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ABSTRACT 

Knowledge-sharing behavior has been a hot issue in knowledge management. In the 

context of highly dynamic business, understanding the factors that encourage a knowledge-

sharing behavior is critical if an organization wants to compete and win in the industry. This 

study investigates the antecedents of knowledge-sharing behavior. This study examines the 

factors that encourage knowledge-sharing behavior among banking officers using Ajzen’s 

theory of planned behavior. The suggested research model was tested using partial least 

square analysis. Data consisting of 200 responses from employees who have been working 

in banks in Tiruvanamalai district are analyzed. The results reveal that personal attitude, 

subjective norm, and perceived behavioral control lead to knowledge-sharing intention. 

Findings also suggest that the effect of personal attitude, subjective norm, and perceived 

behavioral control on knowledge-sharing behavior is indirectly influenced by knowledge-

sharing intention. 

Keywords: knowledge management, knowledge-sharing, partial least square analysis, bank 

employees. 

INTRODUCTION 

Knowledge is an essential resource for all businesses of the globalization era (Ding et al., 

2017; Nonaka & Toyama, 2015; Razak et al., 2016). As a critical asset, knowledge is the key 

driver that has been constantly sought, maintained, and developed by many industries 

including the banking industry (Olapegba et al., 2013). Therefore, knowledge must be 

meticulously managed by organizations that want to survive in today’s global competition (Wang 

& Wang, 2012). Success in knowledge management can be reflected in knowledge-sharing 

behavior among employees of an organization (Wang & Noe, 2010). Effective knowledge-
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sharing practices in an organization show that this organization can create and manage 

organizational knowledge well (Huber, 2015; Sun, 2010). Understanding the factors that 

cause employees to engage in knowledge-sharing behavior in an organization is a critical 

aspect of knowledge management (Razak et al., 2016; Wang & Noe, 2010). 

The factors behind knowledge-sharing behavior have been extensively investigated with 

different designs and contexts by scientists worldwide, such as in the United States, United 

Kingdom, Europe, Africa, and Asia (Caniels et al., 2017; Ding et al., 2017; Fullwood & Rowley, 

2017; Mafabi et al., 2017; Mahyarni et al., 2012; Wang & Noe, 2010). Scholars have predicted 

that this direction of studies only continues to grow in popularity over the next two decades 

(Tea & Sun, 2012; Ding et al., 2017; Fullwood & Rowley, 2017; Mafabi et al., 2017). This 

prediction proves the increasing attention of scholars on knowledge-sharing research in the 

world today. 

Several studies have successfully explained the prediction of intention and knowledge-

sharing behavior using theory of planned behavior (TPB) (Chatzoglou & Vraimaki, 2009; 

Chennamaneni et al., 2012; Jolaee et al., 2014; Lin & Lee, 2004; Mafabi et al., 2017). The TPB 

model was introduced by Ajzen (1991). According to this theory, personal attitude, subjective 

norm, and perceived behavioral control are used to predict the behavior of individuals to 

participate in a certain activity (Hsu et al., 2016). However, some other studies have failed to 

predict knowledge-sharing behavior using TPB. Mahyarni et al. (2012) found that perceived 

behavioral controls do not affect knowledge-sharing intention, whereas Mafabi et al. (2017) and 

Al Qeisi and Al Zagheer (2015) indicated that they have no direct effect on knowledge-sharing 

behavior. Al Qeisi and Al Zagheer (2015) reported that subjective norms do not influence 

knowledge- sharing intention, whereas according to Ajzen (1991), behavior control can 

directly predict certain behaviors, such as knowledge-sharing. 

   Chatzoglou and Vraimaki (2009) investigated the prediction of knowledge-sharing behavior 

in the banking industry in Greece using TPB; however, their study did not reveal or test the 

mediation role of knowledge-sharing intention to predict knowledge-sharing behavior. Mafabi et 

al. (2017) investigated the role of behavioral intention to predict knowledge-sharing behavior 

on hospitals in Uganda. Few studies have examined the mediation role of knowledge-sharing 

intention in predicting the act of knowledge- sharing in the banking industry. 

Understanding the mediation role of knowledge-sharing intention in predicting 
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knowledge-sharing behavior among banking officers in Indonesia is crucial because it can 

accurately explain why individuals in professional groups engage in knowledge-sharing 

(Chatzoglou & Vraimaki, 2009). Indonesia is “considered one of the most attractive markets for 

financial institutions in Southeast Asia” (CNBC, 2017). Therefore, understanding the causes 

behind knowledge-sharing behavior in Indonesian banks is important. Without this 

understanding, managing knowledge-sharing in practice would be ambiguous. 

Thus, we should remember that empirical studies on the mediation role of knowledge-

sharing in predicting the act of knowledge-sharing by banking officers in Indonesia are 

lacking, whereas several studies have produced different results in terms of predicting 

knowledge-sharing behavior. This study utilizes TPB to study the prediction model of 

knowledge-sharing behavior among banking officers in Indonesia. TPB has gained 

considerable attention and power in explaining and predicting volitional behavior, such as 

knowledge-sharing (Ajzen, 1991; Chatzoglou & Vraimaki, 2009; Chennamaneni et al., 2012; 

Mafabi et al., 2017). The current study aims to explain the effects of attitude, norm subjective, 

and perceived behavioral control toward the knowledge-sharing behavior among banking 

officers in Indonesia. This study explores the mediation role of knowledge-sharing intention 

within the influence of attitude, subjective norm, and perceived behavioral control toward 

knowledge-sharing behavior. 

The paper is organized in four parts. First, the paper will discuss the literature review and 

hypothesis development for the study, the second part will present the research methods 

including data collection tools and measurement instruments. In the third part the empirical 

results are presented. And in the final part the paper concludes with a discussion and 

limitations of this study. 

