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Original scientific paper 
This paper analyses various personal and organizational factors that affect knowledge sharing between employees in organizations. Personal factors 
involve general demographic characteristics i.e. gender, age and years of experience, and also technical, social or natural orientation of the profession of 
employees. Characteristics of organizations that were examined regarding knowledge sharing behaviour are the type of ownership and production or 
service activity of the organization. Results show that gender, level of education, organizational tenure and advance at work have significant impact on 
knowledge sharing. Regarding different types of organizations, the type of activities does not affect knowledge sharing, while the type of ownership does. 
Results have primarily practical implications for the design of managerial and organizational measures that would provide knowledge sharing and 
spreading in a more efficient manner and in accordance with the long-term strategic goals of the organization. 
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Utjecaj demografskih i organizacijskih faktora na dijeljenje znanja između zaposlenika u poduzećima 

Izvorni znanstveni članak  
U radu se analiziraju razne personalne i organizacijske značajke koje utječu na dijeljenje znanja između zaposlenika u poduzećima. Personalne značajke 
se odnose na opće demografske karakteristike kao što su npr. spol, starost i godine radnog staža, kao i na tehničku, društvenu ili prirodnu orijentaciju 
struke zaposlenika. Karakteristike poduzeća koje su ispitivane u odnosu na dijeljenje znanja između zaposlenika su tip vlasništva i proizvodna ili uslužna 
djelatnost poduzeća. Opće demografske i organizacijske značajke kao što su spol, stupanj obrazovanja, organizacijski staž i napredovanje na poslu imaju 
značajan utjecaj na dijeljenje znanja. Što se tiče različitih tipova organizacija, tip djelatnosti ne utječe na dijeljenje znanja, dok tip vlasništva ima utjecaj. 
Rezultati imaju prije svega praktične implikacije na koncipiranje upravljačkih i organizacijskih mjera kojima bi se omogućilo da se znanje dijeli i širi na 
efektivniji način i u skladu sa dugoročnim strategijskim ciljevima poduzeća. 

Ključne riječi: demografski faktori; dijeljenje znanja; organizacijski faktori; poduzeće; zaposlenici 

1 Introduction 

Knowledge can be defined as a combination of 
experience, contextual information and expert concluding 
that provides a framework for the evaluation and 
application of new information and newly acquired 
experiences. It is today one of the key drivers of modern 
organizations and has the same importance as 
effectiveness and competitiveness [1]. Knowledge is one 
of the key parts of organizational processes, practices, 
norms and routines [2], and it arises in the minds of 
employees by interaction of their prior experience, 
intuition and attitude with imagination - the ability to 
visualize and create new ideas [3]. The most important 
characteristic of knowledge is its originality and 
uniqueness; when certain knowledge is created, it cannot 
be duplicated or replaced by some other knowledge, 
which makes it a key strategic resource of modern 
organizations [4]. 

Knowledge management can be defined as a process 
of conquest, storage, transfer and application of 
knowledge [5, 6, 7]. This concept involves people, 
technology and processes as correlated and overlapped 
parts [8]. The concept of knowledge management is 
focused, as many studies show, less on the technology 
and more on people [9, 10, 11, 12, 13]. Organizations 
invest a lot of effort and energy to maintain their 
competitive advantage, and to achieve through increased 
investment in its intangible assets – knowledge [14, 15, 
16]. Knowledge management is a process by which 
organizations generate value from their intellectual assets 
based on knowledge [17]. 

Intellectual property of an organization can be 

classified into two categories: explicit and tacit 
knowledge. Explicit knowledge is contained in databases 
and public documents, while about 95 % of all the 
information in organizations exists as tacit knowledge - 
knowledge that is contained in the minds of employees 
[18, 19, 20]. While explicit knowledge is codified and 
transmitted most commonly by technology, tacit 
knowledge is more embedded in social relationships and 
is mainly transmitted by direct social interaction and 
observed behaviour. Tacit knowledge is, by its nature, 
difficult to articulate and, for the same reason, to share 
[21]. It includes cognitive skills and technological skills 
derived from experiences, such as the knowledge, 
subjective vision, intuition, and premonition of an 
experienced craftsman [22]. Apprenticeships and job 
shadowing are often used in attempts to share tacit 
knowledge, which are more time consuming approaches 
[23]. 

