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Abstract

The aim of this study was to provide the pat-
tern of knowledge sharing in organization with so-
cial interaction approach. This is an applied, and 
descriptive-correlational research. The population 
consisted of senior experts and executive manag-
ers of the research department of national Iranian 
oil engineering and Construction Company. Thirty 
subjects were selected purposefully who directly in-
volved in the project of knowledge sharing in orga-
nization. For data collection, the questionnaire and 
for data analysis the regression and structural equa-
tion modeling were used. The findings indicated 
that knowledge sharing activities, including sender, 
recipient, organizational context, and knowledge 
sharing mechanisms have a significant positive cor-
relation with the function of knowledge sharing; 
furthermore, the co-existence of knowledge sharing 
dimensions and their suitability facilitate knowl-
edge sharing in organization. Finally, knowledge 
sharing is the culture of knowledge-based interac-
tions and appropriate approach for knowledge shar-
ing refers to social interaction approach.

Keywords: Knowledge, Knowledge sharing, So-
cial interaction, Performance of knowledge sharing.

Introduction

In recent years, knowledge is converted to 
the valuable source for growth and sustainable 
competitive advantage of organizations, especially 
organizations competing in an uncertain environ-
ment (Wasko and Faraj, 2005:35) and employees are 

the most important source in this turbulent envi-
ronment because they are source of knowledge and 
knowledge is on their mind (Hisyam and Choudrie, 
2004:128). Knowledge is the only valuable source in 
the current economy and knowledge workers are the 
main power source of the future society (Huang, 
Wei and Chang, 2007: 607). This has led, in recent 
years, the academics and practitioners to pay special 
attention to knowledge management in oganiza-
tion. Knowledge management is the process of cre-
ating, sharing and applying knowledge to improve 
organizational performance (Kakabadse & Kak-
abadse and Kouzmin, 2003:78). According to some 
scholars, acqusition of competitive advantage is not 
only depends on the ability of companies in identi-
fying and acqusition of knowledge, butalso depends 
on their ability in sharing and utilizationof knowl-
edge (Rege, 2007:48). Today, the knowledge sharing 
activities are discussedmore than other activities in 
knowledge management. In fact, there is a lot of 
knowledge in organization, but its existence is not 
a guarantee for its utilization (Bratianu and Orzea, 
2010:107). Knowledge sharing is essentially a pro-
cess of social interaction for the exchange of knowl-
edge (Gupta and Govindarajan, 2000). Researches 
on sharing (e. g., Fahey, 2000; Gupta and Govinda-
rajan, 2001; Jensen and Szulanski, 2004) show that 
the process of sharing and transfering knowledge is 
not an easy task and there are many barriers facing to 
the organization (Rege, 2007:48). Literature review 
of knowledge management shows that there are dif-
ferent approaches to this issue in the organization 
that can be divided into two approaches of human-
centered (social) and technology-driven. Technolo-
gy-based approaches (eg, cognitive model and net-
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work model) are based on Information Technology 
that encompasses a wide spectrum of processes and 
operational procedures that are designed for pro-
tection and management of knowledge based pro-
cesses of organization (Jung-Chi, 2006: 106). Since 
the creation, application and sharing of knowl-
edge requires the knowledge to be interpreted, re-
produced, and adjusted, based on the specific con-
text, the ability of technology-driven approach in 
this fieldis limited and questionable (Kakabadse 
Kouzmin, 2003: 84).The appropriate approach for 
creation, application and sharing of knowledge re-
fers to social interaction approach. Social interac-
tion approach indicates thatcreating andsharing of 
knowledgeand its mechanisms have asocial nature 
resulting from the interaction between individuals 
among organizations (through meetings and group 
discussions). Social interaction approach has a high 
capacity to pay attention to knowledge sharing be-
cause the knowledge sharing refers to the culture 
of knowledge based interaction which includes im-
plicit and explicit knowledge exchage, experiences 
and skills of employees among the organizational 
units or entire organizations (Jung-Chi, 2006: 106).

Regarding the positive results of knowledge 
sharing, in many countries, especially industrial-
ized countries, many efforts have been made to im-
plement the knowledge sharing, but regarding its 
emerging nature in Iran, little practical experi-
ence is available in this area. These experiments in-
volve large costs for the organization. Therefore, the 
existence of systems and models for effective knowl-
edge sharing is essential in a relevant organization. 
Therefore, this important principle should be con-
sidered in organization till the effort and related 
costs will lead to value creation. Hence, the objec-
tive of this research is to identify a suitable mod-
el for knowledge sharing. Indeed, this study seeks 
to answer this question “What are the effective pat-
terns of knowledge sharingwith social interaction 
approach in organization?” 

Literature review

Knowledge Sharing

Sharing knowledge is a combination of knowl-
edge and sharing (Kim, 2011:9). Knowledge is a 
combination of experience, values, contextual in-
formation and experts’ insight that provides a frame-
work for evaluating and integrating new experienc-
es and information (Al-Alawi and et al., 2007:22). 

