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In this study, we examined the mediating impact of knowledge sharing on the relationship of
information technology, organizational culture, teamwork, trust, employee motivation to disseminate
their knowledge, and organizational performance. Data from 270 employees of telecommunication
sector of Pakistan indicated that information technology, organizational culture, teamwork, trust,
employee motivation to disseminate their knowledge, were positively related to the organizational
performance. Moreover, the mediating relationship of knowledge sharing has been proved. Limitations

and future directions are discussed at the end.
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INTRODUCTION

In the developing pace of these days, it is becoming vital
for every organization to have competitive advantage by
bringing innovation in the products and services they
offer for sale. As, the globalization is increasing (Mujahid,
2002), it is becoming more and more complex for
organizations to increase their profitability and market
share. To overcome this crucial issue of profitability and
market share organizations are employing multiple
resources, but now organizations has realized that other
organizations in the industry have almost same resources
and managerial expertise as they have (Harisson and
Samaon, 2002). Especially in telecom sector of Pakistan
where competition is increasing day by day.

To face the competition, all the telecom firms are
equipped with almost same type of facilities (Marceau
and Sawaka, 1999). To improve their condition in the
market they have started focusing on bringing innovation
in the products and services they offer for sale, because
innovation is the most important source for competitive
advantage.

To achieve the goal of improved performance with
innovation organizations are employing different resour-
ces but the most important resource an organization can
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ever have is their employees and their knowledge (Cohen
and Levinthal, 1990) because in an organization every
person has valuable knowledge that

plays a very important role in improving organization’s
overall condition.

The importance of knowledge of the employees has
gain importance a few decades back but Drucker has
highlighted in his findings in 1965 as cited in Liao et al.
(2010) that equipment, capital, materials and labor will be
replaced by the knowledge of workers of the
organizations in all sort of businesses, later in 1993 he
again mentioned in his research work that the innovation
and competitive advantage of the firms will depend upon
the knowledge of its employees rather than the other
physical resources they acquire.

The employees of any organizations are the most
important assets of it and the knowledge in the minds of
these employees plays an important role in improving an
organizations’ overall condition (Choy et al., 2006). By
combining the knowledge of employees and using it in an
efficient way, organization can achieve their goals of
competitive advantage. That is the main reason organi-
zations are emphasizing more and more on knowledge
sharing, as Ju et al. (2006) has shown in the findings that
to improve the process of innovation organizations should
enhance the process of knowledge assimilation.

Knowledge has an impact on organizations’



performance, with the advancement organizations are
using new techniques to increase knowledge sharing
among the employees of the organization (Gupta, 2003).
Organization culture, teamwork, trusts among emplo-
yees, information technology and employee motivation to
disseminate their knowledge are four pillars, which
promotes and maintain knowledge sharing in an organi-
zation and ultimately result in increased organizational
performance (Gupta and Dasgupta, 2009).

Lin et al. (2009) while studying the factors facilitating
knowledge sharing in Taiwanese shipping industry has
identified that the culture of organization, and leadership,
information technology and motivation of employees to
share their knowledge with other co-workers are the
highest scorers to increase knowledge sharing among
organization. As well as the finding of Ooi et al. (2010)
suggests strong positive relationship between the
teamwork and knowledge sharing among the employees.

Thus, organizations’ performance and its competitive
advantage depend upon knowledge sharing, information
technology, teamwork, organizational culture, trust, and
employee motivation to share their knowledge.

The aim of this study is to: (1) resolves the main
problem of competitive advantage and innovation of the
organization and ensures their existence. (2) Highlight
the importance of knowledge sharing in the organizations
by using different techniques. (3) Highlight the advan-
tages of technological investment, organizational culture,
trust among employees, employee motivation, and
teamwork in the organization.

LITERATURE REVIEW

Organizations’ complete emphasize is always on in-
creasing its performance and for this organizations are
trying to develop knowledge sharing culture in the
organization. To fulfill this purpose, organizations should
pay attention to the development of human resource of
the organization because with the development of human
resource of the organization, it will become easier for the
organization to develop the knowledge sharing culture in
the organization because knowledge is the most valuable
resource of the organization (Kongpichayanond, 2009).

According to Han and Anantatmula (2007) for success-
ful knowledge sharing, it is necessary for organization to
apply result oriented and employee motivating strategies.
Organizations should adopt knowledge practices in a way
that it becomes a part of their business strategies,
because all their competitive advantage depends upon
the knowledge of their workers (Kalseth and Cummings,
2001).

As Anantatmula and Kanungo (2010) has shown that
organizations should implement suitable knowledge
sharing practices. Although information technology plays
a very important role in the success of the organization
but the trust among the employees is mandatory (Liao,
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2003).