 

LITERATURE REVIEW 

Knowledge sharing 

In the globalization era, knowledge is a vital organizational resource that provides a 

sustainable competitive advantage (Wang & Noe, 2010). Knowledge refers to a combination 

of elements, such as expert insight, experience, contextual information, and values that provide a 

framework for evaluating and incorporating new skills and information (Davenport & Prusak, 

1998). Knowledge is defined as the “information processed by individuals including ideas, 
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facts, expertise, and judgments relevant to individual, team, and organizational performance” 

(Wang & Noe, 2010). 

Knowledge originates and is applied in the mind of knowers. It is reflected in the 

organization’s routines, processes, practices, and norms (Davenport & Prusak, 1998). 

Scholars have elaborated on two varieties of knowledge (Budiharjo, 2016; Penrose, 2009; Jain et 

al., 2015; Wong & Noe, 2010). The first, explicit knowledge, is a kind of concrete knowledge, 

usually either easily expressed in the form of language (words, numbers, and other symbols) or it 

is codified, easily articulated, and transferred to others through writing and or verbal 

communication (Bergeron 2003; Budiharjo, 2016). The second type of knowledge is tacit 

knowledge. Unlike explicit knowledge, which is easy to codify and send to others, tacit 

knowledge refers to the knowledge that is retained in one’s mind, and it is not easy to transfer 

to others (Jain et al., 2015). 

Tacit knowledge is based on a person’s personal experience, and it is difficult to codify or 

render explicit (Budiharjo, 2016). Such knowledge is deeply embedded in individuals, difficult 

to quantify, and can be lost easily when employees leave/retire from the organization (Jain et 

al., 2015). Tacit knowledge that is by an individual appears unconsciously when an individual 

is thinking and performing. For knowledge to be concrete, tacit knowledge must be 

transformed into explicit knowledge (Budiharjo, 2016). It depends on the willingness of 

the person who has the knowledge to show and provide knowledge to others (Jain et al., 

2015). Thus, the organization must ensure that tacit knowledge is maintained and remains 

within the organization through effective knowledge management. 

Managing knowledge is absolute and should be carried out by the organization if it wants 

a competitive advantage (Budiharjo, 2016; Lin & Lee, 2004; Chatzoglou & Vraimaki, 2009; 

Wong & Noe, 2010). An organization that has cutting edge and unique knowledge has a chance to 

win the market within the industrial competition (Budiharjo, 2016). Knowledge management 

refers to “a systematic activity that offers to manage through acquisition, use, share, storage, 

retrieval, and development of knowledge to generate new ideas that impact on innovation” 

(Budiharjo, 2016). The success of knowledge management practices relies heavily on knowledge-

sharing behaviors that happen among employees in an organization. (Wang & Noe, 2010). Many 

organizations argue that an effective knowledge-sharing practice is a critical way of leveraging 

core competencies and gaining competitive advantage (Lin & Lee, 2004). Knowledge- sharing 
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refers to the human activities where they are willing to share knowledge (task information and 

or know-how) with others in an organization to solve problems, develop new ideas, or act 

policies or procedures (Chatzoglou & Vraimaki, 2009; Wang & Noe, 2010). 

 

Theory of planned behavior on knowledge-sharing behavior 

Theory of planned behavior (Ajzen, 1985) predicts the antecedent of human volitional 

behavior; its essence lies in the intention of a behavior (Azwar, 2013). This theory explained 

the determinants (predictors) of the intention of a behavior (Ajzen, 1991; Ajzen, 2005; Azwar, 

2013). TPB is a development and modification of the previous theory of reasoned action (TRA) 

(Ajzen, 1985; Ajzen, 1991; Ajzen, 2005; Azwar, 2013). In the TRA, Ajzen and Fishbein (1980) 

explained that one’s intention to do (or not do) a behavior is the determinant of that behavior. 

Moreover, one’s intention to a behavior is a function of two determinants. These factors are 

attitude and subjective norm toward a behavior. Attitude is a person’s positive or negative 

evaluation of behavior (Ajzen & Fishbein, 1980; Ajzen, 1985). Subjective norm is a person’s 

perception of the perceived social pressure to perform or not perform a behavior (Ajzen, 1985) 

or a person’s beliefs about what others expect in doing the behavior or not (Anwar, 2013). 

Like TRA, TPB identifies the antecedent of volitional behavior by adding a factor, such as 

perceived behavioral control, which has not been discussed before (Ajzen, 1985; Ajzen, 1991; 

Ajzen, 2005; Azwar, 2013). Perceived behavioral control refers to a person’s perception of the 

ease or difficulty of performing a behavior (Ajzen, 1991). Perceived behavioral control tends 

to be determined by experience and individual estimates through indirect information (others 

experience) toward behavior. (Azwar, 2013). 

TPB has been used mainly by researchers and management scientists and organizational 

scholars to predict and explain behavioral intention and behavior (Chatzoglou & Vraimaki, 2009; 

Hegner et al., 2017; Hsu et al., 2016; Lin & Lee, 2004; Ryu et al., 2003). In knowledge-sharing 

research, some researchers have also used TPB to predict intention and knowledge-sharing 

behavior (Chatzoglou & Vraimaki, 2009; Lin & Lee, 2004; Ryu et al., 2003). Thus, TPB 

models are handy in predicting an increase in the knowledge- sharing behavior of employees 

in an organization. The studies conducted by Chatzoglou and Vraimaki, 2009; Mafabi et al., 

2017; Ryu et al. (2003); and Lin & Lee (2004) suggest that knowledge-sharing intention and 

behavior are influenced by attitudes, subjective norms, and perceived behavior control. 
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Moreover, their studies indicate that the increase in knowledge-sharing intention tends to 

affect the behavior of knowledge-sharing. 

