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ABSTRACT

Sudies into knowledge sharings’ attitudes and intentions, in the context of the hotel industry, have
received relatively little attention. This current study is intended to fill that void and contribute to the
existing discussion of knowledge sharing studies of hotel businesses. The main objective of the current
study is to examine: 1) the effect of extrinsic motivation, absorptive capacity, channel richness and
sense of self-worth on people’s attitude towards knowledge sharing, and 2) the effect of people's
attitudes towards knowledge sharing and the intention to share knowledge. The study mainly uses the
Theory of Reasoned Action (TRA) as the point of departure to understand the attitude and intention of
knowledge sharing. It also proposes six hypotheses. We conducted a survey among 300 employees
from various hotels in the city of Ambon, Indonesia. The data are tested using Sructural Equation
Modelling (SEM) techniques. The findings substantiate theoretical discussions and previous studies.
The extrinsic motivation, absorptive capacity, and in-role behaviour have a positive effect on the
attitude towards sharing knowledge. In addition, the attitude to knowledge sharing has a positive
influence on the intention to share knowledge. Meanwhile, the effect of channel richness and the sense
of self-worth on the attitude to knowledge sharing are not supported. The study also provides
suggestions for hotel businesses to offer extrinsic rewards and improve their employees’ skillsin order
to enhance the employees' absor ptive capacities.
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INTRODUCTION tive approach to gain company competitiveness.
Knowledge sharing is defined as an exchange of
ideas, experiences, and thoughts among individ-
uals (i.e. Ismail et al., 2009). This means that
every individual, group, team, or division within
an organisation has different knowledge and
shares this knowledge to gain added value for

Nowadays, many organisations are forced to
formulate appropriate strategies to anticipate and
beat their competitors. Various factors such as
the ability to manage human resources, informa-
tion technology and knowledge are considered
as key ingredients for a company’s success

(Cabrera and Cabrera, 2005). Those interlocking the organisation. Moreover, Szulansk.i .(1995 )
proposes four main factors determining an

effective process of knowledge sharing: a) the
reliability of the source of knowledge; b) the
motivation for knowledge sharing; c) the capac-
ity to learn (new) knowledge; and d) the capacity
to apply new knowledge. One of the biggest
challenges in managing knowledge within an

factors result in companies having the capability
to improve their stock of knowledge by stimu-
lating their employees to share knowledge with
others, both inside and outside of the company.

Several authors (e.g. Liebowitz, 2003;
O’Dell and Grayson, 1998 in Kwok and Gao,
2005) argue that knowledge sharing is an effec-
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organisation is changing the attitudes of its
employees, so that the employees realise that
sharing knowledge has benefits for their jobs
(Ruggles, 1998; Bock et al., 2005).

From a knowledge-based view of a firm,
when an employee is aware and understands that
sharing her/his knowledge is a part of the
employee’s duties in their work place, he/she has
a better attitude towards knowledge sharing.
This is called in-role behavior, meaning that one
plays the role expected of them (e.g. Gross et al.,
1958; Teh and Yong, 2011). When this role is
regarded as a duty, an employee tends to carry it
out, rather than when it is regarded as an addi-
tional task (Morisson, 1994). In the context of a
knowledge-based organisation, an activity is
defined as in-role behavior when employees
apply knowledge sharing as a normal part of
their behaviour at work.

Knowledge sharing’s attitude influences the
intention to share knowledge (Lin, 2007).
Employees who are willing to share knowledge
with their colleagues are encouraged to repeat
this behavior so that consequently their intention
to share their knowlegde is increased (Wu and
Sukoco, 2010). When employees have a better
attitude towards knowledge sharing, they have a
greater intention to share their knowledge. This
knowledge sharing attitude is considered to exist
if any employees share their knowledge with
other colleagues within the company (Ryu et al.,
2003). Such an attitude comes from someone’s
feeling, either positive or negative, towards their
intended sharing behavior (Bock et al., 2005).

The current study uses the Theory of Reason
Action (TRA) to explain that a certain behavior
is determined by the way it responds to other
behavior (Fishbein and Ajzen, 1975; Korzaan,
2003). People tend to behave in one way when
they are influenced by a positive attitude, and in
an opposite manner when influenced by a nega-
tive attitude. Based on this TRA, in the context
of knowledge sharing, if an employee perceives
that knowledge sharing is a positive thing, and
then he/she also tends to share knowledge with
other employees.