2 Theoretical background 

Knowledge sharing can be conceptualized as an 
activity that provides transfer and exchange of knowledge 
in various forms between organizational members [21]. 
Knowledge sharing in the right way and the 
implementation of knowledge management in 
organizations enables employees to fully utilize all the 
benefits that this concept provides. Knowledge sharing is 
a process in which internal (tacit) knowledge of an 
individual can be converted into comprehensible and 
practically applicable knowledge of others. As a 
prerequisite knowledge sharing, an individual or a group 
must collaborate with other members of the organization 
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in order to mutually share knowledge, resulting in 
common organizational benefit [2, 24]. The process of 
generation of intellectual assets involves sharing of 
knowledge between employees, departments and even 
with other businesses if it is aimed at achieving 
organizational goals. This process is being realized 
through the possibility of generating new organizational 
knowledge arising from the process of knowledge sharing 
[25]. The objective is the creation of a business 
environment in which power lies in knowledge sharing 
between employees and not in a jealous and selfish 
keeping of that knowledge only for themselves [2]. 

Effective sharing and distribution of knowledge 
throughout the organization has a direct positive impact 
on the effectiveness and performance of organizations, 
and it can be easily seen that studying and understanding 
of employees’ behaviour in terms of their willingness to 
share knowledge can have significant implications for 
organizations as well as organizational performances [26, 
38]. An organization cannot effectively use knowledge 
without a proactive attitude of employees towards their 
knowledge sharing as well as acquiring knowledge of 
others [27]. Many employees believe knowledge sharing 
hinders their efforts to stand out in comparison to their 
colleagues [28]. As authors [23] emphasize, previous 
studies have shown that reluctance in knowledge sharing 
may include the maintaining power differentials, 
confidentiality and competition, and culture. 
Organizational approaches to knowledge sharing should 
bear in mind that different cultures have different 
attitudes towards knowledge sharing. Knowledge leaders 
or chief knowledge officers should, according to that, 
implement the adequate set of organizational knowledge 
sharing routines in their organizations. When knowledge 
sharing within the organization is insufficient or limited, 
so-called knowledge gaps occur which lead to undesirable 
or insufficiently successful business results [29]. 

Demographics is the study of population factors such 
as the proportion of the population who are of a given 
race, gender, location or occupation, and also such 
general factors as population density, size of population 
and location [30]. Demographics are the quantifiable of 
the statistics of a given population, and are used to 
identify the study of quantifiable sub-set within a given 
population [31]. Demographic characteristics are widely 
used variables in relation to organizational commitment 
and, as it is shown in literature, there is a significant role 
of demographic factors in determining organizational 
commitment. Demographic factors such as age, gender, 
marital status and education are included in many studies 
of the impact of demographic factors on attitudes toward 
knowledge sharing, intentions to share knowledge or 
knowledge sharing behaviour. 

 
3 Research methodology 

 
Effective knowledge management requires reviewing 

of the possibilities of knowledge sharing, as well as 
knowledge sharing factors that are essential for the 
development and success of organizations. The main 
research question from which we started our work is how 
certain personal factors such as general demographic 
characteristics (i.e. gender, educational level, age) 

contribute to knowledge sharing and how certain 
characteristics of organizations such as the type of 
ownership and types of activities (service or production 
type of organizations) influence employees' attitudes 
towards knowledge sharing. 

The aim of our research was to be able to better and 
more clearly understand the factors that affect decrease or 
increase participation of employees in the process of 
knowledge sharing within organizations. As it was shown 
in the literature, organizational environment or 
organizational context, in addition to personal motivators, 
have a significant impact on employee behaviour aimed at 
knowledge sharing in organizations [33]. Our research 
was based on previous studies that have dealt with the 
transfer knowledge among employees in organizations 
[27], linking the intentions to share knowledge and action 
- participating in the process of knowledge sharing 
throughout the organization [32]. The research objectives 
are focused on identifying the factors that determine the 
methods and quality of knowledge sharing among 
employees in organizations, in order to implement 
managerial measures that promote knowledge sharing 
among employees as well as the creation of new 
individual and organizational knowledge. 

Based on the research objectives, the following 
research hypotheses were defined: 
• H1: There are differences in knowledge sharing of 

employees in relation to the following general 
demographic characteristics: gender, age, education 
level, years of experience and organizational tenure. 

• H2: There are differences in knowledge sharing of 
employees related to their advance at work. 

• H3: There are differences in knowledge sharing of 
employees related to different professions.  