Information technology

Information technology has gained much importance in
various organizational practices. Information technology
plays a very important role in enhancing the performance
of the organization (Melville et al., 2004). Information
technology plays a significant role in increasing organi-
zational performance (Lee and Hong, 2002) and gaining
competitive advantage (Kearns and Lederer, 2003).

It provides strong support in many areas of business as
well as it play an important role in facilitating the know-
ledge sharing among the employees of the organization
(Lin, 2007). With the development of information tech-
nology organizations have employed multiple knowledge
sharing resources which increases their knowledge
sharing capabilities as compare to those organizations
did not do so (Kasper et al., 2009).

Information technology provides an easy access to
endless knowledge as well as encourages knowledge
sharing among all the levels of the organization (Hall,
2001). Organizations can use information of employees
to improve their performance (Hendriks, 1999). As well as
it can use other means of information technologies to
enhance knowledge sharing and keeping it in a way that
other employees can also get benefit from it (Bernus and
Kalpric, 2006).

Organizational culture

Culture is a set of norms, values, and procedures that
plays a very important role in shaping the behavior of
individual in the organization (Bose, 2004; Lu et., 2008).
The culture of the organization plays a very important role
in developing the way in which employees interact with
one another (Al-Alawi et al., 2007). The culture of the
organization is an important means of determining the
success of the organization (Wilikins and William, 1983).
Culture plays an important role in determining the
preferences of the employees (O' Reilly et al.,, 1991).
Organizational culture is the most important variable in
enhancing the performance of the employees at desired
level (Marcoulides and Ronald, 1993).

The culture of the organization plays a very important
role in building knowledge sharing environment. The
culture of the organization provides a strong support for
building knowledge sharing among the employees of the
organization (Lin, 2007). The overall study of Ooi et al.
(2010) has shown a significant impact of culture of
organization on knowledge sharing among the emplo-
yees of the organization by identifying the value of
Knowledge and creating effective knowledge sharing
practices in the organization (Al-Hawamdeh and Luen,
2001).
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Organizational culture defines the way in which
employees interact with one another (Mei et al., 2004)
thus the knowledge sharing among employees largely
depends upon the culture in which they are working
(Neches et al., 2010). Thus, organizational practices play
a very important role in increasing knowledge sharing
behavior among employees (Foss et al., 2010).

Teamwork

People who work in teams share all their experiences
with one another, which increase the likelihood of
effective goal accomplishment (McNeil, 2003; Rezgui,
2007). Teamwork, communities of practice, and group
working encourages the employees collaboration in
resolving the problems faced by the organizations
(Wenger et al., 2003).

Team performance plays an important role in deter-
mining the performance of the organization. As explored
by Forrester and Drexler (1999) the team based working
organizations should ensure that the teams are working
in accordance of the goals assign to them, fulfilling their
responsibilities and they are achieving their individual and
team based goals by employing the available resources
to them.

Team plays an important role in improving interaction
among employees and developing strong knowledge
sharing environment. One of the dilemmas of failure of
knowledge sharing that organization face can be resolved
by developing teamwork in the organization (Cabrera and
Cabrera, 2002).

Srivastava et al. (2006) has found out that through
knowledge sharing in an effective way performance of the
team improved and when the performance of the teams
improves, the overall performance of the organization
also improves. The identity among the employees of the
organization facilitates the process of knowledge sharing
(Willem et al., 2008). Teamwork by all the employees of
the organization is an integral part of organization’s
competitive advantage and for developing valuable
knowledge (Matusik and Hill, 1998).

Trust

Gruenfeld et al. (1996) suggest that trust among em-
ployees plays a very important role in order to
communicate effectively with other employees, and this
effective communication results in increase organizational
performance. By building strong bond of trust among the
organization can enjoy numerous benefits, the major
benefit is of increased employee performance (Dirks and
Ferrin, 2001). Trust among employees reduces the
organizational cost of managing conflict and increase the
overall performance of the organization (Zaheer et al.,
1998).

Trust between the coworkers plays a very important
role in effective task accomplishment in the organization
by effective knowledge sharing (Al-Alawi et al., 2007). For
increasing knowledge sharing among employees there
are many factors that plays an important role but trust
among employees is of vital importance (Ardichivili et al.,
2003), because for knowledge sharing interaction is very
important and for the interaction among the employees
trust is mandatory, without having trust knowledge
sharing among employees cannot be develop (Srivastava
and Bartol, 2002).

When employees trust one another, they shared their
experiences and knowledge with one another, the
combination of new learning and past experience will
result in effective outcome (Fernie et al., 2003; Ho, 2009;
Yang et al., 2009). Trust plays an important role in
increasing the knowledge sharing among the employees
of the organization, as the trust among employees
increases the process of knowledge sharing between
employees become smoother. In this way it, also saves
the organizations cost for increasing employees commu-
nication (Ginman and Widen-Wulff, 2004).

