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Abstract 

Knowledge sharing is a process in which individuals exchange their knowledge (implicit and 

explicit) and they create new knowledge together. Knowledge is an Unlimited; unfailing and 

valuable source for organizations that cause to survive in competitive environment and can be 

used to achieve competitive advantage. We can say that survival power of today’s 

Organizations is depending on their use of knowledge. Knowledge can be available to 

individuals and organizations, therefore, there must exit conditions in the organization that 

people be able to share their knowledge with other individuals. In such situation, 

organizations can improve employees performance and also organizations performance. 

Given that the gas company performs and provides services to the citizens, achieving such 

goals requires employees to have certain knowledge and sharing that with other employees. 

So the objective of this study is to determine the factors affecting on knowledge sharing 

(motivation and confidence) and its impact on employees performance in the Gas Company 

of Kurdistan Province. This study provides a model that includes variables such as motivation, 
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confidence, knowledge sharing and performance in which the first two variables have been 

studied as the factors affecting on knowledge sharing.  

Statistical population of this study includes all of the executive employees in the Gas 

Company of Kurdistan province and statistical sampling included 124 people which were 

selected randomly. For collection of data a questionnaire was used. The standard 

questionnaire was used to design questions related to motivation, trust and knowledge sharing 

and to assess the employee’s performance. 

The results showed that the factors of motivation and confidence are considered as factors 

affecting on knowledge sharing behavior and they enhance knowledge sharing, therefor they 

should be taken into consideration. In addition, the overall indices of model showed that the 

presented pattern is a good theoretical model for determining the effect of knowledge sharing 

on employees performance in which the data supported the model.  Generally the effect of 

above factors on knowledge sharing behavior and the effect of knowledge sharing on 

employees' performance in Gas Company was confirmed. 

 

Keywords:  Knowledge Sharing, Motivation, Trust, Employees' Performance 

 

  Introduction 

 The notions of organization and management thinkers in the last two decades are 

accumulated with ideas that all of them emphasize on change in organizations environment, 

business conditions and business techniques. The current era is knowledge and information 

era that is based on knowledge. Today's organizations are located in a competitive 

environment which results from widespread environmental and organizational changes. 

Environmental changes are so fast, and unpredictable that neglecting of them can deprive the 

organization from a competitive advantage which may encounter other organizations with 

certain opportunities. One of the most important environmental changes that affect on 

organizations is use of knowledge and sharing it among employees in the organization for 

improve their performance. In fact, knowledge is an endless source which creates preference 

or profits in the competitive environment. In this regard, identifying factors affecting on 

knowledge sharing in an organization is notable. Knowledge is seen as a protector factor of 

production, economic and social development. (Information Society Commission, p.18). The 

ancient and former economies were dependent on agriculture Knowledge, how to build and 

how produce. But technological advances changed the methods of use of the knowledge in 

economy.To some extent we are witnessed a fundamental change in the competitive 

advantage (World Development Report, 1999). 

Knowledge is seen now as an important factor in creating wealth, Therefore, if the use of 

Knowledge is possible for everyone, those who can transform information into knowledge 

and they use this knowledge in products and services will be main actors who can benefit 

from that. Thus the need to maintain workers knowledgeable, facilitating them to gain 

knowledge, achieving and sharing knowledge in the organization is a major concern for those 

organizations that want to remain in the competitive world. In the era of knowledge, wealth is 

based on property of knowledge and ability in use of knowledge for production and 

improvement of new products and services (O.C.D, 1999). 
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Research literature 

 

Factors affecting on knowledge sharing are as of the following: 

 

1: Trust: There is a lack of consensus among theorists and researchers regarding a definition 

of trust, but they all have emphasized on importance of trust. Router (1967) indicated that 

trust is an expectancy held by an individual or group of words, promises, verbal or written 

statements of another individual or group. Lewis and Wigert (1985) expressed that trust is 

feeling of confidence and security in the caring responses of the partner and the strength of 

the relationship. Zaker indicated that trust includes a set of shared expectations among 

individuals who are involved in an interaction. Many researchers have been considered 

various dimensions in defining the trust, but many of these elements are similar which with 

different labels have been noted (Baker, 2006). Mayer et al (1995) represented three elements 

in the definition of trust: ability, benevolence and trusteeship. Ability is a set of skills, 

competencies and features that enables a group to influence on a particular field. Benevolent 

is the extent that a dependable person wants to do good things for confiding person (the 

person who trusts) with no motivation of profit. And trusteeship means the confiding 

perception of dependable person, means that how much he/she is committed to principles 

accepted by confiding person. Trust is a basic factor in knowledge sharing (FranchyKastl, 