• H4: There are differences in attitude toward 
knowledge sharing of employees from service and 
manufacturing organizations. 

• H5: There are differences in attitude toward 
knowledge sharing between employees from public 
and private organizations. 
 

4 Sample and procedure 
 
We used a quantitative survey and conducted 

surveying of employees from all hierarchical levels in 
organizations using a closed questionnaire directly – by 
distributing questionnaires to organizations, and 
electronically - via a specialized internet service for 
electronic surveys. Our survey included public and 
private organizations, as well as representative offices of 
foreign companies. 

Research was conducted in 2013 in various Central 
European organizations as a part of a broader study 
investigating multiple correlations among organizational 
behaviour variables and knowledge sharing modelled 
through two theories: the theory of reasoned action (TRA) 
and the theory of planned behaviour (TPB). Other partial 
results and the overall results of this study will be 
represented and published in several phases during 2014 
and 2015. A total of 1799 sets of questionnaires were 
distributed to 50 organizations with a return rate of 901 
sets including the online survey, making a 50 % return 
rate. 5 sets were eliminated, so the operational value was 
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876 sets of questionnaires. Data represented in this paper 
was entirely analysed using IBM SPSS statistics software. 
The summarized sample description is shown in the Tab. 
1. 
 

Table 1 Sample description 
 Frequency Percentage, % 

Gender Male 298 34,1 
Female 575 65,9 

Education 

High school 187 21,4 
College 47 5,4 
University degree 566 64,8 
Post graduate, PhD 73 8,4 

Type of 
profession 

Technical 272 31,2 
Natural 151 17,3 
Social 450 51,5 

Tenure in 
organization 

Less than 6 months 38 4,4 
Between 6 and 12 months  39 4,5 
1 ÷ 2 years 84 9,6 
3 ÷ 5 years 106 12,1 
More than 5 years 606 69,4 

Advance at 
work 

Promoted 198 22,7 
Same rank 644 73,8 
Demoted 31 3,6 

Position in 
organization 

Top management 196 22,5 
Middle management 343 39,3 
Lower level management 66 7,6 
Supervisor 16 1,8 
Worker 252 28,9 

Ownership Public 754 86,4 
Private 119 13,6 

Type of 
organization 

Manufacturing 62 7,1 
Service 811 92,9 
Other 0 0,0 

  
5 Instruments 

 
Several questionnaires were included in this research. 

The first questionnaire is a general one, concerning basic 
information about the respondents, their job and 
organization. This questionnaire is not a standardized one 
- the authors generated it for the purpose of this study.  
The goal of this questionnaire was to collect data about 
the general demographic characteristics of the 
respondents, as well as about the nature of their job, the 
hierarchical position they hold in the organization, and 
also about the organization they work in. Some of the 
elements of this questionnaire are age, education, job 
type, position, tenure, type of organization, etc.  

The organizational climate questionnaire was adapted 
from [34] and also from [35]. The empowering leadership 
questionnaire (ELQ) is based on standardized ELQ 
questionnaire [36] adapted by [35]. The extrinsic and 
intrinsic drivers (motivators) questionnaires were adapted 
from [34, 37]. The subjective norm questionnaire was 
adapted from [34]. The attitude toward knowledge 
sharing questionnaire was adapted from [34, 35], the 
intention to share knowledge was adapted from [34]. 
Finally, the knowledge sharing behaviour questionnaire is 
Reychav & Weisberg’s ETKS questionnaire [32] adapted 
according to [35]. 

 
6 Results and discussion 

 
To investigate the statistical dependence between two 

variables, we used Spearman’s rank correlation (ρS) as an 
appropriate nonparametric measure. The examined 

independent variables age, years of experience, 
organizational tenure, advance at work, position in 
organization and the level of education showed the 
following results: higher scores on affiliation, innovation, 
fairness, lead by example, participative decision making, 
coaching, informing, showing concern and motivation to 
comply are associated with a lower number of years of 
life, fewer years of experience and shorter organizational 
tenure. Higher score on the scale attitude toward 
knowledge sharing is associated with shorter 
organizational tenure. 

Employees who have been promoted at work had 
higher scores on the following scales: affiliation, 
innovativeness, leadership by example, participative 
decision making, expected reciprocal relationship, sense 
of self-worth, normative beliefs on knowledge sharing, 
attitude toward knowledge sharing, intention to share tacit 
knowledge, intention to share knowledge, tacit knowledge 
sharing behaviour and knowledge sharing behaviour. 