As mentioned by Man and Wulff (2004) that knowledge
has made so much performance but still for purpose of
achieving efficient knowledge sharing the trust among the
employees of the organization is of most importance.
Trust is a key element in promoting knowledge sharing
(Abrams et al.,, 2003). Trust among employees,
organization can increase knowledge sharing by increa-
sing commitment among employees (McEvily et al.,
2000).

Employee motivation to disseminate

Motivation plays an important role in increasing the
willingness to do a particular thing. Motivation increases
employees’ willingness to achieve their goals, and when
all the employees of the organization become goal
oriented its performance increases (Husted et al., 2005).
Organization can gain competitive advantage by using
the capabilities of employees (Quinn et al., 1996).

The findings of Widen-Wulff et al. (2008) show the
positive relationship between the employee motivation
and knowledge sharing. Successful knowledge sharing
network plays an important role in increasing organiza-
tional performance and successful knowledge sharing
depends upon the trust and motivation between the
employees of the organization (Hendriks, 1999).

Organizations are emphasizing more on building
motivational work force as the Toyota Company also em-
phasizing on employee motivation to share their
knowledge in the organization in order to build strong
knowledge sharing environment (Dyer and Nobeoka,
2000), so knowledge sharing plays an important role in
making an organization successful and employee moti-
vation plays more important role in making knowledge



sharing successful.

Knowledge sharing

Knowledge is fundamental for any organization. Know-
ledge has a very strong relationship with the success of
the business of any organization. Organization can
enhance its knowledge-by-knowledge sharing (Nonaka
and Takeuchi, 1995). Knowledge sharing is a process of
transferring skills and abilities within the employees by
sharing them (Lin, 2007). It can also be said as the
transfer of knowledge, skills, and abilities. The high
performance of Toyota is because of the knowledge
sharing of its employees (Dyer and Nobeoka, 2000).

Effective knowledge sharing within the organization
plays a very important role in its success and profitability
(Jordan and Jones, 1997). By this, organizations’ can
increase its profitability by increasing its capability to
produce innovative goods and services in their particular
area of business (Lin, 2007). Organizations can increase
their performance by knowledge sharing. It is biggest
resource for an organization to increase its performance
and gain sustainable competitive advantage (Ndlela and
Toit, 2001; Lin, 2007; Wang, 2009).

Knowledge sharing behavior can be promoted at
individual level among employees and for long term
competitive advantage effective knowledge sharing is a
mandatory element of employee behavior (Lin, 2007),
which will ultimately results in culture of knowledge
sharing where all the employees can share their ideas.
The findings of Liao (2003) suggest that technology plays
an important role in the success of organizations’
knowledge sharing, but personal factors are much more
important in effective knowledge sharing.

Organizations’ performance in terms of competitive
advantage and innovation

Organizations always try to employee these practices,
which help it in increasing its performance as compare to
its competitors. Organization always seeks for the best
practices for their employees so that they could bring new
knowledge through those practices and innovation can be
brought as the result (Sherif, 2006). Innovation plays a
very important role in increasing the profitability of the
organization (Liebowitz, 2001) that is why organizations
of all sorts of businesses emphasize on innovation
(Apostolou et al., 2008; Hong et al., 2004).

Innovation can be said as the newness in the products
and services (Francis and Bessant, 2005). Innovation is
very important in order to strong the market position of
the organization (Barney, 1991). Betz (1993) and samson
(1991) have highlighted the importance of innovation by
dividing it into different organizational levels.

The studies of Hooff and Weenan, (2004) shows that
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the knowledge sharing plays a very important role in
bringing innovation, competitive advantage, and intel-
lectual capital. There may be other factors influencing
knowledge sharing among the employees but the overall
innovation of an organization depends upon the know-
ledge sharing among the employees (Liao et al., 2007) in
the study of Taiwanese firms.

Knowledge management is a strategy through which
organization can gain  competitive  advantage
(Kongpichayanond, 2009) and for efficient outcomes of
knowledge management knowledge sharing plays an
important role (Yang and Chen, 2007). By using the
knowledge of its employees (Kalseth and Cummings,
2001) and managing and sharing the knowledge of the
employees in efficient and productive way (Silvi and
Cuganesan, 2006) organization can have long lasting
advantages as (Marques and Simon, 2006) have also
proves the positive relationship of knowledge practices
and firm performance. Innovation and competitive advan-
tage largely depends upon the internal conditions of the
organization (Galende and Fuente, 2003) and the
motivation and knowledge of its employees (Cohen and
Levinthal, 1990). An employee with the full package of
information plays a very important role in the success of
the organization (Han and Anantatmula, 2007). Thus, the
competitive advantage and innovation of the employees
of the organization depends largely upon the knowledge
sharing of its employees.