The activity of sharing knowledge occurs not
only in manufacturing companies but also
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applies in service industries such as telecommu-
nications, transportation, banking, and even in
fast growing business such as the hospitality
sectors (Zeithaml and Bitner, 2003). The hotel
industry and other service industries such as
restaurants, accommodation, entertainment, and
transportation are currently facing stiffer
competition (Brotherton, 1999) that forces them
to have good systems for knowledge manage-
ment, particularly knowledge sharing. From the
literature on knowledge sharing, the vast major-
ity of the studies have been conducted in the
context of manufacturing industries, little atten-
tion has been paid to the service industries
including hotels, restaurants, and tourism (see:
Hallin and Marnburg, 2006; Hu et al., 2009).

In Indonesia, within the last five to ten years,
there has been rapid growth in the hotel industry,
including in eastern Indonesia. In Ambon, there
are 13 star hotels, three of them are 4-star hotels
that were established within the last five years.
In addition, Ambon is one of the preferred
tourist destinations and has great potential for
the hotel business (Media Indonesia, 2009).
According to the Indonesian Statistic Bureau
(Province of Maluku, 2016), the number of both
domestic and foreign tourists visiting Ambon
increased dramatically in the last three years. As
an 1illustration, the number of tourists in 2011
was 4,509 visitors, which increased significantly
in 2015 to 6,685, with the annual number of
tourists during the period from 2011-2015 aver-
aging 5,335 persons. Based on these numbers,
we may argue that the increasing number of
tourists have galvanised people in the hotel
industry there to provide appropriate accommo-
dation and services to the tourists. The services
available are indeed based on knowledge (Hu et
al., 2009), thus it is important to study the influ-
ence of the attitude and intention of the
employees’ toward sharing their knowledge of
their work activities. The results of the current
study are beneficial for the development of the
hotel industry, particularly in eastern Indonesia.

Based on the above discussion, the current
study is essential because of some background
information. First, the number of prior studies on
the factors determining the attitude and intention
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to share knowledge in the hotel industry is
relatively limited (see: Hallin and Marnburg,
2006; Hu et al., 2009). Second, there are still
some inconsistencies in the prior studies about
the factors affecting the attitude to knowledge
sharing (Bock et al., 2005; Kwok and Gao,
2005; Burgess, 2005; Galia, 2006, Wasko and
Faraj, 2005; Teh and Yong, 2011), especially the
factors of extrinsic motivation and the sense of
self-worth. These lead us to study those factors
in order to test and re-validate them with special
reference to the hotel industry. Third, many
studies on the attitude and behavior to know-
ledge sharing have been done in many various
ways, i.e they have used various independent
variables such as: a) extrinsic motivation (e.g.
Bock et al.,, 2005; Kwok and Gao, 2005;
Burgess, 2005; Galia, 2006); b) absorptive
capacity (see: Kwok and Gao, 2005); ¢) channel
richness (e.g. Kwok and Gao, 2005; Murray and
Peyrefitte, 2007); d) sense of self-worth (e.g.
Bock et al., 2005; Wasko and Faraj, 2005; Teh
and Yong, 2011), and e) in-role behavior (e.g.
Teh and Yong (2011). Other previous studies
(i.e. Bock and Kim, 2002; Lin, 2007; Hsu and
Lin, 2008; and Teh and Yong 2011) treated the
knowledge sharing attitude as an independent
variable of knowledge sharing’s intent.

The current study was intended to integrate
the wvarious factors of knowledge sharing’s
attitudes in the context of the hotel industry. The
study aims to answer the following six ques-
tions: 1) does extrinsic motivation have a
positive influence towards a knowledge-sharing
attitude? 2) Does absorptive capacity have a
positive influence towards a knowledge sharing
attitude? 3) Does channel richness have a posi-
tive influence towards a knowledge sharing
attitude? 4) Does a sense of self-worth have a
positive influence towards a knowledge sharing
attitude? 5) Does in-role behavior have a
positive influence towards a knowledge sharing
attitude? 6) Does a knowledge sharing attitude
have a positive influence towards knowledge
sharing’s intention? The study is expected to
contribute to the literature on knowledge sharing
by adding empirical findings in the context of
the hotel industry.

