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Abstract

Knowledge has been recognized as an important asset for organizations to gain competitive advantage.
Increasingly capable Information and Communication Technologies (ICT) and Information Systems (IS)
have been developed and employed by organizations to facilitate Knowledge Management (KM). Beside
outcomes, organizations are concerned with how to motivate employees to share their knowledge in order
to obtain valuable inputs (i.e. knowledge), facilitate KM processes and get the greatest benefits from the
investments. This paper aims to: (1) develop a comprehensive research model for studying the behavior of
using KM systems to share knowledge in a socio-technical context, and (2) study the effect of
Organizational Trust (OT) within this KM context. Literature review and survey were conducted to
provide supportive results.

Keywords: Organizational knowledge management, Knowledge management systems, Knowledge
sharing, Organizational trust.



1 INTRODUCTION

In the twenty-first century, knowledge has become the key to differentiate organizations from their
competitors and maintain competitive advantage. Information and Communication Technologies (ICT)
and Information Systems (IS) have been developed and employed by organizations to facilitate
Knowledge Management (KM) process (Alavi et al. 2001). They can be classified as KM systems, e.g.
Document and Content Management Systems, Expert Networks, Knowledge Portals, Customer
Relationship Management (CRM) and E-Learning Management Systems, etc (Lindvall et al. 2003).
Organizations have to ensure that KMS invested are fully utilized so that they can benefit most and
manage knowledge effectively. Besides, knowledge is embedded in individuals’ mind. Organizational
members should be willing to contribute their and response to others’ knowledge so that organizational
knowledge can be preserved and new knowledge can be created and made available for qualified members
within the organization and future use with the help of KM systems. Otherwise, important knowledge, e.g.
customer profile, certain behaviors and mental maps, may be lost or changed when a knowledge worker
leaves the organization (Fiol et al. 1985). Therefore, many organizations are concerned about how to
ensure that organizational members share their knowledge or motivate them to contribute knowledge to
KM systems (Malhotra 2001; King et al. 2002).

Although factors affecting the use of KM systems and the behavior of knowledge sharing have been
investigated and studied by a few researchers (e.g. (Constant et al. 1994; Wasko et al. 2000; Ardichvili et
al. 2003; Lee et al. 2003; Politis 2003)), most of the studies have focused on either social or technological
factors. There is a lack of integrative studies including both types of factors. Besides, most of them were
qualitative studies. This reduces the predictive power, authenticity and generalizability of their theories.
Therefore, it is necessary to develop a comprehensive model and carry out empirical quantitative study in
order to investigate the relative importance among different types of factors. Significant factors found and
guestionnaire items developed in this study can be used as indicators to check whether KM resources have
been effectively allocated and assess the robustness of organizational context for effective use of KMS
and knowledge sharing. These can provide useful information and guidance to organizations on how to
allocate their KM efforts and help them find out their inherent weaknesses in providing a supportive KM
environment.

This paper aims to: (1) develop a comprehensive research model for studying the behavior of using KM
systems to share knowledge in a socio-technical context, and (2) study the effect of Organizational Trust
(OT). It is followed by description of the research model and its theoretical foundation. Next, procedures
of item development, questionnaire development and data collection were presented. After that, results
were generated by using PLS-Graph. Finally, discussions and limitations were presented.

2 THEORETICAL DEVELOPMENT

Technology Acceptance Model (TAM) (Davis 1989) has widely and frequently been used to study user
acceptance of information technologies in IS empirical research (Gefen et al. 2003; Ong et al. 2004). This
theory indicates that people act according to their beliefs about performance. It hypothesizes that
Perceived Usefulness (PU) and Perceived Ease of Use (PEOU) are two fundamental determinants of
system use. This theory has been proved to be applicable to diverse organizational settings. As many
organizations have employed KM systems to facilitate communication and knowledge sharing within
organizations and studying the behavior of using KM systems is part of the focus in this study, the
behavior of using KM systems to share knowledge should be explained in part by TAM.