On the basis of the previous literature it can be said
that for building strong knowledge sharing environment
organization should emphasize on its culture, trust
among employees, information technology, employees’
motivation, and teamwork, that on the whole results in
successful organization.

Based on previous literature review, Figure 1 is drawn.
Organizational culture, trust among employees, infor-
mation technology, employees’ motivation, and teamwork
plays an important role in making strong knowledge
sharing environment in the organization. Knowledge
sharing environment plays an important role in increasing
organizational performance and resulting in innovation
and competitive advantage.

Figure 1 shows the impact of organizational culture,
trust among employees, information technology, em-
ployees’ motivation, and teamwork with knowledge
sharing and ultimate impact of knowledge sharing on
organizational performance.

Based on Figure 1, the subsequent hypothesis can be
formulated to test the relationship of variables:

Hia: Information technology will have a significant impact
on organizational performance.

Hip: Organization culture will have a significant impact on
organizational performance.

Hi.: Teamwork will have a significant impact on
organizational performance.

Hiq: Trust among employees has a significant impact on
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Disseminate

Figure 1. Conceptual framework.

organizational performance.

Hie: Employee motivation to share their knowledge will
have a significant impact on organizational performance.

H,.: Knowledge sharing will mediate the relationship
between the information technology and organizational
performance.

H,,: Knowledge sharing will mediate the relationship
between the organizational culture and organizational
performance.

H,.: Knowledge sharing will mediate the relationship
between the teamwork and organizational performance.

H,q: Knowledge sharing will mediate the relationship
between the trust and organizational performance.

H,.: Knowledge sharing will mediate the relationship
between employee motivation to disseminate their
knowledge and organizational performance.

METHODS

The study type of previous explained model is applied and co
relational. This study focuses on the telecommunication sector of
Pakistan, by considering their working culture. Correlation and
regression analysis are used to measure the relationship between
the variables.

To check the impact of increase in knowledge sharing the
telecommunication sector of Pakistan is selected. This sector is

Information.
Technology %
Organizational A
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Knowledge Organizational
Team Work » » y A
Sharing Performance
Trust | . | i
Competitive
Advantage
Motivation to

L—p Innovation

selected because in Pakistan the competition among the telecom
companies is increasing day by day.

All telecom companies are included in the sample to check the
explained phenomena. Elements of study were employees and
managers. The sample data includes the 270 respondents.

Measures
Information technology

In order to study the independent variable of form the sample 7
items likert scale was used based on likert style questionnaire (1,
“Strongly Disagree”, 2, “Disagree”, 3, “Somewhat Disagree”, 4,
“Neutral”, 5, “Somewhat Agree”, 6, “Agree”, 7, “Strongly Agree”).
The items included (1) “Development of new technology has
facilitated your communication.” (2) “Information technology has
improved your access to the knowledge.” (3) “By the increase use
of technology, it is becoming easier for you to complete your tasks.”
The Cronbach alpha for these five items (0.704) was satisfactory,
indicating that together these 5 items can form a reliable measure
of this variable.

Organizational culture

In order to study the independent variable of form the sample 7
items likert scale was used based on likert style questionnaire (1,
“Strongly Disagree”, 2, “Disagree”, 3, “Somewhat Disagree”, 4,



Table 1. Abbreviations of the variables.
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Variables Abbreviations
Dependant Organizational performance OoP
Independent Information technology IT
Organizational culture oC
Team work TW
Trust T
Motivational factors MF
Mediating Knowledge sharing KS

“Neutral’, 5, “Somewhat Agree”, 6, “Agree”, 7, “Strongly Agree”).
The items included (1)’Your top management structure things in a
way that they are accomplished with the cooperation of other
employees.” (2)"Your organizational culture brings you employees
closer to one another.” (3)"Your organizational culture and
atmosphere is supportive and comfortable for sharing knowledge.”
The Cronbach alpha for these five items (.758) was satisfactory,
indicating that together these five items can form a reliable measure
of this variable.

Teamwork

In order to study the independent variable of form the sample 7
items likert scale was used based on likert style questionnaire (1,
“Strongly Disagree”, 2, “Disagree”, 3, “Somewhat Disagree”’, 4,
“Neutral’, 5, “Somewhat Agree”, 6, “Agree”, 7, “Strongly Agree”).
The items included (1)” Quality of the results improves when you
work in teams.” (2)” Development of the innovative and productive
ideas becomes easier while working as a team.” (3)" Target
achieving has been increased because of increased teamwork.”
The Cronbach alpha for these five items (0.711) was satisfactory,
indicating that together these 5 items can form a reliable measure
of this variable.