September

This article consists of five parts. The first
part is the introduction. The second part
discusses the theories and hypotheses formula-
tion. The research methods are presented in the
third part. The fourth part presents the analyses
of the research results and hypotheses tests. The
last part contains the discussion, conclusions,
implications, limitations, and suggestions for
future research.

Literaturereview and hypotheses
development

This current study on knowledge sharing among
employees is based on the theory of reasoned
action (Ajzen and Fishbein, 1980), which
explains that human beings will behave ration-
ally (Davis et al., 1989). Humans have a logical
thinking mechanism which allows them to
decide what to do (Ramayah et al., 2004). This
theory claims that basically one behaves
cognizantly, has both explicit and implicit
considerations for behaviour, and is aware of the
implications of one’s behavior. In short, beha-
vior occurs because there is an intention to act.

Intention is the will to commit a certain act
(e.g. Ajzen and Fishbein, 1980; Hartono, 2007),
but does not yet carry it out (Hartono, 2007). In
the TRA, Fishbein and Azjen (1980) explain that
acts can be committed when one has an intention
to commit (behavioral intention). Behavioral
intention determines whether a certain act will
take place or not. Behavioral intention is a good
predictor of intended behavior. Intention will
determine an action, and it is more powerful than
tendencies (Fishbein and Azjen, 1980; Hartono,
2007).

Moreover, intention refers to two factors:
first, the personal factor i.e. a person’s attitude
towards behavior; and second, the social factor
i.e. subjective norms (see Ajzen and Fishbein,
1980). The personal factor means a person’s
manner towards an attitude that evaluates
someone’s trust or positive/negative feelings. An
employee is willing to commit a certain type of
act when he/she believes that it is a positive
thing. In the frame of knowledge sharing, an
employee is aware when sharing knowledge.
The social factor is the subjective norm that
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relates to a perception or assumption towards
social pressure.

This study highlights individual aspects i.e.
employees’ knowledge sharing within an organi-
zation. An individual has the cognitive capacity
(Nooteboom, 2000) to judge every decision upon
considerated behavior. Thus, the RAT (Ajzen
and Fishbein, 1980) is considered able to
specifically explain the personal factors affecting
an employee’s decision, e.g. extrinsic motiva-
tion, absorptive capacity, channel richness, sense
of self worth, and in-role behavior, for sharing
their knowledge.

This study aims to test the factors that
determining the attitudes to knowledge sharing,
e.g. the extrinsic motivation, absorptive capacity,
channel richness, sense of self worth, and in-role
behavior, on the attitude to knowledge sharing.
At the same time, the study also examines the
effect of the attitude towards knowledge sharing
on the intention to share knowledge, simusta-
neously. Each factor will be discussed in detail
in the following sub headings.

Extrinsic Motivation

Extrinsic motivation is defined as an action
performed to gain different outputs (Ryan and
Deci, 2000). The action is not solely intended to
accomplish the goal itself (Kruglanski, 1978;
Ryan and Deci, 2000; Vallerand and
Bissonnette, 1992). In an organization, extrinsic
motivation can be in the form of punishments
and rewards for certain attitudes (Ryan and Deci,
2000). Extrinsic motivation can be used to
encourage or prevent various attitudes which
support or are against the existing rules (Ryan
and Deci, 2000).

Moreover, extrinsic motivation is often used
as a strategy to develop and stimulate a know-
ledge sharing attitude within an organization.
This strategy will be effectively implemented in
a situation where there are more creative tasks,
tighter monitoring, and more detailed rules on
behaviour. Usually, an employee has to consider
the costs and benefits of any interactions he/she
makes (Cabrera and Cabrera, 2005). In the
context of knowledge sharing, an employee is

motivated to continue to share knowledge when
the interaction gives benefits. An organization
provides various ways to facilitate the know-
ledge sharing, such as providing rewards, com-
pensation, promotion, and also recognition by
one’s colleague’s (Cabrera and Cabrera, 2005).

In short, extrinsic motivation in the form of
rewards will increase the employees’ motivation
to share knowledge with others. Hence, the first
hypothesis to test is:

H1: Positive extrinsic motivation affects the
knowledge sharing attitude

Absor ptive Capacity

Knowledge sharing is a reciprocal process
between a knowledge giver and a knowledge
receiver (Kwok and Gao, 2005). The capability
of the receiver to absorb knowledge from the
knowledge source is called the absorptive
capacity (Cohen and Levinthal, 1990). When the
receiver fails to learn and absorb the (new)
knowledge, he/she fails in the learning process
of knowledge sharing.