However, explaining a behavior relating to system use only with TAM is insufficient. Whereas PU affects
performance as it is perceived as a consequence of usage, intrinsic motivation or affective attitudes which



is related to the reinforcement and enjoyment in the process of performing a behavior may also affect the
performance (Davis 1989). Besides, although perceived behavioral control which is measured by PEOU
has been recognized as an important factor affecting performance in the Theory of Planned Behavior (TPB)
(Ajzen 1991), in many situations it is still insufficient to account for actions (Beck et al. 1991). When it
fails to reflect actual availability of requisite opportunities and resources, a direct path from it to behavior
will not be expected. Moreover, social factors from Triandis model (Triandis 1980) or subjective norm
from Theory of Reasoned Action (TRA) (Fishbein et al. 1975) or TPB, which has been found to be
significant in many behavioral or IS studies (Taylor et al. 1995; Cheung et al. 2000; Venkatesh et al. 2000),
is excluded. As knowledge sharing or effective use of KM systems must involve multiple participants, it is
believed that social pressure plays an important role in explaining the behavior of this study.

Compared to other existing popular models or theories from the social psychological or IS literature such
as TAM, TRA and TPB, Triandis model was found to be more comprehensive and suitable for studying
this KM related context. It makes a difference between affective component and cognitive component of
attitudes. Besides, it includes both facilitating conditions which measures objective or actual behavioral
control and social factors constructs to explain actions. Therefore, the research model of this study was
developed based on a subset of Triandis model with some modifications. According to Triandis model,
within a voluntary environment, behavior is determined by (1) habit of performing the behavior, (2)
intentions to perform the behavior which is determined by social factors, affect and perceived
consequences and (3) facilitating conditions. As most of the organizations have adopted some kinds of
KM systems and this is a cross-sectional study, this study dropped behavioral intentions construct and
studied the direct effects of social factors, affect and perceived consequences on current behavior. This
can help simplify the model, prevent retrospective problems and provide more meaningful and accurate
results. Besides, habit was excluded because the measurements for habit and actual behavior are the same
in cross-sectional studies (Thompson et al. 1991; Cheung et al. 2000). The research model developed for

this study was shown in Figure 1.
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2.1 Social Factors (SF)

SF refers to “the individual’s internalization of the reference group’s subjective culture and specific
interpersonal agreements that individual has made with others in specific social situations” depending on
their personality (Triandis 1980). There is correspondence between individual norms, roles and values and



group’s subjective culture. However, they are not identical. People in an organization may think that it is
useful to use the KM system to share knowledge, but an individual may still think it is useless according
to his/her negative experience or personality. It is similar to the concept of subjective norm of TRA and
TPB (Ajzen 1991). Significant relationship between subjective norm and system usage has been found in
IS research (Taylor et al. 1995; Cheung et al. 2000). Therefore, the corollary to Hypothesis 1 would be:

H1: SF has a significant effect on the behavior of using KM system to share knowledge.

Each item of SF was obtained by multiplying ‘Normative Belief’ (NB) of each referent with ‘Motivation
to Comply’ (MC) with the corresponding referent (Cheung et al. 2000). In this study, social influences
from colleagues, immediate supervisor and the top management were studied (Costigan et al. 1998;
Cheung et al. 2000). They are people at different levels of an organization. The items of SF may not load
on the same underlying construct (Lewis et al. 2003). A change in SF construct may mainly due to the
change of social influences of one or two referents that are more important. Therefore, it is meaningful to
study the relative importance (i.e. weights) among social influences; and thus items of SF should be
modeled as formative indicators.

2.2 Affect

Affect refers to “the feelings of joy, elation, or pleasure, or depression, disgust, displeasure, or hate
associated by an individual with a particular act” (Triandis 1980). They are affective or emotional-based
responses which refer to a person’s instincts, intuitions or feelings. Significant relationship between
different kinds of affect (e.g. anxiety and enjoyment) and system usage has been found before (Davis 1989;
Cheung et al. 2000). Therefore, the corollary to Hypothesis 2 would be:

H2: Affect has a significant effect on the behavior of using KM system to share knowledge.
2.3 Perceived Consequences

Perceived consequences construct is defined as the perception or expectation of having some
consequences which give value to an individual who performs the behavior (Triandis 1980). It is the
cognitive component of attitude. PU and PEOU from TAM were studied under this construct.

