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Abstract 

 

The purpose of this research is to find out the relationship between organization antecedent, job 

satisfaction and knowledge sharing practices among academician at Malaysia Research 

Universities. The theory of this research are organization antecedent has a relationship with job 

satisfaction and knowledge sharing practice and job satisfaction has relationship with knowledge 

sharing practices and this is single mediation. The variables in this research for organizational 

antecedent consist of people, organization, and technology while else  job satisfaction consists of 

job, salary, promotion, supervisor and co-worker, as for knowledge sharing practice consist of 

socialization, externalization, combination and internalization. Utilizing the multiple perspective 

for organization antecedent, theory of needs for job satisfaction and SECI for knowledge sharing 

practice. The data analysis measured this research were using software of statistical software for 

social science (SPSS) version 22 and measuring for structural equation modelling (SEM) 

software for analysis of moment structures (AMOS) version 22. The findings of this survey 

confirm the hypothesized relationship proposed in the theoretical model. Specifically, the results 

the relationship of organizational antecedent, job satisfactions and knowledge sharing practice. 

This inquiry adds up to several theoretical contributions and offers further insight on knowledge 

sharing practice among academician in research universities. Methodological and practical 

implications were discussed. This research served to prepare a segment in a more inclusive 

global picture of independent variable that organization antecedent, mediator variable for job 

satisfactions and dependent variable that knowledge sharing practice. 

 

Keywords: Knowledge Sharing Practice, Organizational Antecedent, Job Satisfaction, SECI, 

Theory of Needs 

 

 

INTRODUCTION 

An organization that remains competitive and innovative is viewed in knowledge sharing (KS) as 

an important platform. For the knowledge sharing (KS) researcher believed that the participant 

who practices, sharing of knowledge would increase goodwill in human resource development. 

In other words, the unwillingness to share knowledge becomes an issue as well as to manage it. 
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This research is to explore in developing a framework for human resource development (HRD) 

that is organizational antecedent (OA) towards knowledge sharing practice (KSP) among 

academician within the capacity of Research Universities (RU) from the Malaysia higher 

education institution (MHEI). 

Knowledge-sharing is an important action for an organization whether it takes a breather in the 

public, private or in the civil society to enhance learning, to improve efficiencies and to build 

better organizations. Sharing of knowledge has been a long practice in many subjects, ranging 

from social skills, to research development, to governments informing the public on a range of 

subject topics. In relation to this, the researcher does not deny that the research on knowledge-

sharing practice (KSP) would be meaningful to academicians in higher education institutions, in 

order for them to be able to research any problems pertinent to the topic such as the extent to 

which sharing of knowledge is assumed among the faculty members themselves. This research 

report will also await at the knowledge-sharing practice in depth, and its significance to 

academician in institutions of higher learning. Mentioned by Ipe, M. (2003), knowledge-sharing 

is vital, to assure that knowledge grows and Nonaka and Takeuchi (1995) have added to this that 

knowledge increases when it is dealt. 

RESEARCH OBJECTIVE 

Here the principal objective of this study is to occupy the gap by providing empirical evidence 

on the organizational antecedent, job satisfaction and knowledge sharing practices in the context 

of research universities. In this regard, an investigation is carried out on the organizational 

antecedent, job satifaction and knowledge sharing practice of the respondents and whether there 

are significant in organizational antecedents that are human, organization and technology 

towards job satisfaction and knowledge saharung practice. The relationship between 

organizational antecedent, job satisfaction and knowledge sharing practices are name single 

mediation.  

ORGANIZATIONAL ANTECEDENT 

Human Factors 

Knowledge resides within individual and KS behavior is determined by a person, therefore the 

study focuses on two dimensions of personal perspective namely, attitude and feeling of 

enjoyment in helping others.  For an individual to possess positive attitude and personality to 

share knowledge (Sveiby and Simons, 2002). It is believed that normative commitment is 

believed to further the process of KS. 

 

Organizational Factors 

Knowledge sharing and human resource development, stress that creates managing environment 

for social interaction and collaboration is essential for knowledge sharing. 