Nonaka and Taguchi divide knowledge into two 
categories: explicit and tacit (Nonaka and Tagu-
chi, 1995). Sources of knowledge can be compared 
with the mountains of floating ice. Structured and 
explicit knowledge is the visible part of the iceberg 
that can be systematically stored and transferred 
to individuals. Under the surface of water is the in-
visible part of the iceberg that points to the tacit 
knowledge resources. Tacit knowledge is in peo-
ple’s minds and is obtained through individuals’ 
internal processes like experience, reflection, in-
ternalization, or personal talent. Therefore, shar-
ing and acqusition of this sector of source is dif-
ficult (Hisyam and Choudrie, 2004:128). The 
other definition is sharing. Knowledge sharing 
has broader concept than simple transmission of 
knowledge, because knowledge sharing is a process 
orsocial interaction for the exchange of knowledge 
(Gupta and Govindarajan, 2000); knowledge shar-
ing is knowledge exchange between individuals. On 
the other hand, knowledge sharing has the narrow-
er concept of knowledge management which in-
cludes creation, transfer and sharing of knowledge. 
Knowledge sharing means the exchange of tech-
nical knowledge, expertise, judgment, and lessons 
learned among staff through formal or informal 
networks. Sharing knowledge is an activity that in-
volves the transfer of knowledge, whether explic-
it or tacit, from a person, group or organization to 
other person, group or organization (Zawawi et al., 
2011:61). Therefore, the main aim of any knowl-
edge sharing processes is the successful transmi-
tion of knowledge from a source to a receiver, and 
the success of knowledge sharing is refered to the 
degree of restoration and re-creation of knowledge 
at the receiver (Cummings, 2003:35). There are 
different patterns for knowledge sharing issue in-
cluding quantum, social interaction, networking, 
cognitive, and philosophical and everyone has its 
own approach to the knowledge sharing. This re-
search framework is based on social interaction ap-
proach. The social interaction approach is one of 
the oldest patterns of knowledge management that 
have been considered again in contemporary or-
ganizations. The Social interaction patterns are 
shaped by historical and social perspective. The 
social interaction approach express that all knowl-
edge is the result of thinking that is circulating in 
the community. Furthermore, there is no basis for 
the universality of knowledge exceptForum con-
sensus. In social interaction approach, community 
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members through the interaction in social organi-
zation, share their knowledge resources. This ap-
proach expresses that knowledge can not be sepa-
rated from action. The social interaction approach 
expresses that knowledge can not be kept in the da-
tabase or manually, it can only be kept in “living” 
form. Therefore, it needs to actors with relevant 
tacit knowledge and expertise that work togeth-
er, reproduce the knowledge and apply the knowl-
edge based on the local conditions. In social ap-
proach, knowledge management is shaped based 
on personal relationships, respect, and trust. This 
pattern suggests that a sense of oneness and inter-
action causes unity and closeness of the organiza-
tion members and informally causes people to be 
attracted to each other and a social link to be estab-
lished between them so in case of problems, solve 
them through interaction between themself and 
group discussions. In this case, the relationship be-
tween individuals is more informal and based on 
the cooperation rather than the formal contracts. 
Furthermore, in this model, the characteristics of 
the working groups should include features such as 

self-organization, continuous learning, and infor-
mal exchanges are discussed. Knowledge is creat-
ed in the thinking that is circulating in a commu-
nity where there is a common language, and trust 
allowes the exploitation of revelation (Kakabadse et 
al, 2003:83—84). Investigation the empowerment 
knowledge sharing is discussed below.

Knowledge sharing Enablers
An empowerment organizational knowledge 

sharing includes the features: the Knowledge Re-
ceiver, the Knowledge Sender, Knowledge Shar-
ing Mechanisms, Context of organization and ul-
timately the Performance ofKnowledge Sharingis 
considered.

Knowledge receiver
Factors related to the receiver, including ab-

sorptive and learning capacity, motivation of the 
receiver, the receiver’s view of the credibility of the 
knowledge source and intellectual and behavioral 
characteristics influence the success of knowledge 
sharing (Table 1).

Table 1. Conceptual dimensions of research: Knowledge receiver

Dimension Concept Element Contributors

K
n

ow
le

dg
e 

R
ec

ip
ie

n
t

Absorptive and learning 
capacity

Narteh(2008), Feghali (2008); Gupta and 
Govindarajan (2000); Szulanski (1996)

motivation Szulanski (1996); Gupta and 
Govindarajan(2000); Szulanski 1996; Chang 

(2008) 

credibility of the knowledge 
source

Kakabadse and Kouzmin (2003), Szulanski 
(1996); Chang (2008)

intellectual and behavioral 
characteristics

(Kakabadse and Kouzmin 
(2003), Szulanski (1996); 

Chang (2008))

Commitment Lin (2008)

Trust Renzel(2006)

Altruism Batson et al (2002); Davenport &Prusak (1998).

compatibility Renzel(2006)