Trust

In order to study the independent variable of form the sample 7
items likert scale was used based on likert style questionnaire (1,
“Strongly Disagree”, 2, “Disagree”, 3, “Somewhat Disagree”, 4,
“Neutral’, 5, “Somewhat Agree”, 6, “Agree”, 7, “Strongly Agree”).
The items included (1)” Your employees work in win-win
relationship.” (2)” Your employees like to show that they are
cooperative to one another.” (3) “Your employees trust one another
and share their ideas.” The Cronbach alpha for these 5 items
(0.728) was satisfactory, indicating that together these 5 items can
form a reliable measure of this variable.

Employee motivation to disseminate their knowledge

In order to study the independent variable of form the sample 7
items likert scale was used based on likert style questionnaire (1,
“Strongly Disagree”, 2, “Disagree”, 3, “Somewhat Disagree”, 4,
“Neutral’, 5, “Somewhat Agree”, 6, “Agree”, 7, “Strongly Agree”).

The items included (1) “Your employees are excited to share their
ideas in group discussions.” (2) “Your employees feel it comfortable
in sharing their ideas.” (3) “Your employees are motivated to
express their ideas with other employees.” The Cronbach alpha for
these 5 items (0.841) was satisfactory, indicating that together
these five items can form a reliable measure of this variable.

Knowledge sharing

In order to study the independent variable of form the sample 7
items likert scale was used based on likert style questionnaire (1,
“Strongly Disagree”, 2, “Disagree”, 3, “Somewhat Disagree”, 4,
“Neutral’, 5, “Somewhat Agree”, 6, “Agree”, 7, “Strongly
Agree”).The items included (1) “I often share with my colleagues the
new working skills that | learn.” (2) “My colleagues often share with
me the new working skills that they learn.” (3) “Sharing knowledge
with my colleagues is regarded as something normal in my
company.” The Cronbach alpha for these five items (0.734) was
satisfactory, indicating that together these 5 items can form a
reliable measure of this variable.

Organizational performance

In order to study the independent variable of form the sample 7
items likert scale was used based on likert style questionnaire (1,
“Strongly Disagree”, 2, “Disagree”, 3, “Somewhat Disagree”, 4,
“Neutral”, 5, “Somewhat Agree”, 6, “Agree”, 7, “Strongly Agree”).
The items included (1) “Our company often develops new products
and services well accepted by the market.” (2) “A great majority of
our company’s profits are generated by the new products and
services developed.” (3) “Our company always develops novel skills
for transforming old products into new ones for market.” The
Cronbach alpha for these five items (0.735) was satisfactory,
indicating that together these five items can form a reliable measure
of this variable.

RESULTS

The abbreviations of the variables and their full names
used in the subsequent tables are shown in Table 1. The
results of descriptive statistics and correlation coefficients
are presented in the Table 2. Table 2 is presenting
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Table 2. Mean, standard deviation, and regression.

Mean S.D. OP KS IT ocC TW T MF
oP 539 106 (0.735)
KS 537  1.07 0.943*  (0.734)
IT 540  1.00  0.148%  0.143* (0.704)
oc 556  1.05 0.554* 0.499** 0.076 (0.758)
T™W 517 116  0.149* 0.145¢* -0.58  0.123* (0.711)
T 501 120 0.293* 0.266** -0.007 0.196* 0.149*  (0.728)
MF 500 1.35 0.278* 0.241* -0.007 0.177** 0.158* 0.875** (0.841)

***Correlation is significant at the 0.001 (2-tailed). **Correlation is significant at the 0.01 level (2-tailed). *Correlation is
significant at the 0.05 level (2-tailed). () cronbach alpha, reliability values are given in bold parenthesis. n = 270.

Table 3. Multiple regression analysis.

Variable Mzodel I . Model 1l . .
B R AR B R AR

Step II: Independent

Information technology 0.148** 0.022 0.022 0.014 0.890 0.000
Organizational culture 0.554*** 0.307 0.307 0.110* 0.899 0.009
Team work 0.149** 0.022 0.022 0.013 0.890 0.000
Trust 0.293*** 0.086 0.086 0.046* 0.891 0.002
Motivational factors 0.278*** 0.077 0.077 0.054** 0.892 0.003
Step lll: Mediating

Knowledge sharing -- -- -- 0.943*** 0.889 0.889

*p < 0.05, **p < 0.01, **p < 0.001, n=270.

means, standard deviation, and coefficients for variables.
Information technology (r = 0.148, p < .05), organizational
culture (r = 0.554, p < 0.01), teamwork (r = 0.149, p <
0.05), trust (r = 0.293, p < 0.01) and employee motivation
(r = 0.278, p < 0.01) were positively, significantly related
with organizational performance.

The relationship of all the independent variables
including information technology, organizational culture,
trust, employee motivation, and teamwork and the me-
diating variable knowledge sharing were positive and
significant. As well as the relationship of the dependant
variable organizational performance and mediating
variable knowledge, sharing was also significant and
positive.