2.3.1 Perceived Usefulness

PU is defined as “the degree to which a person believes that using a particular system would enhance his
or her performance” (Davis 1989). According to Triandis model, perceived consequences constitute one of
the determinants to behavioral intention which in turn affects behavior (Triandis 1980). It is also
analogous to relative advantage (Moore et al. 1991; Rogers 2003) which is defined as “the degree to
which using an innovation as being better than using its precursor”. Relative advantage has been
frequently found to be positively related to information technology adoption and usage (Tornatzky et al.
1982; Taylor et al. 1995; Gefen et al. 2003). Therefore, the corollary to Hypothesis 3 should be:

H3: PU has a significant effect on the behavior of using KM systems to share knowledge.
2.3.2 Perceived Ease of Use

PEOU is defined as “the degree to which a person believes that using a particular system would be free of
effort” (Davis 1989). According to Triandis’ theory, person’s perceptions that the act is easy or not are
determined as “internal” factors and should be included in studying perceived consequences (Triandis
1980). PEOU is reciprocal to Complexity (Rogers 2003) which is defined as “the degree to which an
innovation is perceived as relatively difficult to understand and use”. Both PEOU and Complexity have



frequently been found to be related to information technology adoption and usage (Tornatzky et al. 1982;
Taylor et al. 1995; Gefen et al. 2003). Besides, previous research showed that the association between
PEOU and usage became insignificant when there was a significant correlation between PEOU and PU. It
is believed that PU mediates the association between PEOU and usage. Therefore, the corollary to
Hypothesis 4 should be:

H4: The association between PEOU and the behavior is mediated by PU.
2.4 Facilitating Conditions (FC)

Facilitating conditions refer to “objective factors, ‘out there’ in the environment, that several judges or
observers can agree make an act easy to do” (Triandis 1980). They include technical and non-technical
supports, e.g. the availability of the KM systems, supports and ease of access to KM systems, etc. (Cheung
et al. 2000). They are objective conditions or geographic barriers in the environment will prevent a person
from performing a behavior even though he/she has intentions to perform a behavior (Triandis 1980).
Besides, support has been empirically found to be a factor which is significantly related to system use
(Thompson et al. 1991; Cheung et al. 2000). Therefore, the corollary to Hypothesis 5 would be:

H5: FC has a significant effect on the behavior of using KM system to share knowledge.
2.5 Organizational Trust (OT)
2.5.1 Second Order Factor Model

OT can be defined as the overall or general faith and confidence in the qualities and abilities of specific
others (i.e. coworkers) and groups (i.e. the top management) within an organization; and the willingness to
depend on them and be vulnerable based on the expectation that they will behave as expected, irrespective
of the ability to monitor or control (Rousseau et al. 1998; McKnight et al. 2002; Chen et al. 2003). Trust is
an underlying psychological condition which will affect a person’s intention and behavior (Costigan et al.
1998; Morrow et al. 2004). It was found to be a pre-requisite in motivating human beings to perform in a
desirable way (Cook et al. 1980; Morrow et al. 2004). Trust has been recognized to be an important factor
that can help motivate individuals to contribute knowledge and has found to be significantly related to KM
(Lee 2000; Ardichvili et al. 2003; Lee et al. 2003; Politis 2003). Two dimensions of OT were identified to
be closely related to knowledge sharing: (1) Interpersonal Trust (1T) and (2) Trust in Management (TIM).

IT can be defined as maintaining reciprocal faith and confidence in each other in terms of intention and
behavior (Lee et al. 2003; Politis 2003). IT within an organization can be interpreted as trust among co-
workers. It is dyadic (Costigan et al. 1998) and knowledge-based. When people have to interact or share
knowledge with a colleague they know before, they will try to make prediction and expectation on others’
behavior or performance based on previous experience in order to determine whether to participate or not
(Ardichvili et al. 2003). If mutual trust or IT exists, employees will be more willing to provide their ideas
and feelings, use resources provided by other colleagues and learn together (Costigan et al. 1998).