Absorptive and learning capacity of knowledge 
receptor is an important factor influencing on suc-
cessfulness of knowledge sharing (Szulanski, 1996; 
Minbaeva, 2007; Chang, 2008). Receiver may not 
be able to exploit knowledge resources, namely he 
dose not have the knowledge absorption capacity. 
Knowledge transfer is only effective when the trans-
ferred knowledge is learned (Szulanski, 1996:31). 
Individuals’ absorptive capacity is influenced by the 
experience and competence of the knowledge recip-
ient (Narteh, 2008; Feghali, 2008). Another factor 
related to the recipient is the credibility of the source 
from knowledge receiver prespective (Kakabadse 

and Kouzmin, 2003) that it can act as a facilita-
tor in knowledge sharing (Durisin, 2002:775—786; 
Simard, 2000: 15). A specialist and reliable source 
compared to other individuals most likely have in-
fluence on the recipient’s behavior; this means 
that if the knowledge source is not understood as 
a reliable andaware source, transfer of knowledge 
from that source will be more difficult (Szulanski, 
1996:31). Gupta and Govindarajan 2000; Szulan-
ski 1995 also concluded that knowledge receivers’ 
motivation is a kind of factors influencing on the 
success of knowledge sharing that indicate the mo-
tivational state of receiver for acquisition of knowl-
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edge (Becker and Knudsen, 2006:34). When receiv-
er knows the transferred knowledge valuable, new 
and innovative, has more motivation for its trans-
mission. Additionally, understanding the basic op-
portunities associated with the knowledge and re-
ceiver’s ability to maintain and foster the transmitted 
knowledge, leads to his motivation in the next steps 
(Kakabadse and Kouzmin, 2003). Finally, it should 
be noted that cultural and behavioral characteristics 
of receptors affects on the knowledge sharing. The 
cultural and behavioral factors that lead to knowl-
edge sharing in organization include commitment, 
trust, altruism, and compatibility. Knowledge shar-
ing occurs easily to the extent that these factors be-
come higher in knowledge receiver. Organizational 
commitment refers to the interest feeling that an in-
dividual has toward a particular organization and 
this belonging sense has more intensity compared to 
other individuals (Lin, 2008:1511). Trust can be de-
termined as maintaining mutual faith with respect to 
each other based on intentions and behavior. Trust in 
management means that employees believe the or-
ganizational objective achievement and leaders and 
also believe the organizational acts is useful for em-
ployees. Many people’s motivation in knowledge 
sharing is because of their interest to the scientific 
discipline and degree of altruism. Hence, knowledge 

teaching in this way is a form of knowledge transmis-
sion based on altruism (Davenport &Prusak, 1991, 
66). Altruism is a motivation that increases the wel-
fare of one or more persons other than the individ-
ual oneself (Batson et al., 2002).Finally, individuals 
with high consistency (kind, lenient, ready to serve, 
polite, generous, vogueand helpful) have more possi-
bility to transfer knowledge by them. They are altru-
istic, compassionate and willing to help others and 
mostly seek cooperation rather than the competi-
tion with each other. Sharing and dissemination of 
knowledge is as a result of the cooperation and col-
laboration withthe workplace and agreement in per-
sonal relationships with colleagues and supervisors 
(Renzel and Matzler, 2007:8).

Hypothesis 1: What is the effect of the receiver’s 
dimension on knowledge sharing performance?

Source (Sender) of knowledge
Szulanski (1996) and Minbaeva (2007) stated 

that some of the barriers to sharing knowledge is 
about the source (sender) of knowledge that among 
these obstacles can be pointed to the source cred-
ibility, motivation of sender and knowledge sharing 
capacity by knowledge source (Spraggon and Bod-
olica, 2012:1274). Table 2 shows the conceptual di-
mensions of the knowledge sender.

Table 2. Conceptual dimensions of research: Knowledge sender

Dimension Concept Element Contributors

K
n

ow
le

dg
e

motivation Szulanski (1996); Gupta and 
Govindarajan(2000); Szulanski 1996; Chang 

(2008)

credibility of the knowledge 
source

Kakabadse and Kouzmin (2003), Szulanski 
(1996); Chang (2008)

intellectual and behavioral 
characteristics

(Kakabadse and Kouzmin 
(2003), Szulanski (1996); 

Chang (2008))

Commitment Lin (2008)

Trust Renzel(2006)

Altruism Batson et al (2002); Davenport &Prusak (1998).

compatibility Renzel(2006)

Some researchers (Gupta and Govindarajan, 2000; 
Osterloh and Frey, 2000) consider the source knowl-
edge motivationas a factor in facilitating knowledge 
sharing. When the knowledge transmitter dose not 
show his enthusiasm to express and transfer knowledge, 
the individuals and teams that have invested their re-
sources to develop a specific competence, dose not 
have the motivation and willingness to share knowl-
edge and because of losing knowledge property fear 
(power), do not allocate the time and required resourc-
es for its delivery (Spraggon and Bodolica, 2012:1274, 