To test hypothesis multiple regression analysis was
performed. Multiple regression analysis is used to test
hypothesis, using tests proposed by Sobel (1982) and
Baron and Kenny (1986) to determine either mediation
exits or not. Table 3 reports the regression analysis.

Hia shows the relationship of information technology
and organizational performance. Our measure of
information technology shows that the information
technology is significantly (r = 0.022, p < 0.01) related to
the organizational performance. Thus, hypothesis 1
shows that the information technology is positively and
significantly related to the organizations’ performance.

Hip shows the relationship of organizational culture has
a significant impact on organizational performance. Our
measure of organizational culture shows that the
organizational culture is significantly (¥ = 0.307, p <
0.001) related to the organizational performance. Thus,
hypothesis 1b is positively and significantly related to the
organizations’ performance.

H;. shows the relationship of teamwork on organi-
zational performance. Our measure of teamwork shows
that the teamwork is significantly (r* = 0.022, p < 0.01)
related to the organizational performance. Thus, hypo-
thesis 1c is positively related to the organizational
performance.

Hiq shows the relationship of trust with organizational
performance. Our measure of trust shows that the trust is
significantly (* = 0.086, p < 0.001) related to the
organizational performance. Thus, hypothesis 1d, is
accepted which means that performance of the
employees of the organization largely depends upon the
trust among the employees.

Hie shows the relationship of employee motivation with
organizational performance. Our measure of employee
motivation shows that the employee motivation is
significantly (r* = 0.077, p < 0.001) related to the organi-
zational performance. Thus, hypothesis 1e, is accepted
which means that performance of the employees of



the organization largely depends upon the motivation of
the employees.

H.. shows the mediating relationship of knowledge
sharing with information technology and organizational
performance. Our analysis shows that knowledge sharing
strongly and fully mediates the relationship of information
technology and organizational performance. H,, shows
the mediating relationship of knowledge sharing with
organizational culture and its performance. Our analysis
shows that the knowledge sharing does not mediate the
relationship of organizational performance and its culture.

H,. shows the mediating relationship of knowledge
sharing with team work and organizational performance.
Our analysis shows that the knowledge sharing fully
mediates the relationship of teamwork with the perfor-
mance of the organization.

H,q show the mediating relationship of knowledge
sharing with the interpersonal trust of employees and
organizational performance. Our analysis shows that the
knowledge sharing partially mediates the relationship of
trust among employees and organizational performance.

H.e shows the mediating relationship of knowledge
sharing with motivation of employees to disseminate their
knowledge and organizational performance. Our analysis
shows that the knowledge sharing partially mediates the
relationship of employee motivation and organizational
performance.

DISCUSSION

In the previous-explained model, the relationship of
information technology, organizational culture, teamwork,
trust, and motivational factors is discussed with the
knowledge sharing that result in organization in terms of
growth, profitability, and competitive advantage of the
organization.

Previously it has been studied by majority scholars that
information technology plays a very important role in the
increasing need of organizational growth (Brynjolfsson
and Lorin, 2000). It is the main reason organizations are
paying their primary attention towards the implementation
of latest (Raymond et al., 1995) and facilitating computer
technology in their organizations (Melville et al., 2004).
Now, organizations have started considering information
technology as an investment (Mahmood, 1993). The
results of our study also support the contribution of
information technology in improving the performance of
the business and bringing innovation, competitive
advantage, and intellectual capital in the business.

Literature has provided a very strong support of the
relationship of information technology on knowledge
sharing. Information technology is vital for the success of
modern business. Many researchers (Lin, 2007; Kasper
et al.,, 2009; Hall, 2001; Hendriks, 1999; Bernus and
Kalpric, 2006; Kearns and Lederer, 2003) has shown in
their work that Information technology plays a very
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important role in facilitating knowledge sharing in the
organization, and information technology and organi-
zational performance is positively linked with one
another. Information technology provides easy communi-
cation to employees for the purpose of knowledge sha-
ring, which ultimately results in improved organizational
performance and competitive advantage (Gupta and
Dasgupta, 2009). Technology, and knowledge sharing
plays a very important role in improving the performance
of the organization and bringing innovation (Nieto and
Quevedo, 2005). The results of our study also show the
strong relationship between the information technology,
knowledge sharing, and improved organization perfor-
mance by bringing innovation in the products and
services.

Organizational culture plays a very important role in
determining the success or failure of any strategy or
technique, by implementing effective strategies organiza-
tions can enjoy numerous benefits (Hooff and Weenan,
2004). The success of knowledge sharing also depends
upon the support of organizational culture (Connelly and
Kelloway, 2003). The work of Lin (2007), Ooi et al.
(2010), Al-Hawamdeh and Luen (2001), Neches et al.
(2010), Foss et al. (2010) has provided significant
support to the relationship of knowledge sharing and
organizational performance, as well as role of
organizational culture on making knowledge sharing
successful and profitable for the organization.