Technology Factors 

The “hard” issue or factor which includes technical aspects of using technology is important to 

facilitate KS (Van den Hooff and de Ridder, 2004; Stoddart, 2001; Song, 2002). 
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JOB SATISFACTION 

 

The job satisfaction has been developed in many ways by many different researchers and 

practitioners. Definitions in organizational research are that of Locke (1976), who defines job 

satisfaction as "a pleasurable or positive emotional state resulting from the appraisal of one's job 

or job experiences". Others have fixed it as simply how content an individual is with his or her 

occupation; whether he or she likes the task or not. It is taxed at both the planetary level (whether 

or not the person is satisfied with the job overall), or at the facet level (whether or not the person 

is met with different prospects of the business). Spector (1997) lists fourteen common facets that 

are appreciation, communication, coworkers, fringe benefits, job conditions, the nature of the 

work, organization, personal growth, policies and procedures, publicity opportunities, 

recognition, security, and supervision). As in this study of job satisfaction refer to the job 

satisfaction index that are job, salary, promotion, supervisor, and coworkers. 

 

KNOWLEDGE SHARING PRACTICES 

This is related to how knowledge sharing practices are going to be institutionalized and become a 

culture in an organization. This research examines how knowledge is being shared within an 

organization such as, between individuals, colleagues, departments, as well as between the head 

of departments to academic staff and with other institutions. To build knowledge sharing 

practices as a civilization, knowledge must be effectively shared and an organization must 

facilitate the operation. 

 

Socialization 

This dimension explains Social interaction as tacit to tacit knowledge transfer, sharing tacit 

knowledge through face-to-face or share knowledge through experiences. For example, meetings 

and brainstorm can support this sort of interaction. Since tacit knowledge is hard to formalize 

and often time and space specific, tacit knowledge can be gained only through shared experience, 

such as spending time together or being in the same surroundings. Socialization typically occurs 

in a traditional apprenticeship, where apprentices learn the tacit knowledge needed in their craft 

through hands-on experience, rather than from writing manuals or texts (Nonaka & Takeuchi 

1995). 

Externalization 

Between tacit and explicit knowledge by Externalization (publishing, articulating knowledge), 

developing factors, which embed the combined tacit knowledge which enable its 

communication. For example, concepts, images, and written documents can stand this sort of 

interaction. When tacit knowledge is made explicit, knowledge is crystallized, so permitting it to 

be shared by others, and it becomes the basis of fresh cognition. Concept creation in new product 

evolution is an exemplar of this transition operation (Nonaka & Takeuchi 1995). 

Combination 
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Explicit to explicit, by Combination (organizing, integrating knowledge), combining different 

types of explicit knowledge, for example building prototypes. The creative utilization of 

computerized communication networks and large-scale databases can support this mode of 

knowledge conversion. Explicit knowledge is collected from inside or outside the establishment 

and then combined, edited or processed to make new knowledge. The new explicit knowledge is 

then distributed among the members of the governing body (Nonaka & Takeuchi 1995). 

Internalization 

Explicit to tacit by Internalization (knowledge receiving an application by an individual), 

enclosed by learning by doing; on the other hand, explicit knowledge becomes part of an 

individual's knowledge and will be assets for an organization. Internalization is also a procedure 

of continuous individual and collective reflection and the power to determine connections and 

recognize patterns and the mental ability to make sense between fields, estimates, and concepts 

(Nonaka & Takeuchi 1995). 

CONCEPTUAL FRAMEWORK 

In Figure 1.1 show the concenptual framework of this study. Independent variables from 

organizational antecedent are human, organization and technology while for dependent variables 

of knowledge sharing practices are socialization, externalization, combination and 

internalization. 

 

Organizational 

Antecedents 

Human 

Organization 

Technology 

Knowledge Sharing 

Practices 

Socialization 

Externalization 

Combination 

Internalization 

Job Satisfaction 

Job 

Salary 

Promotion 

Supervisor 

Coworkers. 
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Figure 1.1: Conceptual framework of Organizational Antecedent, Job Satisfaction and 

Knowledge Sharing Practices 

METHODOLOGY 

Research Design 

This section discuss the research approach used, strategy of inquiry and research method. In the 

past, research approaches have multiplied to a point at which investigation or inquires have many 

choices. For those planning a proposal or plan, researcher suggested that a general framework be 

adopted to provide direction about all aspects of the subject, from evaluating the general 

philosophical. This research methodology is a quantitative approach. A survey research design 

which adapted from the past research were applied. An online survey questionnaire were use to 

collect data from the academician at MRU.  