2004). Sharing knowledge is one of main concerns of today's organizations and in 

knowledge-based economy creates competitive advantage for organizations. However, 

organizations still have no mechanisms to encourage employees to share knowledge, 

Knowledge is valuable and knowledge sharing behavior is a type of social interaction at work 

(Davenport and Prusak, 1998). It can be expected that if knowledge owners do not receive the 

potential benefits, they will not share their knowledge anymore. A financial reward system is 

not enough to encourage staff to exchange of their knowledge, since the main determinant of 

social interactive relationships is trust (Vasco and Faraj, 2005). Thus, trust between 

individuals when an employee takes the decision to share knowledge, is considered the main 

factor. The researchers during many studies found that trust is a key variable for knowledge 

sharing and knowledge sharing can occur when people have trust to each other. Managers and 

other members share their knowledge only with individuals who they have trust them. When 

relationships are based on trust, people are more eager to provide useful knowledge. Also, 

people are more eager to listen and absorb staff's knowledge (Mayer et al, 1995). A human 

factor such as trust is a major component to obtain effective knowledge and also is an 

attribute to enhance of performance. When an organization has cooperation and support 

systems for trust, knowledge sharing and trast will become easy in the organization, in which 

this not only improves relationship between employees and management, but also makes 

more effective and efficient performance which eventually results in output increase. 

(Sewkaran, 2008).  
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Motivation: Knowledge sharing is an important part of creating competitive advantage based 

on knowledge management. (Argot and Ingram, 2000).Knowledge sharing can be studied at 

the individual, group and organizational levels, Organizational and group knowledge sharing 

has rooted in individual behavior and director of that behavior (the purpose is motivation for 

knowledge sharing). The arguments that are claiming the relationship between organizational 

variables such as human resource activities, organizational outputs, and organizational 

knowledge sharing levels, should be consider the mechanisms of individual level that 

includes motivation, perception, and individuals behavior and interaction among individuals. 

Knowledge sharing often involves mutual interaction among individuals, which covers 

knowledge transmission and receives.  The reason that staff do not like to share their 

knowledge, may be due to lack of incentives, or they may see knowledge sharing more 

difficult than others or they may know that probability of success is low, or may even feel 

that their colleagues do not want learn something from them.(Siemsen et al, 2007).  

In the knowledge-based organizations, ability, knowledge, experience and personal skills are 

essential factors that add values to the organization. Accordingly, how to share these 

capabilities to organizational goals can determine the person real value. Therefore, the reward 

and compensation systems in these organizations should be assigned based on individual 

abilities and capabilities and its relationship with group and organizational goals. Lack of 

attention to such matter in knowledge-based organizations makes individual facing with the 

fundamental challenge and ultimately persuades him to find another or better position, if this 

problem is not solved, it will lead to desertion ultimately. Generally, there are various reward 

and compensation systems, including: Job-based payment, individual performance-based 

payment, gradual increase of salary, volume payment, dividends, and etc, which have 

different roles and impacts on maintaining knowledge workers. So designing the good 

payment system is a determinant factor in maintaining the knowledge staff (Ghadirian and 

Noble,19 85).  

Alwani (2005) stated that innovations of knowledge management in Bahrain organizations 

are so weak because they have increased the use of technology, whereas the issues related to 

organizational culture and development are ignored.  