 

Attitude toward knowledge-sharing and knowledge-sharing intention 

The attitude factor in TPB has been tested and proven to be a significant predictor of the 

intention of a particular behavior (Chatzoglou & Vraimaki, 2009; Lin & Lee, 2004). Several 

studies have revealed that attitude has a positive effect toward knowledge-sharing intention 

(Chatzoglou & Vraimaki, 2009; Chennamaneni et al., 2012; Fulwood & Rowley, 2017; Jolaee et 

al., 2014; Lin & Lee, 2004; Luturmas & Indarti, 2016; Teh & Sun, 2011; Mafabi et al., 2017; 

Rahab & Wahyuni, 2013; Ryu et al., 2003). Attitude is an evaluative response that arises when a 

person faces a stimulus that requires a reaction (Azwar, 2013). The evaluative response is 

based on the evaluation process (assessment) within the individual that provides a stimulus 

with a conclusion in the form of a good-bad, positive-negative, and unpleasant- unpleasant 

object (Chennamaneni, et al., 2012). 

In this study, attitudes toward knowledge-sharing refer to the degree to which a person has 

a positive or negative evaluation of knowledge-sharing behavior (Al Qeisi & Al Zagheer, 

2015; Chatzoglou & Vraimaki, 2009; Lin & Lee, 2004). A positive response of employee toward 

knowledge-sharing behavior determines the intention of the employee to perform knowledge-

sharing. An employee’s negative response to knowledge-sharing behavior leads to employees’ 

reluctance to share knowledge (Chatzoglou & Vraimaki, 2009; Chennamaneni et al., 2012; Jolaee 

et al., 2014; Lin & Lee, 2004; Luturmas & Indarti, 2016; Teh & Sun, 2011; Tsai et al., 2012; 

Mafabi et al., 2017; Rahab & Wahyuni, 2013; Ryu et al., 2003). Thus, this study investigates the 

following hypothesis based on above discussion: 

H1: Attitude toward knowledge-sharing positively affects knowledge-sharing intention. 

 

Subjective norm about knowledge-sharing and knowledge-sharing intention 

An individual’s intention to perform a behavior is influenced by the social pressure of 

that individual’s referent group (Chennamaneni et al., 2012; Chatzoglou & Vraimaki, 2009). 

In a social environment, individuals have a normative belief that determines the intention of the 

individual to behave in a certain manner (Mafabi et al., 2017). Moreover, the antecedent 

closest to normative belief is “subjective norm” (Lin & Lee, 2004). A subjective norm is 
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one’s belief that a particular individual or group approves or disapproves of a behavior (Ajzen, 

1991; Ajzen, 2005). If important people who exist in the social environment encourage or 

motivate someone to behave, the individual feels the social pressure to engage in the behavior. 

If important people in the social environment disapprove of a behavior, this places pressure 

on the individual to avoid the behavior. 

In this study, the subjective norm on knowledge-sharing refers to the social pressure 

(encourage or discourage) from institution, manager, and coworkers perceived by an 

employee in an organization to engage in or perform knowledge-sharing behavior (Ajzen, 

1991; Ajzen, 2005; Chatzoglou & Vraimaki, 2009; Lin & Lee, 2004). Several studies have 

explained that subjective norms about knowledge-sharing positively affects knowledge-sharing 

intention (Chatzoglou & Vraimaki, 2009; Chennamaneni et al., 2012; Lee & Hong, 2014; Lin & 

Lee, 2004; Mafabi et al., 2017; Rahab & Wahyuni, 2013; Tsai et al., 2012). Social pressure that 

encourages employees to perform knowledge-sharing behavior determines their desire to 

carry out knowledge-sharing. Social pressure that discourages employees to perform knowledge-

sharing behavior leads them to be reluctant in sharing knowledge. Thus, based on the above 

discussion, this study investigates the following hypothesis: 

H2: Subjective norms on knowledge-sharing positively affect knowledge-sharing intention. 

 

Perceived behavioral control, intention, and knowledge-sharing behavior 

Perceived behavioral control refers to “a person’s beliefs about the presence or absence of 

factors that facilitate impede the performance of the behavior” (Ajzen, 2005). The perceived 

behavior control is a person’s ability to predict certain behaviors (Mafabi et al., 2017). This 

ability includes information that a person has about behavior, along with the skills, abilities, 

emotion, and compulsions that one has to perform such behavior (Lin & Lee, 2004). The 

information that a person has about a behavior is based on an experience about a successful 

behavior attempt. Moreover, the experience is usually influenced by second-hand information 

about the behavior. Second-hand information is obtained through others’ experience on the 

ease or difficulty of performing such behavior (Ajzen, 1985; Ajzen, 1991; Ajzen, 2005). 

In this study, perceived behavioral control to knowledge-sharing refers to the past 

experience felt by an employee regarding the ease or difficulty of performing knowledge-sharing 

(Ajzen, 1991; Azwar, 2013; Chatzoglou & Vraimaki, 2009). Several studies have revealed that 
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perceived behavioral control to knowledge-sharing positively affects knowledge-sharing 

intention (Al Qeisi & Al Zagheer, 2015; Chatzoglou & Vraimaki, 2009; Chennamaneni et al., 

2012; Lee & Hong, 2014; Lin & Lee, 2004; Mafabi et al., 2017; Razak et al., 2015). An 

employee’s perceived experience on the ease of doing knowledge-sharing determines the 

employee’s desire to perform knowledge-sharing. Perceived experience about the difficulty in 

doing knowledge-sharing leads to employee reluctance to perform knowledge-sharing. Thus, 

based on above discussion, this study investigates the following hypothesis: 

H3: Perceived behavioral control knowledge-sharing positively affects knowledge-sharing 

intention. 