Cohen and Levinthal (1990) define absorp-
tive capacity as the capability to absorb new
knowledge from others, integrate it with one’s
existing knowledge and at the same time use it.
In addition, Zahra and George (2002) state that
absorptive capacity consists of the capability to
integrate, acquire, transform, and exploit know-
ledge. Absorptive capacity reflects the capability
of an individual to learn and apply new know-
ledge which affects that individual’s perfor-
mance. Thus the absorptive capacity of an indi-
vidual is determined by their existing know-
ledge, which is determined by their educational
background, age, and work experience (Zahra
and George, 2002). It is obvious, that different
personal backgrounds result in different levels of
absorptive capacity. Those who have a high
capability to absorb knowledge and are highly
competitive tend to favor knowledge sharing
(Zahra and George, 2002). Hence, the second
hypothesis is formulated as follows:

H2: Absorptive capacity has a positive effect on
the knowledge sharing attitude
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Channel Richness

The process of knowledge sharing needs a
communications media to transfer the know-
ledge from the sender to the receiver. The
various communications media used to transfer
information from sources to receivers, either
verbally or non-verbally, are called channel
richness (Murray and Peyrefitte, 2007). Channel
richness represents the provision of various
communications media for the process of
knowledge sharing. Various ways to share
knowledge are used such as daily dialogues
through phone conversations, discussions, or
internet conversations (e.g. Kwok and Gao,
2005).

Robertson et al. (1996) states that channel
richness can help an organization’s members
find and share knowledge with each other at any
time and in every place. The richness of the
channel enables the members of the organization
to have a comfortable and flexible knowledge
sharing. The higher the richness of the channel is
for sharing knowledge, the more comfortable the
individuals are to share their knowledge. Based
on the above discussion, the third hypothesis is
stated as follows:

H3: Channel richness positively affects the
knowledge sharing attitude

Sense of self-worth

The theory of interaction and cognitive
orientation in sociology explains that the reason
for human beings conducting interactions is
because of their desire to be respected, to gain
social status and to be honoured (Wasko and
Faraj, 2005). One shares knowledge with others
to increase one’s sense of self-worth, or one’s
reputation in an organization.

The sense of self-worth is considered to be a
reflection of a person’s competence, status, and
valuable moral attitudes in the eyes of his/her
colleagues (Bock et al., 2005). The sense of self-
worth is one of the concepts of self-identity.
Burns (1979) says that the self-identity concept
is an image of what we think about ourselves,
and what we want.

September

In managing work within an organization, a
group’s knowledge sharing involves an intensive
and continuous interaction, providing informa-
tion or job descriptions, and receiving comments
from superiors about the work done (Cummings,
2004). When an employee carries his/her work
out as expected, the process of knowledge
sharing will improve and continue. Therefore,
employees who have high levels of self-esteem
tend to develop a positive attitude to sharing
knowledge.

Good feedback is very important for know-
ledge sharing activities. The more intense the
exchange of information is, the more obvious the
role of each individual is (Kinch, 1973). This
contributes to the growth of a sense of self-worth
resulting in more effective performance. Indi-
viduals who receive feedback from knowledge
sharing activities are more willing to contribute
to the process of knowledge sharing. Conse-
quently, this condition increases the individuals’
sense of self-worth. They understand that an
active involvement in knowledge sharing activi-
ties can be beneficial for other individuals within
the organization and the organization itself.
Individuals who have a sense of self-worth will
have positive feelings towards the knowledge
sharing attitude. Hypothesis four is then formu-
lated as follows:

H4: The sense of self-worth positively affects the
knowl edge sharing attitude

In-role behaviour

In-role behaviour is the attitude to perform-
ing work as it is expected to be done by what is
contained in the job description ((Gross et al.
(1958); van Dyne and LePine (1994); Teh and
Yong (2011)). In-role behavior is often related to
rewards and punishments. An employee does his
work based on his responsibilities, which are
specified in his job description, and is motivated
to gain rewards and to avoid sanctions when
failures take place. It can be then concluded that
giving rewards and punishments are very
influential to the successful outcome of any
employees’ work. The higher the rewards and
the heavier the sanctions for the employees, the



2016

higher the motivation of the employees will be
to improve their working performances for the
advancement of the organization (Teh and Yong,
2011). On the contrary, when the reward is
considered to be low and the punishment weak,
the motivation will also decrease and conse-
quently decreases the employees’ performance.