In addition, the success of knowledge sharing in many government projects is due to a 

combination of internal and external factors and the use of networks in an organization is a 

key factor for knowledge sharing (Barnard, 2005).Those organizations that like to be 

successful in transforming of knowledge, their achievement to developmental goals and 

strategies must create a culture of knowledge sharing that includes the following three criteria: 

Motivating, persuading, and stimulating of employees to obtain, distribute and transmit new 

useful knowledge and application of it. Open and flat organizational structure will facilitate 

the flow of knowledge, processes and resources creates organizational culture of continuous 

learning. In addition, the clear relations between goals and strategies related to knowledge 

sharing activities and the leader who provides instructions and feedback processes are needed 

as well. Eventually, advanced technology which provides knowledge is required for all of the 
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people who need it for providing an appropriate field. 

 

 

Knowledge sharing 

 

when new knowledge acquired, it should de transfer to other parts of the organization that 

need new knowledge and is useful in that section. Without this stage, the knowledge has very 

little effect on the organization. As a result, transfer of knowledge in the appropriate time and 

place is most important part of storing the knowledge in an organization (Lee and Lee, 2008).  

Knowledge sharing is a set of behaviors including the exchange of information and 

knowledge to help others related to their job. Knowledge sharing like the organizational 

citizenship behavior is a kind of optional and voluntary organizations. One of the methods of 

measuring knowledge management is knowledge sharing (including tacit and explicit 

knowledge) (Sajjadi & et al, 1389).  

Knowledge sharing is seen as a positive motivating force in the organization. In fact, 

knowledge sharing is different from information sharing. Information sharing means to 

manage information in all overof the organizational levels (such as financial statements), 

while knowledge sharing is a reciprocity, information sharing can be non-reciprocal and 

unexpected (Conley and Klway, 2003).  

Knowledge sharing among individuals is a process that easily and directly is not visible and 

observable, knowledge sharing is a process in which individuals exchange their knowledge 

(implicit and explicit) and together create new knowledge (Rio et al, 2003). In a broader 

concept, knowledge sharing covers relationships among all types of knowledge, including 

explicit knowledge (information, know-how, know-who) and tacit knowledge (Zawya, 2009). 

Knowledge sharing occurs when a person is actually in action interested helping others to 

develop their competencies (Senge, 1990). Therefore, knowledge sharing help persons 

tendency in an organization to share whatever they have and obtained, (Zawya, 2009). Bartol 

and Sryvasta (2002) have defined knowledge sharing as activities which through it the 

employees transfer relevant information to others in the organization. Knowledge sharing is 

most important part of knowledge management. The ultimate goal of knowledge sharing is to 

transfer knowledge toincrease assets and organizational resources. (Yang, 2006). If 

knowledge is shared in the organization, it creates competitive advantage for organization. 

Interactions among knowledge owners in the organizations makes them more innovative 

compared with the knowledge thatwas available to a person (Nita, 2008). Ipe (2003) stated 

that the creation of knowledge base in the organization requires the exchange of individual 

knowledge, assessment and integration of knowledge with other people. Individuals in the 

organization uses the knowledge in doing their daily activities and the organization should 

facilitate the knowledge sharing, because if employees leave the organization, this knowledge 

will be lost. Even when people stay in the organization, if the organization does not provide 

mechanisms to facilitate knowledge, then organization can’t understand the existing 

knowledge and will not use it (Nita, 2008).  

Nonako and Takochy (1995) expressed that we need to see knowledge sharing as an 

investment in organization. Knowledge is a key factor for organizational learning in all of the 
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organizational levels; which recently is most important factor in organizations 

competitiveness. The main concern is that most organizational knowledge is located at the 

individual level (Nita, 2008). There are two aspects to evaluate knowledge sharing: 

providing the knowledge and acceptance of it. Furthermore, knowledge sharing among 

individuals is a process in which preserved knowledge by individuals convert to an 

understandable, learnable and applicable form to others. Use of this word for knowledge 

sharing indicate that process of knowledge presentation in a usable form for others requires 

conscious work on those who possess knowledge (Nita, 2008).  

Knowledge sharing is a new paradigm in organizations (Barnard, 2005) and trust among 

employees and employer is needed for enhancing performance (Franchy Kastl, 2004). 