Moreover, a central factor in predicting behavior in TPB is “a person’s intention to 

perform a given behavior” (Ajzen, 1991). Intention is assumed as "a description of one’s 

motivational factors that influence behavior” (Ajzen, 2005). A behavior arises if a person has a 

strong desire to attempt to perform a behavior. In this study, knowledge-sharing intention refers 

to a strong desire of an employee to try and strive to perform knowledge-sharing (Ajzen, 1991; 

Ajzen, 2005; Chatzoglou & Vraimaki, 2009; Lin & Lee, 2004). Several studies have explained 

that knowledge-sharing intention positively influences knowledge- sharing behavior (Al Qeisi & 

Al Zagheer, 2015; Chatzoglou & Vraimaki, 2009; Chennamaneni et al., 2012; Lee & Hong, 2014; 

Lin & Lee, 2004; Mafabi et al., 2017). The strong desire of an employee to strive for 

knowledge sharing tends to lead to actual knowledge-sharing behavior. A weak desire for 

knowledge sharing is likely to result in an employee not performing a knowledge-sharing 

behavior. Thus, based on above discussion, this study investigates the following hypothesis: 

H4: Knowledge-sharing intention positively affects knowledge-sharing behavior. 

In TPB, Ajzen (1991) explained that in addition to intention, behavior control could also 

directly predict knowledge-sharing behavior. Several studies have revealed that perceived 

behavioral control to knowledge-sharing has a positive effect on knowledge-sharing behavior 

(Chatzoglou & Vraimaki, 2009; Chennamaneni et al., 2012; Lee & Hong, 2014). Perceived 

experience by an employee regarding the ease of doing knowledge-sharing tends to directly 

cause the employee to perform a knowledge-sharing behavior. Perceived negative experiences 

(such as the difficulties in sharing knowledge) tend to prevent an employee inform engaging in a 

knowledge-sharing behavior. Thus, based on the above discussion, this study investigates the 

following hypothesis: 
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H5: Perceived behavioral control to knowledge-sharing appositively affects knowledge-sharing 

behavior. 

 

Figure 1. Direct effect model 

Figure 2. Mediation effect model 

Mediation role of knowledge-sharing intention 

TPB has explained behavioral intention through links of one’s attitude to a specific 

behavior (Ajzen, 1991). It assumes that behavioral intention becomes a critical factor in 

predicting a certain behavior. Intention to behave plays a critical role in linking attitude, 

subjective norm, and perceived behavioral control (Ajzen, 1991; Mafabi et al., 2017). Few 

studies have comprehensively investigated the mediation role of knowledge-sharing intention. 

Only one research has revealed that knowledge-sharing intention has a mediation role in the 

effects of attitude, subjective norm, and perceived behavioral control toward the behavior of 

knowledge-sharing (Mafabi et al., 2017). Employee positive response toward knowledge- 

sharing, organizational social pressure, and perceived employee experience when conducting 
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knowledge- sharing tend to influence their desire in doing knowledge-sharing. Moreover, high 

knowledge-sharing intention leads to knowledge-sharing behavior. Thus, based on above 

discussion, this study investigates the following hypothesis: 

H6: Attitude toward knowledge-sharing indirectly affects knowledge-sharing behavior 

through knowledge-sharing intention. 

H7: Subjective norm about knowledge-sharing indirectly affects knowledge-sharing 

behavior through knowledge-sharing intention. 

H8: Perceived behavioral control to knowledge-sharing indirectly affects on knowledge-sharing 

behavior through knowledge-sharing intention. 

 

METHODOLOGY 

Participants and data collection 

This study used a survey questionnaire research design to collect data. The banking industry in 

Tiruvanamalai district is one of the regions with an increasing share of banking assets to the 

national banking annually. An invitation was sent to the human resource departments of 42 

banks in Tiruvanamalai district. No existing data indicate how many employees are in the banking 

industry in India, thus, 420 questionnaires were sent directly to departments with a 

convenience sampling design. Collecting data in India is a challenge. The reluctance of 

respondents to answer and complete surveys are among the several problems faced by the 

researcher. From all of the questionnaires sent to the banks, only 211 questionnaires (50.24 

percent) were returned. However, only a total of 200 (47.62 percent) questionnaires were used in 

this study due to the incomplete status of some of the surveys. 

Demographics of the participants 

Variable  Frequency 

 n (total = 200) (%) (Total = 

100%) 

Gender Male 154 77.0 

 Female 46 23.0 

Age Under 30 years 26 13.0 

 30 to 39 years 128 64.0 
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 Over to 40 years 46 23.0 

Education Postgraduate studies 14 7.0 

 Undergraduate studies 154 77.0 

 High school or below 32 16.0 

Designation Manager 20 10.0 

 Deputy manager 10 5.0 

 Head of the department 10 5.0 

 Deputy head of Department 42 21.0 

 Employee/clerk 118 59.0 

Work experiences Under 5 years 10 5.0 

 5 to 10 years 118 59.0 

 Over to 10 years 72 36.0 

 

The sample demographics are described in Table 1. In personal demographics, more than 

77.0 percent of the participants achieved undergraduate and postgraduate education, and 64.0 

percent of the sample was less than 40 years of age. Furthermore, in organizational 

demographics, more than 59.0 percent of participants have working experiences of more than 

5 years. In addition, the respondents were distributed across various positions in the 

organizations such as the manager (10.0 percent), deputy manager (5.0 percent), head of the 

department (5.0 percent), deputy head of department (21.0 percent), and employee/clerk (59.0 

percent). 