Rewards and punishments are a part of the
in-role behavior activities. It means that when an
employee feels that knowledge sharing is part of
his/her responsibilities, he/she will have a better
attitude towards knowledge sharing. On the
other hand, when an employee feels that know-
ledge sharing is not a part of his/her job, he/she
will have less of an inclination towards know-
ledge sharing. We may conclude that in-role
behavior affects the employees’ attitude towards
knowledge sharing. Hence, hypothesis five is
formulated as follows:

H5: In-role behavior positively affects the know-
ledge sharing attitude

Knowledge sharing attitude

According to the RAT, attitude is found to
have a significant influence on the intention to
share knowledge (Lin, 2007). Individuals who
intend to share and participate in group discus-
sions are more likely to repeat this behavior with
greater enthusiasm (Wu and Sukoco, 2010). The
RAT explains how one’s behavior is affected by
the intention to do something. One’s intention is
determined by one’s attitude. Thus, the intention
to share knowledge is determined by the know-
ledge sharing attitude.

In the context of individual behavior, a more
beneficial attitude to sharing becomes an indi-
cator to knowledge sharing. Behavioral inten-
tions are a function of attitudes. Attitude is the
evaluation of trust, or an individual’s posi-
tive/negative feelings to committing certain
behavior. The more positive an individual’s
attitude is towards knowledge sharing, the more
intention he/she has of sharing knowledge.
Based on these arguments, the sixth hypothesis
is stated as follows:
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H6: The knowledge sharing attitude positively
affects the knowledge sharing intention

All the six hypotheses are depicted in Figure 1.

Operational Definitions and M easurement

The variables used in this study are an endo-
genous or dependent variable and exogenous or
independent  variables. The independent
variables used to test the first five hypotheses
(H1 to HS5) are: (a) extrinsic motivation; (b)
absorptive capacity; (c) channel richness; (d)
sense of self-worth; and (e) in-role behavior,
while the dependent variable is the attitude to
knowledge sharing. Moreover, the attitude to
knowledge sharing is treated as the independent
variable to test Hypothesis 6 (H6), and the
intention to share knowledge is the dependent
variable. The operational definitions of all the
variables are summarized in Table 1.

Resear ch M ethodology
Sampling and Data Collection Techniques

This study applies an explanatory quantita-
tive approach using an instrument (i.e. a
questionnaire). As the objective of the study is to
examine the level of the attitude towards
knowledge sharing and the behavior of the
employees, we use a purposive sampling method
to select suitable respondents (Cooper dan
Schindler, 2011). The respondents are 325
employees from 13 hotels in the city of Ambon,
who all have at least one year’s experience of
knowledge sharing. Those 13 hotels comprised
of: two 1-star hotels, five 2-star hotels, five 3-
star hotels and one 4-star hotel.

Data were collected over a four month
period (March-June 2012) using face-to-face
interviews to ensure the response rate. Not
surprisingly, the response rate was very high
(100%). All filled questionnaires were 100%.
Among them, 25 questionnaires were rejected
due to having incomplete answers. The majority
of the respondents were male (65.67%), aged
between 21 and 35 years old (77.67%), and had
at least a senior high school level of education
(80,33%), as shown in Table 2.
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Figure 1. Research Model

Table 1. Variables and Operational Definition

Intention to
knowledge
sharing

September

No Variables Operational Definition Item
o . Drivers to gain certain goals or rewards such as increased
1. Extrinsic motivation . 3
tasks, wages, promotion, etc.
2. Absorptive capacity Capability to obtain, assimilate, and apply knowledge 3
Types and width of communications media used for verbal
3. Channel richness or non-verbal communications to facilitate knowledge 3
sharing from sender to receiver
4 Sense of self worth Posmve'behef in contributing to the organization through 5
the sharing of knowledge
5. In-role behavior (Real) attitude to working as is expected 6
Knowledge sharing attitude  One’s positive/negative feeling towards intended attitude 4
7. Knowledge sharing One’s willingness to share knowledge 4
Intention
Total Items 28

Source: Kwok and Gao (2005); Teh and Yong (2011)
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Table 2. Demographics of respondents