TIM refers to employees’ confident positive expectations regarding the conduct or behavior of an
organization’s CEO and the top management (Ellis et al. 2001); intention and willingness to have
confidence in its words and actions based on rules, policies, leadership and decision outcomes (e.g.
efficiency and fairness of the organization-wide systems such as performance appraisal system and
professional development opportunities, etc.) (Costigan et al. 1998). TIM can include trust in supervisors
and top management (Politis 2003). It is an institutional trust (Costigan et al. 1998). As more and more
organizations have business in different geographical locations, employees may have higher chance to
interact or share knowledge with people they do not know before or unfamiliar. In this case, individuals



will rely on institutional trust (Ardichvili et al. 2003) to determine the trustworthiness of other people’s
behavior or activity and ensure that they are being protected and secured. Besides, TIM is closely related
to job satisfaction and job commitment. Organizations with employees’ support will be easier in carrying
out policies (e.g. use of KM systems for knowledge sharing).

2.5.2 Nomological Network

According to Triandis model (Triandis 1980), individual perceptions of subjective culture variables in a
collective will affect social factors, affect and perceived consequences which will then affect behavioral
intentions and actual behavior. Within an organization, OT can reflect employees’ perceptions of the
subjective culture variables, e.g. fairness (Kim et al. 1997; Ellis et al. 2001), integrity (Clark et al. 1997)
and benevolence (McKnight et al. 2002) held by colleagues and the top management. Besides, higher
level of OT can reflect employees’ positive values on employees-to-employees and employees-to-
management relationships and consistency between organization’s subjective culture and employees’
values. These can increase the likelihood that a positive stimulus or decrease the likelihood that a negative
stimulus will be perceived, change the interpretation of the outcomes of responses and provide guidelines
for the selection (Triandis 1980) of using KM systems to share knowledge. Therefore, it is predicted that
OT will influence affect, social factors and perceived consequences. This changes the importance (i.e.
weights) of those independent variables towards the behavior of using KM systems to share knowledge.
Besides, as PU is affected by PEOU in the model, it is predicted that the association between OT and PU
will be mediated by PEOU. Therefore, the corollary to Hypothesis 6, 7, 8, 9 would be:

H6: OT has a significant effect on SF.

H7: OT has a significant effect on affect.

H8: The association between OT and PU is mediated by PEOU.
H9: OT has a significant effect on PEOU

3 INSTRUMENT DEVELOPMENT

In order to develop better measures, literature review was conducted and constructs were carefully defined
to specify the domain of the constructs and ensure content and face validity (Churchill 1979; Moore et al.
1991). Reliable and valid instruments for measuring affect, PU, PEOU, FC, SF and behavior constructs
were adopted from existing literature (Moore et al. 1991; Madden et al. 1992; Cheung et al. 2000). A
minimum of three indicators were selected to measure each of them (Bollen 1989).

OT has been widely studied in the field of Management and Organizational Psychology (Clark et al. 1997;
Ellis et al. 2001; Morrow et al. 2004). Different dimensions and measures of OT are available and
validated (Cook et al. 1980; Clegg et al. 1981; Cummings et al. 1996; Clark et al. 1997; Costigan et al.
1998; Ellis et al. 2001; Moffett et al. 2003; Morrow et al. 2004). However, they are seldom adopted for
use in the study of KM. This is because empirical studies relating to the relationship between OT and KM
is limited and most of them intended to use their own selected instruments. In order to obtain more reliable
and valid measures of OT for studying KM, a detailed item development procedure was conducted. In-
depth interviews with twelve experts specializing in different disciplines (i.e. Information Systems,
Management and Management Science) were carried out. They were asked to perform card sorting
(Moore et al. 1991), item ranking (Davis 1989), proofreading and provide opinions. For card sorting,
Kappa scores averaged for the sixty-six pairs of judges is 0.84 and the overall placement ratio of items
within the target constructs was 96%. A finalized item pool was generated with four indicators per each
dimension based on the results of the interviews. The four items of IT were “I can trust the people | work
with to lend me a hand if | need it”, “If | got into difficulties at work, | know my workmates would try and



help me out”, “I have full confidence in the skills of my workmates” and “Most of my workmates can be
relied upon to do as they say they will do” (Cook et al. 1980). The four items of TIM were “I can rely on
management to try to help me out when | run into difficulties with the job” (Clark et al. 1997), “Top
management is sincere in its efforts to communicate with employees” (Ellis et al. 2001), “Top
management keeps its commitments to employees” and “I feel quite confident that the firm will always try
to treat me fairly”. OT as an overall factor that represents the two first order constructs (IT and TIM) was
then operationalized by all the indicators of the two first order constructs (Chin 2000). All items were
measured using a seven-point likert scale.