Variables and measurement 

Attitude toward knowledge-sharing was measured reflectively using the five items developed by 

Lin and Lee (2004) and Chatzoglou and Vraimaki (2009). Alternative answer items were rated 

on a five-point Likert scale with anchors that range from 1 as strongly disagree to 5 as 

strongly agree. Sample items include “encouraging knowledge sharing with colleagues is an 

important component of the policy of my company” and “encouraging knowledge sharing with 

colleagues is valuable.” The reliability for this measure was above conventional standards 

(i.e., 0.841). 

Subjective norm about knowledge-sharing was reflectively measured by utilizing the six items 
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developed by Lin and Lee (2004) and Chatzoglou and Vraimaki (2009). Alternative answer 

items were rated on a five- point Likert scale with anchors that range from 1 as strongly disagree 

to 5 as strongly agree. Sample items include “Institution encourages employees to share their 

knowledge with colleagues” and “Immediate manager encourages employees to share their 

knowledge with colleagues.” The reliability for this measure was above conventional 

standards (i.e., 0.866). 

Perceived behavioral control to knowledge-sharing was reflectively measured using the four items 

developed by Lin and Lee (2004). Alternative answers item were rated on a five-point Likert 

scale with anchors that range from 1 as strongly disagree to 5 as strongly agree. Sample items 

include “My past experience has increased my confidence in my ability to make decisions 

encouraging employees to share knowledge with colleagues” and “I have the resources, abilities, 

and knowledge to make a decision facilitating employees in sharing knowledge with 

colleagues.” The α reliability for this measure was above the conventional standards (i.e., 

0.868). 

The knowledge-sharing intention was reflectively measured using five items, which were 

developed from Chatzoglou and Vraimaki (2009). Alternative answer items were rated on a 5-

point Likert scale with anchors ranging from 1 as strongly disagree to 5 as strongly agree. Sample 

items include “I will try to share my knowledge with my colleagues more frequently in the 

future” and “I will try to share my knowledge with my colleagues in a more effective way”. 

The α reliability for this measure was above conventional standards (i.e., 0.832). 

Knowledge-sharing behavior was reflectively measured using the four items developed by Lin 

and Lee (2004). Alternative answers items were rated on a five-point Likert scale with anchors that 

range from 1 as strongly disagree to 5 as strongly agree. Sample items include “Employees in 

my company share know- how from work experience with each other” and “employees in my 

company share expertise obtained from education and training methods.” The α reliability for 

this measure was above conventional standards (i.e., 0.838). 

PLS analysis 

The hypothesis in this study was tested using partial least squares - structural equation 

modeling (PLS-SEM) analysis through WarpPLS 6.0. SEM is a type of multivariate analysis in 

the social sciences (Solihin & Ratmono, 2013). PLS is a variance-based SEM that can 

simultaneously evaluate measurement models and structural models (Abdillah et al., 2016). PLS-
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SEM analysis is used because this study has an unobserved variable (Latan & Ghozali, 2012; 

Solihin & Ratmono, 2013). Moreover, PLS-SEM analysis can test complex research models 

simultaneously (Ghozali, 2014; Solihin & Ratmono, 2013). It is also a powerful method of 

analysis and is often referred to as soft modeling because it can test data that has a small 

sample size (Latan & Ghozali, 2012; Ghozali, 2014; Hair et al., 2014). 

PLS-SEM consists of two steps (Chin, 2010; Hair et al., 2012; Hair et al., 2014). First, PLS-

SEM analysis “focuses on the reliability and validity of the measures used to represent each 

construct” (Chin, 2010). Chin (2010) also explained that “If the measures are not representing 

the constructs of interest there is little reason to use them to test the theoretical model in 

question.” This confirms that the measurement model evaluation process is crucial in a PLS-

SEM analysis before testing the hypothesis model. Second, after the measures represented 

each construct, the theoretical model was assessed to explain whether the hypotheses were 

supported statistically or not (Abdillah et al., 2016; Chin, 2010; Hair et al., 2014; Ting et al., 

2015). 

EMPIRICAL RESULTS AND DISCUSSION 

Empirical Results 

Measurement model analysis 

Statistical test results on the measurement model evaluation on PLS analysis was 

employed to test validity and reliability (Hair et al., 2014). Assessment at this stage aims to 

determine whether each instrument item utilized to measure constructs, such as attitude 

toward knowledge-sharing, subjective norms about knowledge-sharing, perceived behavioral 

controls for knowledge-sharing, knowledge-sharing intention, and knowledge-sharing behavior, 

has good accuracy and consistency levels (Hartono, 2011; Abdillah & Hartono, 2015). 

Convergence and discriminant validity was tested initially in this evaluation. 

Convergent validity test 

Variable Items Convergent validity 

Factor 

loading 

AVE 

Knowledge-sharing behavior (KSB) 4 0.698 – 0.809 0.564 

Knowledge-sharing intention (KSI) 4 0.665 – 0.801 0.554 
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Attitude toward knowledge-sharing (A) 5 0.628 – 0.753 0.515 

Subjective norm about knowledge-sharing (SN) 6 0.672 – 0.788 0.520 

Perceived behavioral control to knowledge-

sharing (PBC) 

4 0.765 – 0.807 0.622 

Table 2 presents the assessment of the convergent validity of the constructs in this study. 

The illustration shows that the loading factor values for each instrument range between 0.60 

and 0.80. These values demonstrate adequate convergent validity (Chin, 2010). Table 2 also 

depicts the value of average variance extracted (AVE). The AVE values for each construct 

achieve the minimum threshold value of 0.50, which indicates that the items loaded to the 

respective constructs explain more than 50 percent of the variance of the construct (Hair, et 

al., 2014; Ting et al., 2015). 