Respondents who have higher positions in their 
organizations had in this study higher scores on the 
following scales: intention to share explicit knowledge, 
intention to share tacit knowledge, intention to share 
knowledge, explicit knowledge sharing behaviour, tacit 
knowledge sharing behaviour and knowledge sharing 
behaviour. On the other hand, respondents with higher 
levels of education had lower scores on the following 
scales: affiliation, employee care, anticipated extrinsic 
rewards, anticipated reciprocal relationships, normative 
beliefs, motivation to comply and intention to share tacit 
knowledge. 

Statistically significant differences were found in 
terms of gender characteristics. The t-test statistical 
method revealed significant gender differences in scores 
on the following scales in a way that women had higher 
scores on both the scale intention to share explicit 
knowledge and the scale explicit knowledge sharing 
behaviour.  
• Intention to share explicit knowledge 
 (t = −2,627, p = 0,009), 
• Explicit knowledge sharing behaviour 
 (t = −2,116, p = 0,035). 

 
Using t-test we found out that respondents from 

private organizations had significantly higher scores on 
the following scales: 
• Affiliation (t = −4,851, p = 0,000), 
• Innovativeness (t = −4,151, p = 0,000), 
• Fairness (t = −2,269, p = 0,023), 
• Lead by example (t = −2,968, p = 0,003), 
• Participative decision making 
 (t = −2,851, p = 0,004), 
• Coaching (t = −3,635, p = 0,000), 
• Anticipated reciprocal relationships 
 (t = −2,439, p = 0,015), 
• Normative beliefs on knowledge sharing 
 (t = −5,691, p = 0,000), 
• Motivation to comply (t = −4,551, p = 0,000), 
• Attitude toward knowledge sharing 
 (t = −5,464, p = 0,000), 
• Intention to share tacit knowledge 
 (t = −3,351, p = 0,001), 
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• Intention to share knowledge 
• (t = −2,623, p = 0,009), 
• Tacit knowledge sharing behaviour 
 (t = −2,97, p = 0,003), 
• Knowledge sharing behaviour 
 (t = −1,989, p = 0,047). 

 
Furthermore, t-test revealed that respondents from 

service organizations had significantly higher scores on 
the following scales: 
• Fairness (t = −3,275, p = 0,001), 
• Lead by example (t = −2,322, p = 0,020), 
• Participative decision making 
 (t = 2,592, p = 0,010), 
• Coaching (t = −2,425, p = 0,016), 
• Informing (t = −2,94, p = 0,003), 
• Showing concern (t = −3,061, p = 0,002), 
• Normative beliefs on knowledge sharing 
 (t = −1,967, p = 0,049), 
• Motivation to comply (t = −2,492, p = 0,013). 

 
One-way analysis of variance (ANOVA) showed 

differences between respondents of different professions 
on the following scales: 
• Affiliation (F (2, 870) = 3,809, p = 0,023), 
• Attitude toward knowledge sharing  

(F (2, 870) = 4,761, p = 0,009). 
 
The following table shows the results of Tukey’s 

HSD test on scales affiliation and attitude toward 
knowledge sharing for different fields of professions 
(Tab. 2). 

 
Table 2 Tukey’s HSD test 

 (I) Field of 
profession 

(J) Field of 
profession 

Mean 
difference 

(I − J) 

Std. 
Error 
(SE) 

Sig. (p) 

Affiliation 
Technical Natural 0,722 0,349 0,097 

 Social 0,684* 0,264 0,027* 
Natural Social −0,038 0,324 0,992 

Attitude 
toward 
knowledge 
sharing 

Technical Natural −0,202 0,392 0,864 
 Social −0,868* 0,297 0,010** 

Natural Social −0,666 0,363 0,159 

*p≤0,05 ** p≤0,01 
 

 
Figure 1 Tukey's HSD test for affiliation 

 

Tukey's honest significance difference test (Tukey’s 
HSD) determined difference between respondents of 
different professions on the scale affiliation: technical 
profession respondents had a higher score. The average 
values for respondents with different professions on the 
scale affiliation are presented in Fig. 1. 

Tukey's honest significance difference test 
determined statistically significant difference between 
respondents of technical and social professions on the 
scale attitude toward knowledge sharing: respondents of 
technical profession had lower scores. The average values 
for respondents of different professions in scores on the 
scale attitude toward knowledge sharing are presented in 
Fig. 2. 
 