Structural Equation Modelling (SEM) analysis was used in order to identify that organizational 

antecedent that influence the knowledge sharing practice among academician at Malaysia 

Research Universities (MRU). The analysis that used to identify where using Analysis of 

Moment Structures (AMOS) version 22. The data analysis consists of two phases that are phase 

one preliminary analysis and phrased to consist of  two stages that are stage one and phase two of 

structural equation modelling. The first stage deals with data screening procedures in 

parliamentary procedure to secure that data have been correctly enter and see the normality 

assumption. The second stage is the application of a two stages structural equation modelling 

process (Anderson and Gerbing 1988).  

 

The two stage approach to SEM analysis is popular in existing research (Anderson and Gerbing 

1988; Gerbing and Hamilton 1996; Kaplan 2000). The first stage is to assess the measurement 

properties of SEM, which involve assessment of uni-dimensionality of each latent variable, 

model re-specification or modification and test of reliability and validity of measurement 

properties. The second stage involves specification of the paths relationship between the 

underlying theoretical latent constructs. Once a good fitting structural model is identified, the 

structural model is then used for hypothesis testing.  

 

Instrument 

The instrument is choosing and modify for this study. All points were evaluated on seven-points 

Likert-type scale where 1 is strongly disagree and 7 strongly agree. There are participants’ 

demographic variables, the organizational antecedents (OA) as independent variables and 

knowledge sharing practices (KSP) as dependent variables. 

A survey instrument shall be circulated to participants. The participants shall receive their survey 

online that is by a person of the researcher along with a brief oral explanation about the study 

and the direction on how to complete the survey, by electronic-mail and by stamped mail. The 

other participant shall receive their survey via email with instructions similar to those 

participants in person. All survey instruments were online.  
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Participants 

As of the year 2013, Malaysia had twenty universities in the public domain (source from: 

http://www.moe.gov.my/v/ipta) which was categoriesed in to three groups. The first categorise 

research universities that consist of five universities, focus universities that consist of 4 

universities and comphrensive universities consists of eleven universities.  As this study is for 

research universities there are 5 universities, Table 1.1 shows the numbers of academicians in 

research universities.  

 

Table 1.1: Total Academic Staff at Research Universities. 

No.  Research Universities Overall Total 

1.  A 2,756 

2.  B 1,907 

3.  C 2,175 

4.  D 1,934 

5.  E 2,074 

   10,845 

Source : http://www.moe.gov.my/v/ipta   

 

RESULTS AND DISCUSSION 

Profile of Respondents 

Table 1.2 shows a profile of respondents. All data is shown in actual figures and percents to 

facilitate reading. The sample consists of a sum of 369 respondents from the five research 

universities. The majority of the respondents are Malay (82.9%), followed by Chinese (7.3%), 

Indian (3%) and, Others (6.8%). The respondents are male (51.5%) and the remaining (48.5%) is 

female. Almost all of the respondents (95.7%) are Malaysian citizen and (4.3%) or non-citizen. 

As for age, the majority of the respondents are under 40 years old (49.9%) and between age 41 

till 50 years old (28.7%). The respondents mostly have a Doctorate qualification (65.9%) and 

follow with master qualification (32.8%). Eventually, 44.2 percent of the respondents have work 

experience of 10 years and above 10 years till 20 years (34.4%), well above 20 years (18.2%). 

 

Table 1.2: Profile of Respondents 

Demographic profile Number of respondents 

(N = 369) 

Valid percentage (%) 

Gender : 

Male 

Female 

 

190 

179 

 

51.5 

48.5 

Race:   

http://www.moe.gov.my/v/ipta
http://www.moe.gov.my/v/ipta
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Malay 

Chinese 

Indian 

Others 

306 

27 

11 

25 

82.9 

7.3 

3.0 

6.8 

Research Universities : 

A/1 

B/2 

C/3 

D/4 

E/5 

 

73 

74 

75 

74 

73 

 

19.8 

20.1 

20.3 

20.1 

19.8 

Citizen : 