Discriminate validity and reliability test 

Variable Composite 

Reliability 

Correlation 

KSB KSI A SN PBC 

KSB 0.83

8 

0.751     

KSI 0.83

2 

0.690*

* 

0.744    

A 0.84

1 

0.445*

* 

0.390*

* 

0.717   

SN 0.86

6 

0.535*

* 

0.613*

* 

0.383*

* 

0.721  

PBC 0.86

8 

0.538*

* 

0.499*

* 

0.426*

* 

0.519*

* 

0.789 

Note: Diagonal elements are the square root of the AVE statistics. Off-diagonal elements are 

the correlation between the latent variable calculated in PLS ** Significant at p < 0.01. 

Outer model loadings and cross loading 
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 Loadings and cross-loading for the measurement (outer) model 

KSB KS

I 

A SN PBC 

KSB 01 (0.734) 0.178 0.095 −0.021 −0.057 

KSB 02 (0.809) 0.060 −0.052 −0.159 0.253 

KSB 03 (0.758) 0.067 0.012 −0.238 0.045 

KSB 04 (0.698) −0.330 −0.053 0.464 −0.282 

KSI 01 0.308 (0.780) 0.173 −0.100 −0.188 

KSI 02 0.065 (0.724) −0.044 0.295 0.062 

KSI 03 −0.385 (0.665) −0.082 0.033 0.074 

KSI 04 −0.038 (0.801) −0.061 −0.197 0.065 

A 01 0.194 −0.363 (0.753) 0.088 0.216 

A 02 0.132 −0.200 (0.752) −0.058 0.210 

A 03 −0.132 0.400 (0.744) −0.176 −0.052 

A 04 0.164 −0.116 (0.628) 0.269 −0.455 

A 05 −0.356 0.284 (0.702) −0.086 0.006 

SN 01 0.019 0.044 −0.065 (0.718) 0.167 

SN 02 0.239 −0.187 −0.091 (0.715) −0.070 

SN 03 0.206 −0.089 −0.040 (0.788) −0.015 

SN 04 −0.161 0.140 0.185 (0.705) −0.061 

SN 05 −0.208 0.181 0.215 (0.672) −0.111 

SN 06 −0.130 −0.067 −0.183 (0.722) 0.083 

PBC 01 0.014 0.096 −0.010 −0.019 (0.807) 

PBC 02 0.172 −0.297 −0.119 0.044 (0.765) 

PBC 03 −0.000 −0.110 0.215 0.034 (0.776) 

PBC 04 −0.178 0.291 −0.084 −0.055 (0.806) 

 

Tables 3 and 4 show the discriminant validity assessment. Discriminant validity was 

evaluated based on the square root of AVE compared with the correlations among the latent 

variables (Chin, 1998b; Hair et al., 2012; Hair et al., 2014). The items were evaluated in relation 

to each construct (cross loading) (Chin, 2010). Table 3 describes the value of correlation 
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between constructs below the square roots of the AVE. Moreover, Table 4 shows that each item 

has the loading factor higher than the cross-loadings. The values explain that the item is more 

strongly related to its construct column than any other construct column (Chin, 2010; Hair et 

al., 2014). These discussion results explain adequate discriminant validity. 

Moreover, Table 3 presents the assessment of construct reliability for this study. The 

values of composite reliability are 0.838 (KSB), 0.832 (KSI), 0.841 (A), 0.866 (SN), and 0.868 

(PBC). These values indicate that the all of the constructs possess internal consistency (Abdillah & 

Hartono, 2015; Chin, 2010; Hair et al., 2014; Hartono, 2011; Latan & Ghozali, 2012; Solihin & 

Ratmono, 2013). 

Structural model analysis 

Ensuring no collinearity issues in the structural model is essential before evaluating the 

structural model (Ting et al., 2015). Table 5 shows the result of the full collinearity test (full 

collinearity VIF). The table describes that each variable has a value of VIF below 3.3. These 

results explain that collinearity is not a concern in the structural model (Kock, 2014; Solihin & 

Ratmono, 2013; Ting et al., 2015). 

Full collinearity test (Full collinearity VIF) 

KSB KSI A SN PBC 

2.20

8 

2.29

2 

1.35

0 

1.81

4 

1.64

9 

The structural model is evaluated after ensuring no co linearity issues in the structural 

model. The study investigates the factors that encourage knowledge-sharing behavior among 

banking officers using Ajzen’s theory of planned behavior. Table 6 describes the results of the 

PLS model. The findings indicated that the attitude toward knowledge-sharing has a significant 

positive effect on knowledge-sharing intention (β = 0.127, p < 0.05). This result supports H1, 

which states that the attitude toward knowledge- sharing positively affects knowledge-sharing 

intention. Table 6 also shows that the subjective norm about knowledge-sharing has a significant 

positive effect on knowledge-sharing intention (β = 0.457, p < 0.01). This finding supports H2, 

which claims that the subjective norm about knowledge-sharing positively affects 

knowledge-sharing intention. The third hypothesis (H3) is supported statistically (β = 0.208, p 

< 0.05). The data proved that perceived behavioral control to knowledge-sharing has a 
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significant positive effect on knowledge-sharing intention. The fourth hypothesis (H4) is 

supported statistically (β = 0.561, p < 0.01). The data proved that knowledge-sharing intention 

has a significant positive effect on knowledge-sharing behavior. Moreover, perceived behavioral 

control has a significant positive effect on knowledge- sharing behaviors (β = 0.192, p < 0.05). 

This result supports H5, which states that perceived behavioral control positively affects 

organizational commitment knowledge-sharing behaviors. 