An online survey was used to collect data. The goals, authority and tasks were clearly stated on the cover
page to induce the confidence of respondents to do the survey. Incentive (i.e. results of the survey) was
given to increase response rate. Definitions of KM and examples of KM systems were also included in
order to increase accuracy of responses. Respondents were asked to specify a KM system that they have
been using to share knowledge within their organization and answer questions relating to affect, SF, PU,
PEOU and behavior based on their experience with that particular system. Pilot test was performed to
collect opinions and find out errors concerning the questionnaire items and the design of online survey.

4 DATA COLLECTION

Various KM associations, forums and interest groups of different countries were contacted. At last, four
European, one British, one Australian and one Hong Kong based KM associations agreed to provide
support in data collection. They posted the link of the online survey on their websites or/and inform their
members through emails or newsletters. Besides, unsolicited emails were sent to addresses available on
organizations’ websites. Follow-up emails were made to organizational members who did not respond
within two weeks after unsolicited emails were sent. The number of valid samples collected was 80. 5% of
the respondents noticed the survey by themselves when surfing the web, 6% have learnt about it through
KM associations directly, 43% through unsolicited emails from the authors and 46% were informed by
other people (e.g. their friends or colleagues) who had learnt about it. Regarding respondents’ experience
of using KM system, average is 3.83 years and standard deviation is 3.23 years. The demographic profile
of the respondents is shown in Table 1.

Size of Fewer than 50 or equal to 50 36% | Position CEO/MD 1%
Organization | 51 - 200 19% Senior Management 16%
201 -500 11% Middle Management 8%
More than 500 34% Supervisory 5%
Functional Finance / Accounting 9% Administrative / Clerical 28%
Specialty of General Management 9% Technical 24%
Current Human Resources / Personnel | 1% Others 19%
Department | |5/ |T 29% [ Education | Some high school or less 4%
Manufacturing/Production 6% Level Graduated from high school 9%
Marketing / Sales 19% Vocational / technical school 3%
Planning 6% Some college 6%
Research & Development 4% Graduated from college 49%
Others 18% Post-graduate study 30%

Table 1 Demographic Profile



5 DATA ANALYSIS

PLS-Graph (Chin 2001) was used. Indicators were standardized to avoid computational errors (Chin et al.
2003). A bootstrap resampling procedure (500 resamples) was performed to examine the stability of
estimates (Chin et al. 2003) and develop robust confidence intervals (Chin 1998).

5.1 Measurement Model

In assessing the measurement model, the acceptance level for path loading was set to 0.7. To assess the
internal consistency for a given block of indicators (Chin 1998), the acceptance level of composite
reliability (Werts et al. 1974) was set at 0.70 (Hair et al. 1998) and that of average variance extracted
(AVE) (Fornell et al. 1981) was set at 0.50 (Chin 1998). To evaluate the discriminant validity, AVE of
each latent variable should be greater than the square of the correlations between it and other latent
variables (Chin 1998). Besides, cross-loadings were examined. Each indicator should load higher on its
respective latent variable than indicators for measuring other latent variables (Chin 1998).

For all reflective indicators (Chin 1998) at the first order level, i.e. IT, TIM, Affect, PU, PEOU, FC and
Behavior, had factor loadings above 0.70 and were significant at the 0.01 level. Composite reliability was
found to be between 0.54 and 0.97 and AVE was found to be between 0.62 and 0.88. Therefore, reliability
and convergent validity of the measurement model were supported. The discriminant validity was also
verified as AVE of each latent variable was greater than the square of the correlations between it and the
other unrelated latent variables; and each block of indicators load higher for its respective latent variable
than indicators for other unrelated latent variables.