Malaysian 

Non-Citizen 

 

353 

16 

 

95.7 

4.3 

Age: 

21-30yrs 

31-40yrs 

41-50yrs 

51-55yrs 

Above 56yrs 

 

24 

160 

106 

54 

25 

 

6.5 

43.4 

28.7 

14.6 

6.8 

Marital Status: 

Single 

Married 

Divorce 

 

54 

308 

7 

 

14.6 

83.5 

1.90 

Qualification : 

Doctorate 

Master 

Degree 

Professional 

 

243 

121 

2 

3 

 

65.9 

32.8 

.5 

.8 

Working Experience : 

Under 1 yr 

1-10yrs 

11-20yrs 

21-30yrs 

Above 30 years 

 

12 

163 

127 

49 

18 

 

3.3 

44.2 

34.4 

13.3 

4.9 

Note: Table in parentheses indicate percentage of N 

% = percentage 

 

Validity 

Validity is defined as ‘the ability of a scale to measure what intended to be measured’ (Zikmund 

2003, p. 331). Three types of validity namely, content, construct (convergent and discriminant 

validity) and criterion validity is measured in this research. Content validity is the assessment of 

the extent content on a scale measures a construct (Malhotra, Agarwal, and Peterson 1996). In 

order to obtain content validity, careful attention was given in the process of developing the 

questionnaires. For instance, only validated measurements derived from the literature are used in 
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this study. Further, the questionnaires went through a back translation process. During this 

process, comments from experts (practitioners in the industry) on the wording of the items in the 

questionnaires were analysed. Any ambiguous words or sentences were set. Contingent of the 

process involved has been explained in Chapter 3. However, realizing the subjective nature of 

content validity (Zikmund 2003) other validity assessment (construct and criterion) are also 

applied to validate the constructs in this research. Construct validity is concerned with what the 

instrument is actually measuring (Churchill 1995). In other words, construct validity is the extent 

to which a set of measured items actually reflects the latent construct those items are designed to 

measure (Hair et al. 1998). Construct validity is examined by analyzing both convergent and 

discriminant validity. According to Sekaran (2003), convergent validity examines whether the 

measures of the same construct are highly correlated, whereas discriminant validity determines 

the measures of a construct have not been correlated too highly with other constructs.  

 

In this research, convergent and discriminant validity were analyzed by conducting confirmatory 

factor analysis (CFA). To establish convergent validity, at a minimum, all factor loadings should 

be statistically significant and standardized loading estimate should be 0.50 or higher (Hair et al. 

1998). In addition, average variance extracted (AVE) is use as an indicator for supporting for 

having convergent validity (Fornell and Larcker 1981). On the other hand, discriminant validity 

is established when the estimated correlations between the factors do not exceed 0.85 (Kline 

2005). Finally, construct validity is enhanced by assuring that the model goodness-of-fit results 

obtained from CFA fit to the data adequately. Refer to table 1.3: Summary of Validity Table. 

 

Criterion validity refers to the ability of measures to correlate with other standard measures of 

the same construct (Zikmund 2003). Criterion validity is synonymous with convergent validity. 

As such, assessment of convergent validity indirectly indicates that criterion validity is satisfied 

(Zikmund 1994). In this research, therefore, criterion validity was assumed to be accounted for 

now convergent validity is satisfied.  

 

Table 1.3: Summary of Validity Table  

1. Convergent Validity:  AVE > 0.50  

2. Construct Validity:  All fitness indexes for the models meet the 

required level  

3. Discriminant Validity:  

 

The redundant items are either deleted or 

constrained as “free parameter”, also the 

correlation between exogenous construct X1 

and X2 is lower than 0.85  

Source : Hair, 2013 

 

Reliability 
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Reliability is defined as ‘the degree to which measures are free from random error and therefore 

yield consistent results’ (Zikmund 2003,p.330). The objective of reliability is to minimize the 

errors and biases in research (Yin 1994). This research employs three methods to assess 

reliability of the constructs: i) Cronbach’s alpha; ii) construct reliability (CR) and iii) average 

variance extracted (AVE).  