This study also extends the investigation on the mediating role of knowledge-sharing 

intention in the effects of attitude, subjective norm, and perceived behavioral control toward 

knowledge-sharing behavior. The significance of the indirect effect was computed by WarpPLS 

6.0 Software (Kock, 2014). The results are presented in Table 6. The sixth hypothesis (H6) is 

supported statistically (β = 0.062, p < 0.05). The data proved that knowledge-sharing intention 

is mediated in the effects of attitude on knowledge-sharing behavior. A significant indirect effect 

of the subjective norm toward knowledge-sharing behavior through knowledge-sharing intention 

was also found (β = 0.223, p < 0.01). This result supports H7, which states that subjective 

norm about knowledge-sharing has an indirect effect on knowledge-sharing behavior through 

knowledge-sharing intention. The last hypothesis (H8) is supported statistically (β = 0.102, p 

< 0.01). The data proved that knowledge-sharing intention is mediated in the effects of perceived 

behavioral control toward knowledge-sharing behavior. 

PLS analysis result 

 A SN PBC KSI 

Direct effect     

 

0.489

** 

KSI 0.127

* 

0.457

** 

0.208* 

KSB 0.141

** 

0.082

ns 

0.192* 

Indirect effect  

 

0.062

* 

 

 

0.233

** 

 

 

0.102

* 

 

KSI 

KSB 

Total effect     
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KSI 0.127

* 

0.457

** 

0.208*  

0.489

** KSB 0.203

** 

0.305

** 

0.294** 

** p < 0.01* p < 0.05 ns (not significant) 

 Figure 3. PLS analysis result 

Finally, the result in Table 6 also reveals a full mediation role of knowledge-sharing 

intention in the effect of subjective norm on knowledge sharing behavior. A full mediation is 

indicated in which the direct effect subjective norm on knowledge-sharing behavior is not 

significant (β = 0.082, not significant), whereas the indirect effect is significant (β = 0.233, p < 

0.01). In this model, full mediation means that the effect of the subjective norm to knowledge-

sharing behavior is completely transmitted with the help of another variable knowledge-sharing 

intention (Nitzl et al., 2016). Knowledge-sharing intention partially mediates the effects of 

attitude and perceived behavioral control on knowledge-sharing behaviors. A partial 

mediation is indicated when the direct effects of attitude and perceived behavioral control 

toward knowledge-sharing behavior are significant (β = 0.141, p < 0.01; β = 0.192, p < 0.05), 

whereas the indirect effect is also significant. The partial mediation in this model means that a 

portion of the effects of attitude and perceived behavioral control toward a knowledge-sharing 

behavior are mediated through knowledge- sharing intention, whereas attitude and perceived 

behavioral control still explains a portion of knowledge- sharing behavior independent of 

knowledge-sharing intention (Nitzl et al., 2016). 
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Discussion 

This section shows the findings related to the hypotheses developed. This study aims to 

investigate the prediction of knowledge-sharing behavior in a banking officer in Tiruvanamalai 

district. We started by examining the model of behavioral prediction proposed by Ajzen 

(1991). The first hypothesis claims that “attitude toward knowledge-sharing positively affects 

knowledge-sharing intention.” The result of H1 revealed that attitude toward knowledge-sharing has a 

positive effect on knowledge-sharing intention. The results are consistent with the findings of 

most previous studies (Chatzoglou & Vraimaki, 2009; Chennamaneni et al., 2012; Jolaee et 

al., 2014; Lin & Lee, 2004; Luturmas & Indarti, 2016; Teh & Sun, 2011; Tsai et al., 2012; Mafabi 

et al., 2017; Rahab & Wahyuni, 2013; Ryu et al., 2003). An employee’s positive assessment of 

knowledge- sharing can improve the employee’s intention to perform knowledge-sharing. An 

employee’s negative evaluative assessment of knowledge-sharing tends to encourage 

employees’ unwillingness to engage in a knowledge-sharing behavior. 

The second hypothesis states that “subjective norms about knowledge-sharing positively affect 

knowledge sharing intention.” The result of H2 revealed that subjective norms about knowledge-

sharing positively influence knowledge-sharing intention. The results are consistent with 

several studies in the past (Chatzoglou & Vraimaki, 2009; Chennamaneni et al., 2012; Lee & 

Hong, 2014; Lin & Lee, 2004; Mafabi et al., 2017; Rahab & Wahyuni, 2013; Tsai et al.,2012). 

Social environmental support from managers, institutions, and colleagues in the organization 

plays an important role in encouraging employees’ intention or reluctance to share their 

knowledge. An employee that has beliefs about the expectations of a referent group for 

knowledge-sharing tends to have knowledge-sharing intention. Conversely, an employee who 

believes that knowledge-sharing behavior is not expected by the referent group determines the 

reluctance of employees to perform knowledge-sharing behavior. 

The third hypothesis claims that “perceived behavioural control knowledge-sharing positively affects 

knowledge- sharing intention.” The result of H3 showed that perceived behavioral control to 

knowledge-sharing positively influences knowledge-sharing intention. This result is consistent 

with the past study (Al Qeisi & Al Zagheer, 2015; Chatzoglou & Vraimaki, 2009; 

ALOCHANA JOURNAL  (ISSN NO:2231-6329)  VOLUME 13 ISSUE 7 2024

Page No: 276



Chennamaneni et al., 2012; Lee & Hong, 2014; Lin & Lee, 2004; Mafabi et al., 2017; Razak et 

al., 2015). Predictions about the ease perceived by an employee in performing knowledge-

sharing determine the employee’s intention to undertake knowledge-sharing behavior. 

Conversely, predictions about the difficulties experienced by employees in sharing knowledge 

determine the employee’s reluctance to perform a knowledge-sharing behavior. 