Szulanski, 1996:31). On the other hand, cultural and 
behavirol characteristics of knowledge transmitter is 
an important factor in knowledge sharing. Individu-
als with personal backgrounds intract and communi-
cate with others. This issue can affecton their mental 
patterns of knowledge. Transmitter and receiver must 
have the same understanding of the transferd knowl-
edge, and this is related to the proportion between the 
transmitter and receiver (Narteh, 2008). Another fac-
tor of knowledge giving isthe capabilities and expertise 
and its education/teaching capacity (Argote, Ingram 
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et al., 2000). This capacity can be influenced by age, 
knowledge complexity, experience of knowledge trans-
fer and intention of individual in knowledge transfer. 
Understanding and transfering of complex knowledges 
has more difficulties because of their more components 
and complexity. Experience due to the effect that has 
on learning cycle, can assist the individual in knowl-
edge transfering (Feghali, 2008).

Hypothesis 2: What is the effect of the transmit-
ter’s dimension on knowledge sharing performance?

Knowledge sharing mechanisms 
Another set of factors that inf luence on 

knowledge sharing, knowledge dissemination 
mechanisms including coaching, Mentoring, 
electronic devices of knowledge sharing, for-
mal sessions and informal meetings to exchange 
knowledge and experience, and performance 
feedback system. Table 3 shows the conceptu-
al dimensions of the knowledge sharing mecha-
nisms.

Table 3. Table of conceptual research: Knowledge sharing mechanisms

Dimensions Concept Researcher

K
n

ow
le

dg
e 

S
h

ar
in

g 
M

ec
h

an
is

m
s

Coaching Nonaka (1994); Donnelly (2008) 

Mentoring Donnelly(2008); Parent et al. (2007) 

Electronic devices of Knowledge 
Sharing

Davenport, De Long, and Beers (1998); O’Dell & 
Grayson(1998); Gupta and Govindarajan (2000)

Informal Meetings to exchange 
knowledge and experience

MohammadiEliyasi, Q.(2008); 
Spraggon&Bodolica(2008); Parent et al.,(2007);  

Abou-Zeid (2002)

Performance Feedback System Feghali,2008; Narteh,2008.

Group Discussion MohammadiEliyasi, Q.(2008) ; Abou-Zeid (2002)

Information technology is one of the most pow-
erful instruments of knowledge sharing. Imple-
mentation of knowledge management in the con-
text of information technology in the organization 
can provide a suitable environment for easy shar-
ing (Davenport, De Long, and Beers 1998). There 
are several and effective technologies for sharing 
knowledge in organization (Bolisani and Scarso, 
1999:141). Mechanisms of knowledge transfer in-
clude electronic data interchange, electronic mail, 
groupware and video conferencing (Fei, Chen and 
Chen, 2009: 335).Information technology is not an 
excellent facilitater for the transmission and dis-
tribution of information and will not be an appro-
priate alternative for interaction, communication 
and enrichment learning that lies in interperson-
al conversations. According to O’Dell and Gar-
rison incentives and barriers of knowledge shar-
ing is not technical because tacit knowledge is too 
complex and experimental and it can not be cap-
tured electronically (O’Dell andGrayson, 1998). 
So, face to face method (formal meetings) (Spragg-
onamd Bodolica, 2008), networks and informal in-
teractions (Parent et al., 2007), educational sem-
inar and workshops, knowledge transfer of experts 
groups and discussion group (Abou-Zeid, 2002:35) 
are more useful for communication and knowledge 
sharing. Performance feedback system is knowledge 

transfer mechanisms too. Knowledge transfer pro-
cess will be complete since the knowledge receiver 
can apply it in practice. Application of knowledge, 
provide feedback that determines the effective-
ness extent of knowledge transfer process (Fghali, 
2008; Narteh, 2008). Finally, according to Don-
nelly (2008), Coaching and Mentoring include the 
main mechanism of the dissemination of knowl-
edge in organization. In fact, mentoring is a mu-
tual learning process where by mentor transfer his 
knowledge, experience and advice to the other side 
and teach under the friendly circumstance and per-
sonal approach and understanding and without im-
plementing pressure. Coaching is a process in 
which the individual works to trainer and actually 
mental involvement of instructoris on the job per-
formance of the opposite side. In fact, mental in-
volvement of instructor is the defined duty and 
performance of career but about mentoring this in-
volvement is about how to think and understand 
and mentality of opposite side (Starcevich, 2009).

Hypothesis 3: What is the effect of the knowl-
edge sharing mechanism on knowledge sharing 
performance?

Contex of knowledge Sharing 
Some of the contextual factors affecting 

knowledge sharing include motivational sys-
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tems, and commitment and support of orga-
nizational management and the policies and 
organizational objectives which are reviewed 

below. Table 4 shows the conceptual dimen-
sions of organizational Context of knowledge 
sharing.