Cronbach’s alpha is the most common method used to assess reliability (Nunnally 1978; Sekaran 

2003). In fact, it has been considered as the first method one should use to assess reliability of a 

measurement scale (Churchill 1979; Nunnally 1978). Different levels of acceptance have been 

suggested in the literature. For instance, Nunnally (1978) suggests that alpha should exceed 0.70 

to indicate internal consistency. On the other hand, Carmines and Zeller (1979) suggest a level of 

acceptance of 0.80 for internal consistency. As for new scales, level of 0.60 is consider 

acceptable (Nunnally and Bernstein 1994). Despite the various views on the level of acceptance, 

it is generally agreed that an alpha of 0.70 and over is acceptable to indicate internal consistency. 

Therefore, this research uses 0.60 as the minimum level to indicate the internal consistency of 

the constructs. Refer to Table 1.4: Summary of Reliability Table. 

The internal consistency in this research was also assessed using confirmatory factor analysis 

(CFA). This is important to ensure that all measures used in this study are reliable and at the 

same time provides greater confidence to the researcher that the individual items are consistent in 

their measurements (Hair et al. 1998). The two methods used are construct reliability (CR) and 

average variance extracted (AVE) as suggested by Fornell and Larcker (1981). Construct 

reliability (CR) equal to or greater than 0.60 and average variance extracted (AVE) equal to or 

greater than 0.50 is considered acceptable (Bagozzi and Yi 1988).  

Table 1.4 : Summary of Reliability Table  

1. Internal Reliability:  Cronbach Alpha > 0.70  

2. Composite Reliability:  CR > 0.60  

3. Average Variance Extracted:  AVE > 0.50  

Source : Hair, 2013 

 

Goodness-of-fit Assessment 

There are various goodness-of-fit indices to determine the fit of the model. Based on published 

research, usually there are between four to six fit indices that were used to assess how well 

models fit the data structure (Medsker, Williams, and Holahan 1994). Wheaton (1987) stresses 

the importance of using multiple fit indices to assess model fit. Accordingly, Hair (1998) 

recommended the use of at least three fit indices: 1) absolute fit indices, 2) incremental fit 

indices and 3) parsimonious fit indices.  

An absolute fit index includes chi-square (χ2), goodness-of–fit (GFI) and root mean square error 

(RMSEA). Absolute fit indices measures how well the model accounts for observed covariance 

in the data (Hu and Bentler 1995). The incremental fit indices include comparative fit index 

(CFI) and normed fit index (NFI). Incremental fit indices compare how well the proposed model 
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fits the data in relation to a baseline model that assumes independence among all of the variables 

(Bentler 1990). Lastly, parsimonious fit indices can be measure by normed chi-square (χ2/df). 

The following table (Table 1.5) summarizes goodness of fit indices utilized in this study.  

 

Table 1.5: Summary of Goodness-of-Fit Indices of Measurement Model (CFA) 

Measurement 

Models (CFA) 
𝑥2 df p GFI AGFI NFI CFI TLI RMSEA 

Organizational 

Antecedents 

656.729 116 .000 .823 .766 .782 .812 .779 .113 

Job Satisfaction 770.78 199 .000 .841 .798 .915 .935 .925. .088 

Knowledge Sharing 

Practices 

529.320 199 .000 .874 .836 .893 .920 .906 .084 

 

 

 

Measurement Model for Organizational Antecedent 

The following Table 1.6is the measurement model evaluation for organizational antecedent. 

 

Table 1.6: Measurement Model Evaluation 

Construct Items Standardised 

Loading 

Cronbach’s 

Alpha 

Construct 

Reliability 

(CR) 

Average 

Variance 

Extracted 

(AVE) 

OA BOA3H 0.650 0.793 0.805 0.581 

 BOA4H 0.852    

 BOA5H 0.772    

 BOA1O 0.779 0.873 0.860 0.501 

 BOA2O 0.796    

 BOA3O 0.694    

 BOA4O 0.763    

 BOA5O 0.648    

 BOA6O 0.554    

 BOA7O 0.524    

 BOA1T 0.589 0.767 0.784 0.492 

 BOA2T 0.716    

 BOA3T 0.635    
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 BOA4T 0.603    

 BOA5T 0.694    

 

Initial Model for Organizational Antecedent 

The three selected organizational antecedent constructs in this study are human, organization and 

technology. Each of these constructs was measured for human has 5 items, organization has 7 

items and technology has 5 items. The measurement models provides the fit for three factors 

with seventeen items. The chi-square is significant (x – 656.729, df = 113, p=.000). Further, the 

GFI is .823, AGFI is .766, NFI = .782, CFI = .812, TLI = .779 and RMSEA = .113. 