Moreover, the fourth hypothesis indicates that “knowledge-sharing intention positively affects 

knowledge- sharing behavior.” The result of H4 explicated that knowledge-sharing intention 

positively influences knowledge-sharing behavior. This result is consistent with those of 

previous studies (Al Qeisi & Al Zagheer, 2015; Chatzoglou & Vraimaki, 2009; Chennamaneni et 

al., 2012; Lee & Hong, 2014; Lin & Lee, 2004; Mafabi et al., 2017). Employees’ intention to 

share their knowledge is assumed as the motivational factors that influence knowledge-sharing 

behavior (Ajen, 2005). Knowledge-sharing intention is an indication of the extent that people 

are willing to try and the effort they are planning to exert to perform knowledge-sharing 

behavior (Ajzen, 1991). The stronger the employee’s intention to knowledge-sharing is, the more 

likely for the employee to perform knowledge-sharing behavior. Conversely, the lower the 

employee intention to knowledge-sharing is, the more likely for the employee to not perform 

knowledge- sharing behavior. 

Moreover, the fifth hypothesis states that “perceived behavioural control to knowledge-sharing positively 

affects knowledge-sharing behaviour.” The result of H5 showed that perceived behavioral control 

to knowledge- sharing has a direct positive effect on knowledge-sharing behavior. The result 

is consistent with that of past research (Chatzoglou & Vraimaki, 2009; Chennamaneni et al., 

2012; Lee & Hong, 2014), which has explained the predictions about the ease are perceived by 

an employee in performing knowledge-sharing allows employees perform knowledge-sharing 

behavior. Conversely, when predictions about the difficulties experienced by employees in 

sharing knowledge are made, employees tend to should not perform the knowledge-sharing 

behavior. 

This study further investigates the role of mediators of knowledge-sharing intention in 

the model. The sixth hypothesis states that “attitude toward knowledge-sharing indirectly affects 

knowledge-sharing behaviour through knowledge-sharing intention.” The result of H6 revealed that 

intention to knowledge-sharing partially mediates the effects of attitude and perceived behavioral 

control on knowledge-sharing behaviors. This result described that an employee’s positive 
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attitude toward knowledge-sharing indirectly could lead employees to perform the knowledge-

sharing behavior through high knowledge-sharing intention. Partial mediation in these results 

means that, in addition to the indirect effect, employee’s attitude toward knowledge-sharing 

directly tends to facilitate knowledge-sharing behavior. 

Moreover, the seventh hypothesis claims that “subjective norm about knowledge-sharing indirectly 

affects knowledge-sharing behaviour through knowledge-sharing intention.” The result of H7 showed 

that knowledge- sharing intention fully mediates the effect of subjective norm about 

knowledge-sharing toward knowledge-sharing behavior. This result is consistent with that of past 

studies (Mafabi et al., 2017). Beliefs about the expectations of the referent group for 

knowledge-sharing indirectly tend to make employees perform knowledge-sharing through 

high knowledge-sharing intention. Full mediation in this model explains that knowledge-

sharing intention has a critical role in completely transmitting the effect of a subjective norm 

toward knowledge-sharing behavior (Nitzl, 2016). 

Moreover, the last hypothesis states that “perceived behavioural control to knowledge-sharing indirectly 

affects knowledge-sharing behaviour through knowledge-sharing intention.” The result of H8 explicated that 

the intention to knowledge-sharing partially mediates the effects of perceived behavioral control on 

knowledge-sharing behavior. This finding explained that the predictions about the ease 

perceived by an employee in performing knowledge-sharing indirectly encourage employees to 

perform knowledge-sharing through strong employee intention to knowledge-sharing. Partial 

mediation in these results also means that, in addition to the indirect effect, the ease perceived 

by an employee in performing knowledge-sharing tends to directly create a knowledge-sharing 

behavior. 

 

CONCLUSION 

This study has made a valuable contribution in substantiating and extending theory of 

planned behavior (Ajzen, 1991) within a knowledge management context to understand the 

factors that encourage knowledge-sharing behavior among banking officers, with knowledge-

sharing intention as mediation. This study also answers some of the research that has shown 

contradictory results. The work provides empirical answers as a scholarly response to the lack of 

empirical study that investigates the mediation role of knowledge-sharing intention in predicting 
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the knowledge-sharing behavior of banking officers in the same contexts, such as India. 

In addition to the theoretical contribution, this study also provides practical implications 

for managers in banking industries about the importance of understanding a model on 

encouraging the knowledge-sharing behavior. The findings provide insights into the important 

role of attitude, subjective norm, and perceived behavioral control in encouraging knowledge-

sharing behavior through high knowledge-sharing intention. Therefore, to make banking 

officers want to share their knowledge, the management should provide employees support 

and create innovative climate and norms that build positive attitudes in the organization 

(Jolaee et al., 2014). 

Despite its valuable contributions to theory and practice, the current study has several 

limitations that should be acknowledged. First, the variables in this study were measured 

through self-reporting; thus, the results of the study may be biased (Chatzoglou & Vraimaki, 

2009). Second, given that this research only uses a sample that was selected from banking 

industries, the results could not be generalized to other sectors. Third, data collection was 

restricted to banking officers in Tiruvanamalai district. Consequently, the results of this study 

may not be confirmed when we want to examine the same sector in other counties with different 

national cultures. Moreover, additional factors should be considered to further explore the 

model of encouraging the knowledge-sharing behavior. These factors are personal factors, 

such as self- efficacy (Brooke et al., 2017) and personality (Wang & Noe, 2010), and 

environmental factors, such as a social network (Jolaee et al., 2014), interpersonal trust (Jain 

et al., 2015; Wang & Noe, 2010), organizational and social support (Brook et al., 2017; Jolaee 

et al., 2014). 
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