Table 4. Conceptual dimensions of organizational background of knowledge sharing 

Dimensions Concepts Researcher

K
n

ow
le

dg
e 

S
h

ar
in

g 
M

ec
h

an
is

m
s Policies and Organizational 

Objectives
Hung (2008); Mangier-Watanabe and Senoo (2008)

Commitment and Support of 
Management

Caroline Simard (2000)

Motivational Systems Burisin (2002); Bartol&Srivastava (2002); Riege (2005)

Decision-making for sharing or not sharing 
the knowledge is inf luenced by motivational sys-
tem (monetary rewards and incentives) (Riege, 
2005). But, it should be noted that the organiza-
tional rewards are only temporary incentives for 
knowledge sharing (Zawawi and et al, 2011:63). 
Sharing and distribution of knowledge should 
be protected by organizational culture and re-
ward systems and this reward systems (whether 
material and or spiritual incentives such as pro-
motion of career) can be given to them based on 
the activities and discussed people. On the other 
hand, the successful transfer and sharing knowl-
edge process consist of coordinating the efforts 
about the daily and regular process of knowledge 
recipients unit. Therefore, commitment and 
support of management has the utmost impor-
tance in knowledge transfer. In order to create 
changes, the organization management must be 
committed to these changes. Management roles 
must foster and share knowledge and like an in-
tellectual leader play its role (Simard, 2000: 24). 
Finally, the existence of a f lexible organizational 
structure, and f lexible working groups and net-
works inorganization increase knowledge trans-
fer. Appropriate communication and existance 
of trust culture between employees accelerate 
and facilitate tacit knowledge transfer. As a re-
sult, management should pay particular atten-
tion to the utilization of tacit knowledge trans-
fer in organization. Knowledge management is 
a long-term and vital activity for organization 
and organization should consider the knowledge 
sharing as a long term goal and determines how 
knowledge production, dissemination and appli-
cation strategies can be integrated and coordi-
nated with business strategy, inorder to knowl-
edge sharing be implemented in organization 
(Hung, 2008: 85—90).

Hypothesis 4: What is the effect of the knowl-
edge sharing background on performance of 
knowledge sharing?

Performance of knowledge sharing
In this research, performance of knowl-

edge sharing is defined as recreating and gener-
ating new knowledge, application of knowledge, 
personal development and organizational excel-
lence. Performance of knowledge sharing di-
mensions including “reinventing and effective 
generating of new knowledge” that requires the 
availability of intended knowledge packages for 
the recipient until the growth and development 
factor receive and convert and match it with their 
needs. As a result, instead of using the knowledge 
reinventing concept to achieve a degree of suc-
cess inits sharing, dealing with internalization of 
knowledge by receiver is an important issue (Kak-
abadse and Kouzmin, 2003). On the other hand, 
knowledge transfer process includes knowledge 
transfer from sender to receiver and concequent-
ly “Application of Knowledge” in receiver’s com-
pany. Knowledge transition process will be com-
pleted when the knowledge recipient can apply in 
practice; namely, apply knowledge in produc-
tion of superior and innovative products (Fegh-
ali, 2008; Narteh, 2008). Finally, some studies 
have shown that the management and knowledge 
sharing effect on “individual and organization-
al performance” affect (Kim, 2010:2). Effective 
distribution of knowledge among people will lead 
to development of individuals and their person-
el skills (Engström, 2003:41). Knowledge sharing 
affects on the performance and effectiveness of 
the organization (Kim, 2010:2), and improves its 
efficiency. Finally, if the knowledge sharing is 
well-managed in the organization, it will im-
propve the quality of work and decision-making 
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skills, problem solving skills, and problem solving 
performance (Zawawi and et al., 2011: 56—57). 
The authors have used the conceptual framework 
of the European Quality Award and its compo-
nents based on the systematical approach in so-
cial communication systemfor presenting the 
knowledge sharing pattern with social approach. 

Totally, knowledge sharing dimensions including 
sender and receiver of knowledge, organization-
al context, and knowledge sharing mechanisms 
effect on performance of knowledge sharing and 
can play the obstacle or facilitator role in knowl-
edge sharing. Figure 1 shows the analytical model 
of knowledge dissemination in organization.

(Policies and Organizational Objectives, Commitment and Support of Management,
Motivational Systems)

Sender

Background

Receiver

Performance
of Knowledge

Sharing
Knowledge sharing

mechanism

- Intellectual and
behavioral
characteristics
- Motivation
- Competence and
expertise

-Absorption
capacity and
learning
-Motivation
-Intellectual
and behavioral
characteristics
-The source
credibility

(Coaching,
Mentoring,
electronicinstrument,
group discussions and
informal meetings,
system

(Organizational
Excellence, Personal
Development,
Knowledge
Utilization, recreation
and production of
new knowledge)

Methodology 

This study has two objectives. First, in terms of 
design, the knowledge sharing pattern is a develop-
mental type of research, namely in this research a 
pattern is presented for knowledge sharing, and sec-
ondly, because it was used in practice, it refers to a 
type of applied research. In terms of data collec-
tion, descriptive research methods is a correlation-
al type in which the required information was col-
lected by questionnaire. The questionnaire consists 
of 73 items that resulted from the original dimentions 
of pattern. Thus, the 5 original dimentions of pattern 

Figure 1. An analytical model of knowledge dissemination in organization.

