharing 
 desire 

The              The 
first           second 
step             step 

Knowledge sharing 
behavior 

The            The  
first          second 
step            step 

Knowledge sharing 
Behavior 

The           The             The  
first          second         third 
step            step             step 

Demographic 
Variables 

Sex 
Age 
Culture Degree 
Work Tenure 
Company 

    Character 
Trust in the 
Higher Ups 
Inter-Personnel 
Trust 
Sharing Desire 
F 
R2 

R△ 2 

 
 

-.069            -.029 
.010             .053 
.061             .078 

-.053            -.058 
-.036            -.064 

 
                .150* 

 
                   .390***  

 
 

.870         26.086 *** 

.016              .178 

.016           .162*** 

 
 

-.013         -.008 
-.105         -.108 

.172**      .154** 

.214           .229 

.073           .084 
  
          
 
 
. 

                .297*** 
1.954      26.211*** 
.035             .122 
.035           .087*** 

 
 

-.013         -.011          .002 
-.105        -.044          -.117 

.172 *      .171*        .163** 

.214         .135           .243  

.073         .025           .093 
 

              .149**        .057 
 

                .020           -.068 
 

                                    .292*** 
1.954       3.087*      21.246*** 
.035             .057           .127 
.035              .022 *       .070***

*** p<0.001  ** p<0.01  * P<0.05 
 
The results indicate that knowledge sharing de-
sire has an absolute mediating effect between 
trust in the higher-ups and knowledge sharing 
behavior, and confirmed trust in the higher-ups 
can influence knowledge sharing behavior of 
organization members through knowledge shar-
ing desire. However, the results also show that 

knowledge sharing desire has no mediating effect 
between inter-personnel trust and knowledge 
sharing behavior. 
 
4.2.3 Individual aspect: 
 
 

 



Table3  The result of three-step intervening regression analysis among expectation reward、sharing 
desire and sharing behavior 

 
Variables 

Knowledge 
sharing desire 

The         The 
first      second 
step        step  

Knowledge sharing 
behavior 

The             The  
first            second 
step             step 

Knowledge sharing 
Behavior 

The              The            The  
first            second        third 
step                step         step 

Demographic 
Variables  

Sex 
Age 
Culture Degree 
Work Tenure 
Company 
       Character 

Expectation 
          Reward 

Sharing Desire 
F 
R2 
△R2 

 
 

-.069      -.045 
.010       .096 
.061       .062 
-.053      -.100 
-.036      -.016 

 
              .217**  

 
                

.870   16.330 *** 

.016       .124 

.016      .108*** 

 
 

-.013         -.008 
-.105         -.108 
.172**        .154** 
.214            .229 
.073            .084 

 
           
 

                   .297*** 
1.954        26.211*** 
.035              .122 
.035             .087***

 
 
-.013            .001             .011 
-.105           -.051          - .071 
.172 **        .176**        .163** 
.214             .161             .182 
.073             .118*           .122* 

 
                   .442***      .397*** 

 
                                      .209***
1.954      26.620***    13.147*** 
.035              .197            .235 
.035             .161 ***     .038***

*** p<0.001  ** p<0.01  * P<0.05 
 

Table4  The result of three-step intervening regression analysis among expectation relation、sharing 
desire and sharing behavior 

 
Variables 

Knowledge sharing 
desire 

The          The 
first        second 
step          step 

Knowledge sharing 
behavior 

The                 The 
first              second 
step                 step 

Knowledge sharing 
behavior 

The            The             The  
first           second         third 
step              step            step 

Demographic 
Variables  

Sex 
Age 
Culture Degree 
Work Tenure 
Company 
        Character 
Expectation 
         Relation 

Sharing Desire 
F 
R2 

R△ 2 

 
 

-.069       -.046 
.010         .091 
.061         .060 
-.053        -.083 
-.036        -.039 

 
               .280*** 

 
                  

.870         21.836 *** 

.016          .091 

.016          .075*** 

 
 

-.013              -.008 
-.105              -.108 
.172**           .154** 
.214                .229 
.073                .084 

 
           
 

                 .297*** 
1.954        26.211*** 
.035                .122 
.035                .087***

 
 

-.013          .000          .013 
-.105         -.061        - .086 

.172 **     .172**     .155** 

.214          .197          .220 

.073          .072*         .083 
 

                .154*         .077 
 

                                    .276*** 
1.954     6.388***   20.982*** 
.035             .058              .127 
.035             .023 *       .069***

*** p<0.001  ** p<0.01  * P<0.05 
 
The results indicate that knowledge sharing de-
sire has a partial mediating effect between ex-
pectation reward and knowledge sharing behave 
ior; it has an absolute mediating effect between 
expectation relation and knowledge sharing be-
havior. 

 

5   Conclusions 
 
Knowledge sharing desire makes a partial medi-
ating effect between P-O fit and knowledge 



sharing behavior. 
Knowledge sharing desire has an absolute medi-
ating effect between trust in the higher-ups and 
knowledge sharing behavior 
Knowledge sharing desire has a partial mediating 
effect between expectation reward and knowl-
edge sharing behavior; it has an absolute medi-
ating effect between expectation relation and 
knowledge sharing behavior 
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