The findings of Gupta and Dasgupta (2009) also sug-
gests that organization’s culture, the role of leadership,
and information technology are the main factors which
maintain organization’s distinctive knowledge and bring
innovation in the output of the organization. In developing
the knowledge, sharing culture contributes effectively
(Conner and Prahalad, 1996).

The results of our findings shows that organizational
culture does not play a very important role in increasing
the knowledge sharing in the organization there are other
factors that might be more important in developing the
knowledge sharing in the organization, however, in
determining the performance of the organization the
organizational culture plays a very important role.

In the previous literature many researchers has shown
the relationship of teamwork and the improved
organizational performance. The work of Cabrera and
Cabrera (2002), Srivastava et al. (2006) and Willem et al.
(2008) has found out in their studies that teamwork
improve interaction among the members of the team,
resolves the main dilemma of knowledge sharing failure,
and develop identity among the team members.

Teamwork plays a very important role in developing
competitive advantage for the organization and
generating valuable knowledge (Matusik and Hill, 1998).
The results of our study are consistent with the findings of
(Ooi et al., 2010) and show the significant relationship of
teamwork and organizational performance. Moreover, the
results of our study also show the significant relation of
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knowledge sharing with teamwork and its impact on
organizational performance.

Previous literature has provided the strong support for
the trust of employees to share their knowledge with
other employees and their management in the
organization (Liao et al.,, 2004). The findings of Liao
(2003) suggest that technology plays an important role in
the success of organizations’ knowledge sharing, but
personal factors are much more important in effective
knowledge sharing. When employees and management
is closer, knowledge sharing flourishes more successfully
(Liao et al., 2004).

Many researchers (Ardichivili et al., 2003; Srivastava
and Bartol, 2002; Ginman and Widen-Wulff, 2004; Man
and Wulff, 2004; Abrams et al., 2003; Mcevily et al.,
2000) has shown in their work that trust empowers the
knowledge sharing in the organization. Literature provides
strong support for trust among workers for successful
knowledge sharing implementation in the organization.

As indicated by Widen-Wulff and Ginman (2004) in
their work that social attachment is compulsory for
effective knowledge sharing. Our findings show the
partial mediation in the relationship of trust in building the
knowledge sharing in the organization. However, the
result of our study are contradictory and suggests that
trust to some extent contributes in building strong
knowledge sharing among the employees, and results in
increased organizational performance.

The previous literature has highlighted the importance
of motivation in increasing the willingness of employees.
When employees become motivated towards the achie-
vement of their goals, their performance will ultimately
increase (Huang et al., 2008). Many researchers (Husted
et al.,, 2005; Widen-Wulff et al., 2008; Hendriks, 1999;
Dyer and Nobeoka, 2000) have shown that the employee
motivation and employee performance are positively
related and this positive relationship has a affirmative
impact on knowledge sharing. The study of Yang (2004)
also suggests that knowledge sharing largely depends
upon the dissemination of knowledge in the organization.

The results of our study show the significant impact of
employee motivation and organizational performance.
However, the result of knowledge sharing mediation
shows the partial mediation, that the organizational
performance and employee motivation is to some extant
effects by the knowledge sharing.

MANAGERIAL DISCUSSION

From the management perspective, the previous studied
model has significant importance and draw out several
managerial implications. Management of telecom sector
strives to increase the performance of the organization by
bringing new and innovative ideas. Effective knowledge
sharing practices provides a strong basis to the
management to increase the performance of the organi-
zation. Therefore, almost all CEO’s and top managers all

over the world are keen in building strong knowledge
sharing environment in their organizations to avail the
long lasting advantages of knowledge sharing, by deve-
loping more innovative and market capturing services for
their customers as compare to the competitors. However,
knowledge sharing environment largely depends upon
the individual characteristics of the employees of the
organization as well as on the working environment of the
organization.

This study highlights that for successful knowledge
sharing in the organization, manages and top executives
should form their strategies in a way that knowledge
sharing becomes a part of their business strategies. It
also includes the culture of the organization in which em-
ployees interact with one another. Organizations should
develop their culture in a way that it supports and
promotes knowledge sharing in the organization. In this
way, managers can implement knowledge sharing in their
organization more effectively and can gain lasting
benefits from it.

This study also highlights the common practices for the
organization by which they can implement successful
knowledge sharing practices in the organization. These
common practices include information technology, trust
among employees, and motivation of employees to share
their knowledge. The information technology plays a
significant role in increasing employees’ knowledge
sharing practices, as well as it provides the chances to
better identify the needs of market by identifying the
latest tends of market. Organizations should develop their
culture and strategies in way that it increases employee
identity and trust. These two factors play a very important
role in implementing successful knowledge sharing in the
organizations.