 

Organizational performance 

 

Most of the organizations included ( profit or non- profit, governmental or private), have 

accepted the principles of performance management to succeed. Performance evaluation is 

defined differently for each organization. Ravo indicated that performance is whatever 

expected from individuals or groups to do in a time framework which includes different 

dimensions such as input, output, time, quality, and cost. Due to different dimensions, there is 

not overall an accepted model as the best model to evaluate performance (movahed, 2009). 

Therefore, we can evaluate the performance in two levels: individual performance or 

employee performance and organizational performance. Organizational performance is 

indicated as of the extent to an organization that can satisfy staff expectations and satisfaction 

(Norton, 1992). Andresen (1994) expressed that the best way to enhance organizational 

performance is to increase the effectiveness, in which knowledge sharing plays an important 

role in enhancement of organizational effectiveness. Individual performance is defined as a 

background of person consequences or works that he/she had done (Armstrong, 1999). 

Quantitative models have been developed by researchers to evaluate the individual 

performance. Bratunn & Gold (1994) provided a model of individual performance by three 

variables: these variables include: knowledge, skills, and competencies which each worker 

should have it. Also, Towi (2001) provided a model of performance which include input, 

process, and output. The input includes worker knowledge, skills and professions. The 

process supports behaviors during work time, and output is particular and measurable 

products that are produced by a worker. These three levels will results in performance 

together. Performance evaluation that is used as a tool to measure the performance has two 

purposes simultaneously:  Employee development and improvement of organizational 

performance. The purpose of performance management is improving organizational 

performance through development of individuals and teams performance.     

 

Research hypotheses 

 

1 - Motivation affects knowledge sharing among employees in Gas Company of Kurdistan 

Province 

. 

2 -Trust affects knowledge sharing among employees in Gas Company of Kurdistan 

Province. 
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3 – Knowledge sharing affects employee’s performance in Gas Company of Kurdistan 

Province. 

 

Research Model 

 

Based on discussions related to variables in the research literature, research model is 

developed as of the following: 

 

 

 

 

 

 

 

Figure 1: Research Model 

 

Research Methodology 

 

Since the purpose of this study was to determine causal relationships among variables of trust, 

motivation, knowledge sharing and employee performance, this study with regards to its goal 

is considered an applied research and regarding to the method of collecting information is a 

descriptive-correlation research. Also regression model and path analysis were used in this 

study. 

 

Data collection tools 

 

The main tool to gather data was questionnaire, validity of questionnaire has been approved 

and its reliability has been calculated by Cronbach alpha which its value for total 

questionnaire was 0/959 that shows the questionnaire is reliable. 

 

 

Statistical population and sample of research 

 

Population of this study consisted of all of the administrative employees in Gas Company of 

Kurdistan province. Community size was 220 people who were randomly sampled. Sample 

size was calculated by the formula of limited population, which was equal to124. 

 

Data analysis 

 

Total appearance of sample including mean, standard deviation and t-test (t value = 3) is 

shown in Table 1. 

 

 

Motivation 

  

Trust 

Employee's 

performance 

Knowledge 

Sharing 
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Variable Mean Std. 

deviation 

t Freedom 

degree 

significant Confidence interval 

of the difference 

upper Lower 

Motivation 4.06 0.61 19.41 123 0.00 1.17 0.95 

Trust 3.71 0.75 10.55 123 0.000 0.84 0.58 

Knowledge 

Sharing 

3.50 0.65 10.02 123 0.000 0.71 0.47 

Employees 

Performance 

3.62 0.19 9.6 123 0.000 0.74 0.49 

 

 

Overall indices of fit of path analysis are presented in table 1. 

 

 

Value index 

63.403 chi-square (CMIN) 

0.078 P 

0.963 goodness of fit index (GFI) 

0.036 root mean square residual(RMR) 

0.921 comparative fit index (CFI) 

0.043 root mean square error of estimation (RMSEA) 

 

Table 4-8: overall fit indices of path analysis 

  

 Above table indicates the good fit of data with research model, to fit the data with research 

model, the goodness of fit index (GFI) should be higher than 0.9 and root mean square error 

residual (RMSEA) should be less 0.08. After confirming the fit of data with model can be 

paid to test of research hypotheses. 