52 Second Order Model

For OT, all of its indicators had factor loadings above 0.7 and were significant at the 0.01 level. Only two
out of eight items had loadings below 0.7 (i.e. 0.66). However, it is still acceptable as there are additional
and other reliable indicators in the block (Chin 1998). Composite reliability and AVE were found to be
0.90 and 0.54 respectively. It showed that all indicators of IT and TIM were able to capture the domain of
OT. Besides, all indicators load higher on first order factors than on the second order factor and AVE of
OT was greater than the square of the correlations between it and its two first order factors. It indicated
that those indicators reflected second order factors better. It was confirmed that IT and TIM were richer in
detail and OT is more parsimonious and abstract. They are strongly correlated and OT can be reflected
sufficiently by IT and TIM. Regarding relative importance of the two dimensions, IT and TIM are both
very importance as their path coefficients from OT to IT and OT to TIM were 0.86 and 0.88 respectively.

5.3 Structural Model

A moderate R-square of 0.44 was obtained. SF, PU and FC were found to be significantly related with the
behavior of using KM systems to share knowledge at the 0.05 level. Hypothesis 1, 3 and 5 were supported.
Among the three significant variables, FC was found to be the most important with a path of 0.42
followed by PU (0.35) and SF (0.32). For SF, social influence from the top management was found to be
the most important and the best surrogate for the component score with weight of 0.99 and factor loading
of 0.97 followed by colleagues (0.40, 0.70) and immediate supervisor (-0.36, 0.66).

PEOU was found to be insignificantly related with Behavior. There are two possible reasons: (1) the
association between PEOU and Behavior is mediated by PU and (2) there is a strong correlation between
FC and PEOU. PEOU was found to be significant at the 0.01 level when PU and FC were not controlled.
When PU was controlled in the model, PEOU became insignificant and a strong correlation was found



between PU and PEOU (0.62). Therefore, hypothesis 4 was supported. Besides, the correlation between
PEOU and FC is 0.76 which is very strong (Cohen 1988). Although it was expected that there would be
some correspondence between PEOU and FC (Triandis 1980), the strong correlation may indicate that
actual control was better and more realistic than perceived control in predicting the probability of a
successful behavioral attempt in this study (Madden et al. 1992). Perceived behavioral control may not be
particularly realistic when a person has relatively little information about the behavior, when requirements
or available have changed, or when new and unfamiliar elements have entered into the situation (Madden
et al. 1992). As respondents were from different types of organizations and with different experiences, FC
would be a more powerful and secure predictor than PEOU. The only insignificant hypothesis was the
relationship between affect and Behavior. It may be related to the fact that the theoretical model was a
little bit different from the Triandis’ model. The impact of affect on Behavior was not studied through
intention. Previous studies also found that affect does not significantly affect current behavior (Thompson
et al. 1991; Cheung et al. 2000). Besides, people in a working environment may simply use KM systems
as tools to share knowledge to facilitate their work. Therefore, using KM systems to share knowledge may
not evoke strong moods or emotions, either positive or negative. Moreover, as this study did not examine
a particular KM system, respondents might usually refer to a KM system that they like.

Significant relationship was found between OT and SF at the 0.05 significance level (path coefficient is
0.35). Hypothesis 6 was supported. OT reflects the qualities of referents (e.g. competence, integrity and
benevolence, etc.) and employees’ willingness to rely on individuals or groups within an organization
(Clark et al. 1997). Besides, OT is significantly related with motivation to perform (Costigan et al. 1998).
In a working environment with low OT, employees may focus more on self-interest. They are less likely
to use collaborative technologies to share information perceived to be owned by the organization (Wasko
et al. 2000). Therefore, OT should be significantly related with SF. It was found that the path coefficient
of SF to Behavior was increased from 0.27 in a model when OT was not controlled to 0.32 when OT was
controlled and linked to SF in the model.

There is no significant relationship between OT and affect. Hypothesis 7 was not supported. This may due
to the fact that affect was an insignificant factor on the behavior of using KM systems to share knowledge.
When single regression was performed, the relationship between OT and affect was significant at the 0.05
level. OT reflects the existence of mutually supportive culture within an organization. Open and honest
communications will be facilitated (Politis 2003). It will be more enjoyable to share knowledge with KM
systems. Besides, in such an environment, employees will have higher moral obligation and community
interests (Ardichvili et al. 2003). They will feel good when knowledge is shared (Wasko et al. 2000).
Therefore, although the relationship between OT and affect was insignificant, the weight of affect to
Behavior did increase (from 0.15 to 0.29) when OT was linked to affect.