(recipient, sender, background, mechanisms and 
performance of knowledge sharing) are divided into 
the relevant dimensions and each of these dimen-
sions are divided in to the indicators. In addition, in 
designing final pattern and questionnaire, the ex-
perts’ idea and interviews have been applied. For 
measuring validity, the teachers’ idea and the view 
of a group of experts are used and their opinions on 
the questions and variables, and the overall structure 
of the questionnaire and for modifying question-
naire was used. Cronbach’s alpha was used to assess 
the reliability of the questionnaire. Table 5 shows the 
Cronbach’sAlpha of knowledge sharng.

Dimension Knowledge 
Sender

Knowledge 
receiver

Context of 
knowledge 

sharing

Mechanism 
of knowledge 

sharing

Performance 
of knowledge 

sharing

Total

Items of 
questions

9 21 13 18 11 73

Cronbach’s  
alpha

0947 0954 0976 0967 0995 0989

Table 5. Cronbach’s alpha of knowledge sharing
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The population consisted of senior experts and 
executive managers of the research department of 
national Iranian oil engineering and Construc-
tion Company that in the knowledge sharing proj-
ect was implemented in terms of special software 
that was especially designed and implemented in 
national engineering organization and 30 subjects 
were selected purposefully as sample. This softwa-
reis designed by computer specialists of the men-
tioned organization for registration of knowledge 
and finally for its sharing. Senior managers who 
are directly associated with the knowledge sharing 
project, have assisted in completing this research. 
The regression and structural equation modeling 
are used for data analysis and evaluation of relation-
ship among variables.

Findings 

The results of the statistics show that 56.7 per-
cent of employees, according to the demograph-
ic information of the respondents, were male and 
43.3 % of the respondents were female. The results 
of descriptive statistics for demographic data of em-
ployee indicated that 56.7 % of respondents were 
male and 43.3 % of respondents were female. 60 % of 
respondents have M. A. degree (the majority of the 

respondents), 30 % BA, and 10 % have PhD. Addi-
tionally, 53.3 % of respondents had work experience 
of 5 to 15 years (majority), 26 % with working expe-
rience of under 5 years 20 % had work experience 
of 25 to 15 years. To evaluate the research hypoth-
eses, regression is used. As can be seen, the knowl-
edge recipient of AdjR2=0.67 explain the variance 
of knowledge sharing performance. Variance analy-
sis has the significance level of 0.000 and F=46.632. 
Behavioral characteristics (β=0.76), learning ability 
(β=0.70), motivation of recipient (β=0.79) as com-
ponent of knowledge receptor has a significant and 
positive correlation with the knowledge sharing.

According to Table 6, respectively, after re-
ceiving the knowledge, by determinants rate 0.67, 
Knowledge sharing mechanisms (0.61), the trans-
mitter of knowledge (0.59) and organizational con-
text (0.57) explain the variance of performance of 
knowledge sharing in Oil Company. This shows 
that the performance of knowlwdge sharing is in-
fluenced by a set of factors that the simultaneous ex-
istence ofthese factors are essential to improve the 
performance of knowledge sharing. Table 6 briefly 
shows the impact of knowledgetransmitter, orga-
nizational context and knowlwdge sharing mecha-
nisms and components of each dimension with per-
formance of knowledge sharing.

Table 6: Standard and non-standard regression coefficients of components included in the model 

Sig. F t β Adjusted R 
Square

R Square R Constant Independent variable
Dependent 

variable
0.000 60.88 7.80 0.83 0.67 0685 0.83 1.237 Knowledge Receiver

K
n

ow
le

dg
e 

pe
rf

or
m

an
ce

0.001 37.47 6.12 0.73 0.56 0.57 0.73 3.25
Behavioral 

characteristics
0.000 27.42 5.24 0.70 0.48 0.49 0.70 2.91 Learning ability

0.020 46.17 6.79 0.79 0.62 0.62 0.79 2.99
motivation of 

recipient
0.000 43.30 6.58 0.78 0.59 0.61 0.78 1.019 Knowledge Sender

0.002 35.69 0.75 0.75 0.54 0.56 0.75 3.14
Behavioral 

Characteristics
0.004 33.33 0.74 0.74 0.53 0.54 0.74 2.39 Expertise
0.000 29.05 0.71 0.71 0.49 0.51 0.71 2.67 Motivation of Sender