 

 

Figure 1.2: Initial Model for Organizational Antecedent 
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Modified Model for Organizational Antecedent 

Examination of standardized residual covariance indicates that items are BOA1H, BOA2H, 

BOA3O, BOA5O, BOA7O and BOA1T have low values. The decision was to remove these 

items iteratively. The final modified CFA model of organizational antecedents consists of three 

items for trait of human, four items for trait of organization and four items for trait of 

technology. The final CFA model shows a better fit to the data.  

 

The three selected organizational antecedent constructs in this study are human, organization and 

technology. Each of these constructs was measured for human has 3 items, organization has 4 

items and technology has 4 items. The measurement models provides the fit for three factors 

with eleven items. The chi-square is significant (x – 156.412, df = 41, p=.000). Further, the GFI 

is .925, AGFI is .880, NFI = .896, CFI = .911, TLI = .909 and RMSEA = .087. 
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Figure 1.3 Modified Model for Organizational Antecedent 

 

 

 

 

 

 

 

 

Measurement Model for Job Satisfaction 

 

The following Table 1.7 is the measurement model evaluation for job satisfaction. 

 

 

Table 1.7: Measurement Model Evaluation for Job Satisfaction 
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Construct Items Standardized 
Loading 

Cronbach’s 
Alpha 

Construct 
Reliability 
(CR) 

Average 
Variance 
Extracted 
(AVE) 

JS CJS1J 
CJS2J 
CJS3J 
CJS4J 
CJS5J 
CJS1S 
CJS2S 
CJS3S 
CJS4S 
CJS1P 
CJS2P 
CJS3P 
CJS4P 
CJS1SP 
CJS2SP 
CJS3SP 
CJS4SP 
CJS5SP 
CJS1CW 
CJS2CW 
CJS3CW 
CJS4CW 

 

0.877 
0.931 
0.922 
0.865 
0.727 
0.891 
0.920 
0.830 
0.844 
0.912 
0.929 
0.926 
0.923 
0.920 
0.956 
0.937 
0.940 
0.911 
0.835 
0.911 
0.949 
0.958 

0.933 
 
 
 
 
0.933 
 
 
 
0.947 
 
 
 
0.964 
 
 
 
 
0.936 
 

0.938 
 
 
 
 
0.927 
 
 
 
0.958 
 
 
 
0.971 
 
 
 
 
0.953 
 

0.753 
 
 
 
 
0.760 
 
 
 
0.851 
 
 
 
0.870 
 
 
 
 
0.836 

 

 

Initial Model for Job Satisfaction 

 

In job satisfaction consist of five selected job satisfaction constructs in this study are job, salary, 

promotion, supervisor, and co-worker. Each of these constructs was measured for jobs has five 

items, salary has four items, promotion has four items, supervisor has four items, and co-worker 

has four items. Referring to figure 1.2: illustration of the final measurement model (CFA) for job 

satisfaction as that the measurement models provides the fit for twenty-one items. The chi-square 

is significant (x =770.878, df = 199, p=.000). Further, the GFI is 0.841, AGFI is 0.798, NFI = 

0.915, CFI = 0.935, TLI = 0.925 and RMSEA = 0.088. 

Examination of standardized residual covariance indicates that there are no items having low 

values and no items be deleted. The final CFA model shows a better fit to the data.  
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Figure 1.2: Initial Model for Job satisfaction 

 

 

Measurement Model for Knowledge Sharing Practices 

The following Table 1.8 is the measurement model evaluation for knowledge sharing practices. 