Figure 2 Tukey's HSD test for attitude toward knowledge sharing 
 

These results show that variables age and years of 
work experience do not have direct effects on variables 
defining the process of knowledge sharing i.e. attitude 
toward knowledge sharing, intention to share knowledge 
and knowledge sharing behaviour, but they have a direct 
effect on organizational behaviour variables such as 
affiliation, fairness, showing concern, motivation to 
comply etc. The t-test revealed that women had higher 
scores on variables intention to share explicit knowledge 
and explicit knowledge sharing behaviour. Furthermore, 
respondents who hold higher positions in their 
organizations had higher scores on knowledge sharing 
intentions and knowledge sharing behaviour variables, 
specifically on tacit knowledge variables, but they did not 
have higher scores on normative beliefs on knowledge 
sharing and attitude toward knowledge sharing. Finally, 
respondents with higher level of education had lower 
scores on the following scales: normative beliefs on 
knowledge sharing and intention to share tacit knowledge. 

From these findings we can conclude that our 
hypothesis H1 is only partially supported, since age and 
years of experience do not have significant effect on 
knowledge sharing variables, gender differences have 
significant impact on explicit knowledge sharing 
behaviour, level of education has significant impact on 
normative beliefs on knowledge sharing and intention to 
share tacit knowledge and, finally, organizational tenure 
has significant impact on attitude toward knowledge 
sharing. All other relations are non-significant regarding 
the variables that define the process of knowledge 
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sharing. 
Respondents who have advanced at work had higher 

scores on all of the knowledge sharing variables, and 
specifically on tacit knowledge sharing intentions and 
behaviour. From these findings we can conclude that 
hypothesis H2 is fully supported.  

ANOVA test and Tukey’s HSD test have determined 
that respondents from technical professions had higher 
scores on affiliation, while respondents from social 
professions had higher scores on attitude toward 
knowledge sharing. From these findings we can conclude 
that hypothesis H3 is mostly unsupported since there was 
no significant impact of differences between professions 
on knowledge sharing, except the fact that respondents 
from social professions had higher scores on attitude 
toward knowledge sharing, which is only an indirect 
effect on knowledge sharing behaviour.  

As it was shown before in this paper, respondents 
from service organizations had significantly higher scores 
on normative beliefs on knowledge sharing, but not on 
other knowledge sharing variables, so these results imply 
that hypothesis H4 is unsupported. 

Finally, t-test revealed that respondents from private 
organizations had significantly higher scores on all 
knowledge sharing variables (and specifically on tacit 
knowledge sharing variables) thus fully supporting 
hypothesis H5. 

 
7 Conclusion 

 
These results extend, further clarify and deepen the 

findings obtained in earlier studies and combine them into 
a single framework of organizational variables that affect 
the process of knowledge sharing between employees in 
organizations, and as well determine the intensity and 
significance of certain direct and indirect impacts between 
variables in the proposed research model. 

The main question to which this paper was supposed 
to provide an answer is whether general demographic 
characteristics of employees and characteristics of their 
jobs and organizations have influence on knowledge 
sharing behaviour in Central European social and 
organizational context? In general, several main 
conclusions can be drawn from the results of the analysis: 
• It was shown that knowledge sharing between 

employees in organizations depends on a number of 
personal and organizational factors. 

• General demographic and organizational 
characteristics such as gender, level of education, 
organizational tenure and advance at work have 
significant impact on knowledge sharing. 

• Age and years of experience and type of profession 
do not have significant direct impact on knowledge 
sharing. 

• Regarding different types of organizations, the type 
of activities does not affect knowledge sharing, while 
the type of ownership does. 
 
Limitations of this study are linked to the social and 

organizational context where the research was conducted 
so it is likely that these results cannot be universally and a 
priori accepted in different cultural contexts and clusters. 
Another limitation is that indirect effects on knowledge 

sharing variables were not examined in this paper; further 
research is needed to more deeply explore and explain 
these important organizational behaviour variables. 

Results of this research can be considered as useful 
primarily for practical reasons, because according to them 
knowledge leaders and chief knowledge officers in 
organizations can conceptualize measures that would 
contribute to the improvement of knowledge sharing 
processes and knowledge sharing behaviour among 
employees thus improving organizational performance. 
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