0.000 40.33 6.351 0.77 0.57 0.59 0.77 0.835
Organizational 

Context

0.003 49.55 7.03 0.79 0.626 0.639 0.79 2.77
Organizational 

Politics
0.000 22.79 4.77 0.67 0.429 0.449 0.67 2.28 Managerial Support
0.004 30.64 5.54 0.73 0.505 0.523 0.73 1.87 Motivational System
0.000 46.64 6.831 0.79 0.61 0.62 0.79 0.482 Sharing Mechanisms
0.005 21.03 4.59 0.65 0.41 0.43 0.65 1.77 Coaching
0.020 25.55 5.05 0.69 0.46 0.48 0.69 1.99 Mentoring
0.000 18.20 4.27 0.63 0.37 0.39 0.63 2.41 ElectronicInstrument
0.030 32.05 5.66 0.73 0.52 0.53 0.73 2.59 Formal Meeting
0.002 45.70 6.76 0.79 0.61 0.62 0.79 2.34 Feedback
0.030 28.13 5.30 0.71 0.48 0.50 0.71 2.80 Group Discussions
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In Table 7, the direct and indirect effects of 
predictor variables and whole variables on the de-
pendent variable of knowledge sharing perfor-
mance are shown. In the mentioned table, the 
direct effect of the standardized coefficient ex-
ists, in which the change in the variable X leads 

to the change in variable Y. The indirect effect of 
each variable is equal to multiple of path coeffi-
cient of all variables of a path leading to the men-
tioned dependent variable. Total effect also indi-
cates the sum of the direct and indirect effects of 
each variable.

Table 7.Direct and indirect effect of predictor variables on the dependent variables 

Dependent variable Predictor variable Direct effect Indirect effect Total effect
Sender Organizational context 0.65 - 0.65

knowledge Sharing 
Mechanisam

Organizational context 055. - 0.55

Receiver Organizational context 0.84 - 0.84
Performance of knowledge 

sharing
Organizational context 0.85 - 0.85

Performance of knowledge 
sharin

Sender of  knowledge - 0.46 0.462

Knowledge Sharing Mechanisam - 0.52 0.525
Receiver of Knowledge 0.73 - 0.73

Figure 2: Structural equationmodel of knowledge sharing in organizations 
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Coaching 

0.64 0.68 0.88 0.81 
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0.68 

Chi-square=807.91, DF =55, P-value=0.00000, RMSER=0.066!
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Figure 2 shows the significant relationship be-
tween transmitter, knowledge sharing mecha-
nism, receiver knowledge performance and the es-
timated amount of load factor for this relationship. 
These values show the scores of predicted factor 
(knowledge performance). According to the overall 
fit indicesit could be saied that the model has aap-
propriate fit. The chi-square amount of model with 
freedom degrees of 55 is equal to 807.91.Accord-
ingly, the ratio of chi-square to freedom degrees of 
model is 07.1 indicating that the model’s fit is ac-
ceptable. RMSEA= 0.066; P-value = 0.000; GFI = 
0.90; CFI = 0.94; NFI = 0.9; NNFI=0. 93.

Organizational context affected on perfor-
mance of knowledge sharing circle. As seen in Table 
7, the organizational context has a direct and signif-
icant impact on sender and receiver of knowledge, 
mechanisms of knowledge, performance of knowl-
edge sharing. In other words, organizational con-
texthas the effect of 0.65 on transmitter of knowl-
edge and 0.84 on recept or and 0.55 on knowledge 
sharing mechanism.

Finally, the organizational context and knowl-
edge receiver have direct effects on the performance 
of knowledge sharing in organizations. Knowledge 
recipient has an impact of 0.73; and the organiza-
tional context has an impact about 0.85 on the per-
formance of knowledge sharing in organizations. In 
addition, the sender and knowledge sharing mecha-
nisms have significant and indirect effects on per-
formance of knowledge sharing. In other words, 
the sender through the pathes of knowledge sharing 
mechanisms and knowledge receiver, has an impact 
about 0.462 on the performance of knowledge shar-
ing in the organization. Also, knowledge sharing 
mechanisms has an indirect effect about0.525 on-
performance of knowledge sharing.

Conclusions and Discussion 

This study was conducted with the aim of de-
signingan effective knowledge sharing pattern 
with the social interaction approach in the orga-
nization. Research findings indicated that dimen-
sions of knowledge sharing including receiver and 
transmitter of knowledge, knowledge sharing back-
ground, and knowledge sharing mechanisms have 
significant and positive effect on performance of 
knowledge sharing. In fact, dimensions of knowl-
edge sharingin the form of concentrated and alto-
gether affecton performance of knowledge sharing 
and if these dimensions become favorable, knowl-

edge sharing can occur more easily in organiza-
tions.The research findings indicate that a signifi-
cant and positive correlation between dimensions of 
knowledge transmitter and performance of knowl-
edge sharing. Transmitter’s motivation improve-
ment leads to improvement of the credibility of 
source of knowledge, distribution capacity of source 
of knowledge and performance of knowledge shar-
ing.The findings of this study are consistent with 
findings of previous research (Szulanski, 1996).
They stated that some of the barriers to knowledge 
transfer are relevant to the source of knowledge (the 
transmitter) that about these barriers can be pointed 
to the source credibility, motivation and knowledge 
distribution capacity by the source ofknowledge. 
The results of this study indicate that a significant 
and positive relationship between the knowledge re-
ceiver and performance of knowledge sharing in or-
ganizations and has the highest degree of influence 
among the knowledge sharing dimensions.