For each constructs with their items showed in the table standardized loading, Cronbach’s Alpha, 

construct reliability (CR) and average varian extracted (AVE). 
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Table 1.8: Measurement Model Evaluation – Knowledge Sharing Practices 

Construct Items Standardised 

Loading 

Cronbach’s 

Alpha 

Construct 

Reliability 

(CR) 

Average 

Variance 

Extracted 

(AVE) 

KSP EKSP1S 

EKSP2S 

EKPS3S 

EKSP4S 

EKSP5S 

EKSP6S 

EKSP1E 

EKSP2E 

EKSP3E 

EKSP4E 

EKSP1C 

EKSP2C 

EKSP3C 

EKSP4C 

EKSP1I 

EKSP2I 

EKSP3I 

EKSP4I 
 

0.626 

0.735 

0.685 

0.708 

0.767 

0.708 

0.795 

0.771 

0.865 

0.716 

0.785 

0.862 

0.725 

0.783 

0.784 

0.814 

0.797 

0.718 

0.856 

 

 

 

 

 

0.893 

 

 

 

0.868 

 

 

 

0.854 

 

 

0.856 

 

 

 

 

 

0.868 

 

 

 

0.869 

 

 

 

0.854 

0.499 

 

 

 

 

 

0.622 

 

 

 

0.624 

 

 

 

0.595 

 

 

Initial Model for Knowledge Sharing Practices 

The four constructs and each constructs consist of socialization of 6 items, externalization 4 

items, combination 4 items and internalization 4 items  . Each of these constructs was measured 

for. The measurement models provides the fit for four factors with eighteen items. The chi-

square is significant (x –529.320, df =146, p=.000). Further, the GFI is .874, AGFI is.836, NFI = 

.893, CFI = .920, TLI = .906 and RMSEA = .084. There are no items deleted. 
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Figure 1.4: Initial Model for Knowledge Sharing Practices 

Structural Model for Knowledge Sharing Practices 
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The analysis of the structural model is conducted  by analysis of bootstraping.

 

Figure 1.5: Structural Model for Knowledge Sharing Practices 

 

Testing Mediation of Organizational Antecedent, Job Satisfaction and Knowledge Sharing 

Practices 

 

The Table 1.9 show the results of single mediation for organizational antecedent-organization on 

relationship between job satisfaction and knowledge sharing. Result show that organization 

antecedent that organization has full mediation relationship between job satisfaction and 

knowledge sharing practice. 

Table1.9: Results of Mediation Test for Organizational Antecedent – Organization between Job 

Satisfaction and Knowledge Sharing Practice. 

   95% Bootstrap BC CI 

Construct Beta  p LB UB 

Direct Model     
OAO  KSP 0.549 0.000   
Full Mediation     
OAO  JSP 0.194 0.229   
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Standard Indirect 
Effect (SIE) 

0.341 0.003 0.142 0.611 

 

The Table 1.10 show the results of single mediation for organizational antecedent-human on 

relationship between job satisfaction and knowledge sharing. Result show that organization 

antecedent that human has no mediation relationship between job satisfaction and knowledge 

sharing practice. 

Table1.10: Results of Mediation Test for Organizational Antecedent – Humanbetween Job 

Satisfaction and Knowledge Sharing Practice 

   95% Bootstrap BC CI 

Construct Beta  p LB UB 

Direct Model     
OAH  KSP -0.191 0.075   
Full Mediation     
OAH  JSP -0.092 0.127   
Standard Indirect 
Effect (SIE) 

-0.028 0.462 -0.140 0.063 

 

 The Table 1.11 show the results of single mediation for organizational antecedent-technology on 

relationship between job satisfaction and knowledge sharing. Result show that organization 

antecedent that technology has no mediation relationship between job satisfaction and 

knowledge sharing practice. 

Table1.11: Results of Mediation Test for Organizational Antecedent – Technology between Job 

Satisfaction and Knowledge Sharing Practice 

   95% Bootstrap BC CI 
 

Construct Beta  p LB UB 

Direct Model     
OAT  KSP 0.361 0.000   
Full Mediation     
OAT  JSP 0.329 0.000   
Standard Indirect 
Effect (SIE) 

0.196 0.462 -0.026 0.124 

 

CONCLUSION 

In this study, as result of organizational antecedent on single mediation show that organization 

has full mediation relationship between job satisfaction and knowledge sharing practices. While 

else organizational antecedent for human and technology show no mediaton relationship between 

job satisfaction and knowledge sharing practice. 
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