This study highlights the needs for teamwork in the
organization. With the development, more and more
organizations are moving towards the team oriented
organizations. Teamwork creates identity among em-
ployees which results in trust and employee motivation
towards sharing their knowledge. Teams also allow
organizations to apply different and more productive
knowledge sharing activities in the organization. Team
working culture in an organization plays a very important
role in increasing knowledge sharing in the organization.

Innovation in previous years has gain significant
importance. Especially for the rapidly developing sector
of telecommunication, where the competition is very
immense. It is necessary for them to bring innovation to
ensure their survival and growth. Especially for ensuring
the competitive advantage. It all depends upon know-
ledge sharing in the organization and knowledge sharing
depends upon the teamwork, trust, motivation, organi-
zational culture, and information technology.

Conclusion

Based on previous collected data, it can be concluded



that knowledge sharing plays a very important role in
increasing an organizations’ performance and developing
competitive advantage for that particular organization.
Organizations always seek to implement improved and
productive strategies. Knowledge sharing is one of those
particular strategies. Although knowledge sharing is a
very productive activity for any organization and organi-
zation can have numerous benefits from it, knowledge
sharing faces many barriers. The most important one is
of employee unwillingness to disseminate their know-
ledge.

The other most important factor in making knowledge
sharing successful is organization culture. In the previous
studies, Al-Hawamdeh and Luen (2001) have shown that
organization culture plays a very important role in in-
creasing knowledge sharing activity among the
employees. Organizations are more tend to implement
effective knowledge sharing in their organizations but the
culture in which employees are performing their day-to-
day tasks is not in support of this activity. Thus to ensure
productive knowledge sharing among the employees
organizations should design their culture accordingly.

Teamwork is another important aspect that plays a very
important role in creating employee identity and in-
creasing the overall efficiency of task performance. When
employees of the organization work as a team they
become identical to one another and can carry out a task
more efficiently and effectively rather than individual.
Teamwork also increases the identity among the
employees. When employees work as a group their
interaction increases and when the interaction among
employees increases the knowledge sharing process is
facilitated. Thus, teamwork plays a very important role in
making knowledge sharing successful in an organization
(Cabrera and Cabrera, 2002).

Trust is a key element in promoting knowledge sharing
(Abrams et al., 2003). Without the element of trust among
employees, knowledge sharing cannot become success-
ful. When the trust among employees increases they
become more relax in sharing their point of view with
others. This efficient sharing of knowledge provides a
strong basis for developing competitive advantage and
brining innovation in the products and services of the
organization.

Information technology has gain importance in almost
all the sectors of the business. It also plays a very
important role in knowledge sharing. Many researchers
have identified information technology as a most suppor-
ting tool in knowledge sharing. Advance communication
and technology are primary drivers of successful
knowledge sharing in an organization.

Information technology provides the opportunity to the
employees to share knowledge even from the distance.

Thus, by implementing knowledge sharing atmosphere
along with the effective information technology, organi-
zational culture, teamwork, trust, and employee moti-
vation, telecommunication sector of Pakistan can improve
their performance by bringing innovation, and earning
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competitive advantage.

LIMITATIONS

The previous study includes important practices to
improve the organization performance, but still there are
other factors that can also play a remarkable role in
increasing knowledge sharing among the employees and
improving the profitability of the organization. These few
factors are not covered in this research. These practices
may include the leadership, role of rewarding and other
monetary benefits in the organization.

The impact of leadership may include at teams level or
at the top level. The impact of leadership plays a very
important role in improving organizations’ performance
and directing the employees in right direction. The other
important role is of rewarding and other incentives offered
by the organizations because of efficient knowledge
sharing participation. When employees are aware that
they got reward as the result of a particular activity they
show more interest and devotion in performing that
particular activity.

FUTURE DIRECTIONS

Although the previous study is a strong evidence of
knowledge sharing and its various practices in improving
overall performance of the organization, but still there are
more practices that can be adopt to increase the
knowledge sharing among the employees. For the
purpose of expansion on the study of knowledge sharing,
other practices may be studied. These practices include
the study of impact of leadership on knowledge sharing,
how much a leader can play an influential role in
increasing the knowledge sharing among the employees.
The other factor that plays an important part in creating
strong knowledge sharing ties is rewarding system of the
organization for the employees who take an active part in
knowledge sharing practices and the incentives paid to
them by the organization. In rewarding system the perfor-
mance appraisal system, monetary rewards offered by
the organization, and financial and non-financial benefits
offered by the organization because of active partici-
pation in knowledge sharing practices are included.
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