In this regard, Cummings (2003) discovered that 
the knowledge receiver dimensions influence on the 
successfulness of knowledge sharing. According to 
him, learning and absorption capacity and receiver’s 
motivation, credibility rate of source of knowledgein 
receiver’s view and intellectual and behavioral char-
acteristics, are some of factors that improve and facil-
itate knowledge sharing. Background of knowledge 
sharing (including motivational systems, commit-
ment and support of organization management, 
policy and organizational goals) also has a positive 
and significant relationship with the performance 
of knowledge sharing. The results of this study con-
firm the findings of previous studies (Simard, 2000). 
Sharing and distribution of knowledge must be pro-
tected by organizational culture and reward systems 
and these reward systems can be tailored with ac-
tivities and discussed people whether the physical or 
spiritual reinforcements like job promotion. Simard 
(2003) argues that management should strength-
en knowledge networks between employees and de-
partments, strengthen the trust structure to encour-
age risk taking and improve innovation and like a 
thought leaders play his role (Simard, 2000). Final-
ly, these findings suggest that the knowledge sharing 
mechanisms (mentoring, Coaching, electronic de-
vices, formal sessions and informal meetings to ex-
change knowledge and experience, and performance 
feedback system) have positive and significant corre-
lation withperformance of knowledge sharing in the 
organization. These findings confirm the findings 
of some researchers (Fei, Chen and Chen, 2009) 
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who found that the electronic data interchange, 
electronic mail, video conferencing and group-
ware are mechanisms of knowledge sharing. More-
over, some researchers also paied attention to other 
mechanisms of knowledge sharing that were consid-
ered in this study, and believe that the formal sessions 
(Spraggon&Bodolica, 2008), seminars and educa-
tional workshops, discussion groups and knowledge 
transfer of expert groups (Bou-Zeid, 2002:35) and 
mentoring, Coaching (Donnelly, 2008) are regard-
ed as the tools for communication and knowledge 
sharing within the organization. In general, favor-
able conditions and existence of knowledge sharing 
disseminations (knowledge receiver, the transmit-
ter of knowledge, background of knowledge sharing, 
knowledge sharing mechanisms) assist to improve 
the performance of knowledge sharing. The main 
point of this study is that the face-to-face interac-
tion, informal networks, encounters, seminars and 
group discussion, receiver and transmitter’s motiva-
tion and their expertise is essential in transmitting 
and acquiring knowledge, trust between them and 
their commitment to the organization for knowledge 
sharing. Actually, knowledge sharing is a social is-
sue, namely knowledge sharing is the culture of 
knowledge-based interactions that involve the taci-
tand explicit knowledge exchange, experiences and 
skills of employees among the organizational units 
or in the entire organization. Therefore, organiza-
tions should pay more attention to the social dimen-
sions of knowledge sharing cycle until it successfully 
occurs in the organization.

Practical suggestions 

First, organization should pay serious atten-
tion to the status and role of transmitter in success-
fulness of knowledge sharing program and system 
and attempts to identify the strengths and weak-
nesses of the knowledge sender and manages them 
well. Moreover, organizations that are interested in 
knowledge sharing pay serious attention to this is-
sue. Although this finding of the study is only the 
outcome of calculation of an organization, from this 
perspective, the required accuracy is done. In addi-
tion, the investigated organizations should consider 
the components of motivation, capabilities and ex-
pertise and intellectual and behavioral characteris-
tics of knowledge transmitter and reinforce and well 
manage them.

2. Due to the crucial role of knowledge receiv-
er and research results based on its positive rela-

tionship with performance of knowledge sharing, 
other organizations must be studied by consid-
ering the recipient dimension (learning and ab-
sorption capacity, motivation, mental and behav-
ioral characteristics) and review their strengths 
and weaknesses, strengths and improve them.

3. To improve and increase the performance 
of knowledge sharing, the background of knowl-
edge sharing and its disseminations (political 
and organizational goals, commitment and sup-
port of management, incentive systems) must 
be rainforced. Rainforcement can strengthen 
the encouragement policies of knowledge shar-
ing, determine the specific targets by the orga-
nization in this regard, existence of formal pro-
grams and paying serious attention to the subject 
of knowledge sharing and the same strategies, ex-
istence of motivational systems either financial or 
non-financial can be helpful for management in 
this way.

4. Management should pay attention to the 
strengths and weaknesses of knowledge sharing 
mechanisms and its different types (mentoring, 
Coaching, electronic devices, group discussions, 
formal meetings and performance feedback sys-
tem) and select appropriate mechanisms for ac-
tivities and improve them to promote the perfor-
mance of knowledge sharing.

5. It is suggested thatthe high-ranking offi-
cials in companies benefit from knowledge man-
agement and professionally utilize the knowledge 
sharing for the products and services andoptimize 
them in order tospread the culture of knowledge 
sharing and promoting in organizations and in 
this regard thet can benefit from the knowledge 
sharing mechanisms tailored to their knowledge 
type andat the same time, they can use the moti-
vational system to encourage their employees.
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