OT has a significant relationship with PU at the 0.01 level when PEOU was not controlled and linked to
PU. However, when the effect of PEOU on PU was controlled, the path of OT to PU became insignificant.
It was found that OT has a significant relationship with PEOU (path coefficient is 0.42) and PEOU has a
strong relationship with PU (path coefficient is 0.62) at the 0.01 significance level. The weight of PU to
Behavior increased from 0.29 to 0.35. Therefore, it indicated that the association between OT and PU is
mediated by PEOU. Hypothesis 8 and 9 were supported. It has been found that the effective functionality
of a system depends on its usability (Davis 1989). In a working environment with high OT, the social
environment is believed to be less complicated. Open and honest communications are facilitated (Politis
2003). Employees will have less concern on potential risk of using KM systems to share knowledge (e.g.
privacy and security) or more willing to take risk (Costigan et al. 1998). They will find that KM systems
are easier for them to use for knowledge sharing. When usage is increased, effectiveness or usefulness of
KM systems will also be experienced. It was found that employees were willing to contribute knowledge
to virtual communities of practice because they felt that the communities provided them with



opportunities to share their expertise, mentor new employees and contribute back to the society
(Ardichvili et al. 2003). Therefore, OT should exist within the organization so that employees will find it
easy for them to use KM systems and share knowledge; and thus experience effectiveness.

6 CONCLUSION

Our results show that KM research models based on the Triandis approach may be more comprehensive
and useful than those based on TAM in enhancing our understanding of knowledge sharing behaviour in
KM systems. This approach allows us to study both social and technological factors in the same model.
Notably, FC was found to be the most important predictor in this study. However, there are a few
limitations in this study which should be taken into account when interpreting the results and drawing
implications, e.g. small sample size, non-random sampling and no additional sets of data. More
demographic information (e.g. gender, education level, position, functionality specialty of department,
organizational size) was collected and provided for reference and analysis to examine sampling errors.
The items are all within normal limits with skewness between +1 and -1 (ranging from -0.53 to 0.26)
except education level (-1.48) or kurtosis between +2 and -2 (ranging from -1.98 to 1.41) (Boomsma
1987). Besides, no insignificant relationship was found between each of them and Behavior using t-test or
one-way ANOVA (P-value > 0.05) (George et al. 2003). Moreover, as the participation in this survey was
voluntary and the compensation was only the report of this study, it is possible that some respondents may
have a disposition towards KM or to use KMS. However, it was found that their interest did not
significantly bias the results. Items of all KM-related constructs (i.e. Behavior, PU, PEOU, FC, NB and
MC of SF) were found to be within normal limits with skewness ranging from -0.30 to 0.96 and kurtosis
ranging from -0.96 to 1.81. Therefore, sampling errors may be minimal and the results are still with high
validity.

The results of this study may also inform management in their effort to promote the use of KM systems to
share knowledge. The predictors of behavior are not all necessary in any given application (Madden et al.
1992). This study helps show the relative importance of the predictors in affecting the usage of KM
systems to share knowledge. This can draw the attentions of organizations, make them aware of their
inherent weaknesses in providing an effective KM environment and help them better allocate their
resources. As FC (which is a controllable factor) was found to be the most important factor, organizations
should try to provide more technical support or training to organizational members to increase usage.
Besides, they should also communicate the positive impacts of knowledge sharing to organizational
members and demonstrate management support as PU and social influence from the top management were
found to play an important role towards the behavior. Moreover, as it was found that OT could affect
those important predictors belonging to volitional/emotional control, organizations should try to create a
supportive social environment in order to enhance the intention to use or actual usage behavior. Even
though OT is partially controllable, management can try to involve employees in decision making, explain
its final decisions and actions to employees and state clearly its new rules (Kim et al. 1997) in order to
enhance TIM and thus the usage of KM systems to share knowledge.

Additional samples are also needed to validate the results of this initial study. Further research can use this
research model to study more potential factors and other dimensions of perceived consequences. Besides,
further research can try to test whether this research model based on Triandis can be extended to study
other aspects of KM e.g. knowledge creation.
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