 

Research hypotheses 

Table 2: Regression coefficients (test hypotheses) 

  

Result P 
critical 

Value 

value of 

Regression 
Hypothesis 

Hypothes

is 

Number 

Confirme

d 

0.00

3 
10.76 0.27 

knowledge 

sharing 
← Motivation 1 

Confirme

d 

0.00

0 
3.25 0.33 

knowledge 

sharing 
← Trust 2 
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Confirme

d 

0.00

0 
8.94 0.57 

Employee 

Performanc

e 

← 
Knowledge 

sharing 
5 

The first hypothesis of research is about the effect of motivation on knowledge sharing. 

According to the results of Table II, the first hypothesis with significant of %95 is confirmed. 

The Effect Coefficient of these two variables is 0.27.Therefore, in the level of 5percent error, 

it is significant. So motivation on knowledge sharing has a significant effect. The second 

hypothesis is about the effect of trust on knowledge sharing. 

According to the results in Table 2, the second hypothesis as the first hypothesis in level of 5 

percent error with significant of 95 percent was confirmed. The effect Coefficient of these 

two variables was 0.23, which means at the error level of 5 percent is significant. So, trust has 

a significant effect on knowledge sharing.  

The final hypothesis of research is about the effect of knowledge sharing on employee’s 

performance. According to Table 2 the critical value was 8.94, so this hypothesis is confirmed. 

Also the regression coefficient is 0.57, so, in the confidence level of 95 percent we can claim 

that performance is affected by knowledge sharing. 

 

 

 

 

 

 

 

 

Figure 2: Path Analysis Model (All values are significant)  

 

 

Conclusion 

if people do not have enough motivation, we can’t expect knowledge sharing among 

individuals in the organization exist, thus it is recommended that organizational managers try 

to provide an environment so people be motivated, and as a result they share their knowledge. 

Senge in 1990 has expressed that when people have interest and motivation for knowledge 

sharing, they can help others develop their competencies and facilitate knowledge sharing 

process within the organization. In the present study the effect of motivation on knowledge 

sharing in the first hypothesis was studied and the hypothesis was confirmed, namely 

motivation has a significant and direct effect on development of process of knowledge 

sharing in organizations. The value of coefficient of this hypothesis has been 0.27. So we can 

claim that the employee’s motivation as one of the factors affects knowledge sharing. The 

culture of knowledge sharing should include three criteria for organizations to be able to 

reach growth in goals and strategies. The employees motivation, encourage and stimulate to 

increase knowledge sharing. In the case of organization could achieve these three criteria,  

then it will be able to capture, transfer and apply useful knowledge. 

As motivation and trust play a key role in the development of knowledge sharing process. If 

Motivation 

Trust 

Staff 

performance 

 

Sharing 

Knowled

ge 
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there is not trust in the organizations, relationships will be very limited and can be said that if 

there is not relationship among people, the knowledge will not share in the organization. 

When relations are based on mutual trust, people are more wishful to provide useful 

knowledge. Also, people are more wishful to listen to each other and gaining knowledge from 

each other. In the present study, the effect of trust on knowledge sharing was investigated. 

The hypothesis was confirmed. This means that the trust has a direct and significant effect on 

development of knowledge sharing in organization. The standard effect coefficient of this 

hypothesis was.033. Trust is a main component in acquisition of effective knowledge and an 

important attribute to enhance performance. When an organization has support and 

cooperative systems for trust, share and transfer of knowledge in organization will be more 

easy and, that not only improve employee’s relationship and management, but it also results 

in an effective and efficient performance and eventually increase of output. 

Regarding standard coefficient, it is concluded that the effect coefficient of trust has been 

higher than effect coefficient of motivation; this indicates importance of trust than motivation 

in the process of knowledge sharing. It should be noted that the difference is low, therefore 

the effect of motivation should not be neglected.  

The best way to improve organizational performance is to increase the general effectiveness, 

increasing the effectiveness of development is possible through development of knowledge 

sharing, which means that knowledge sharing has an intermediary role in increasing 

organizational performance. As of the results of this study, knowledge sharing process has a 

significant and direct effect on staff's performance. This means that we can enhance 

employee’s performance through encouraging employees to share their useful and helpful 

knowledge.  
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