Item Category No. of respondents Percentage

Gender Male 197 65.67%

Female 103 34.33%

Age <20 years 21 7.00%

21 to 35 years 233 77.67%

35 to 50 years 44 14.67%

51 to 65 years 1 0.33%

> 65 years 1 0.33%

Education Junior high school 8 2.67%

Senior high school 241 80.33%

Diploma 30 10.00%

Bachelor 19 6.33%

Master - -

Doctor 1 0.67%
Validity and Reliability Test Before testing the hypotheses, we conducted
Table 3 shows that the respondents’ an analysis of the measurement model using

responses are valid. The responses to the seven
variables all scored highly on a 5-point Likert
scale. The study wuses face wvalidity and
convergent validity. All the variables and items
were taken from previous empirical research (i.e.
Kwok and Gao, 2005; Teh and Yong, 2011).
Based on this, we conclude that the instrument
of the study has fulfilled the terms for face
validity (Hair et al., 2010). Convergent validity
is shown by the Average Variance Error value
(AVE) (all scores for each variable have to be
above 0.5) (Hair et al., 2010: 709). Based on the
findings, we conclude that the items used in this
study meet the convergent validity. Table 3 also
depicts the scores for Cronbach’s alpha. All the
variables in the study have a score of above 0.7
for Cronbach’s alpha, which means that the
instruments used in this study are reliable (Hair
etal., 2010).

Data Analysis Methods

The hypotheses in this study were tested
using the Structural Equation Model (SEM).
This was chosen as the study required a model
capable of testing for relationships among latent
contructs, manifested in endogenous and
exogenous variables at the same time. SEM is
also useful to explain possible measurement
errors in the estimation process (Hair et al.,
2010:711), which the regression model cannot.

Confirmatory Factor Analysis (CFA) to fulfill
the criteria of goodness of fit (see Table 4). In
the CFA, when an indicator of constructs shows
a significant estimated value on the measured
constructs, it can be used in a structural model
analysis. The results show that all the estimated
values of the relation between indicators and
constructs are significant at the level of 0,1.
Based on this, the various models we use in this
study have good adjustments. Therefore, the
models can be used for the next step (i.e.
hypotheses testing).

Hypotheses Testing and Discussion

After the GoF criteria for the structural
model are fulfilled, the next step is analysing the
relationships of the structural models for the
hypotheses tests (see the initial model; modified
#1; modified #2; and the path analysis).
Hypotheses tests refer to the critical ratio values
resulting from the regression weights calcu-
lations for each inter-construct relationship
within the research model. The results show that,
in the initial model, only the inter-constructs
connection is significant i.e. the extrinsic
motivation and in-role behavior towards the
knowledge sharing attitude, and the knowledge
sharing attitude towards the knowledge sharing
intention. We then modified the structural
models (modified #1 and modified #2) with the
aim of getting the most appropriate alternative
model to explain the reality of the objects.
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Table 3. Responses of the respondents, reliability, and validity test
No Variabel Mean SD Cronbach NO' of Items SL AVE
Alpha items
EM1  0.79
1. Extrinsic Motivation [EM] 432 0.6 0.88 3 EM2 083 071
EM3  0.90
ACl 0.85
2. Absorptive Capacity [AC] 447 051 0.94 3 AC2 099 0384
AC3 092
CR1  0.73
3. Channel Richness [CR] 443 046 0.81 3 CR2 073 0.60
CR3  0.85
SSW1 0.52
SSW2  0.52
4. Sense of Self -Worth [SSW] 459 0.49 0.83 5 SSW3  0.80 (.53
SSw4  0.92
SSW5  0.78
IRB1  0.51
IRB2 0.73
. IRB3  0.83
5. In-Role Behavior [IRB] 444 0.48 0.83 6 IRB4 0.74 0.47
IRB5 0.62
IRB6  0.62
AKS1 0.75
, , AKS2 0.81
6. Attitude towards Knowledge Sharing [AKS] 4.47 0.50 0.82 4 AKS3 069 054
AKS4 0.66
IKS1 0091
. IKS2 0.72
7. Intention to Knowledge Share [IKS] 4.00 0.50 0.83 4 IKS3 067 0.57
IKS4 0.70
Table 4. Criteria and Results of Various Models of Goodness of Fit (GoF)
No. Goodness of Fit criteria Sﬁgﬁ;ﬁal Modified #1 Modified #2 Path Analysis
1. 1 643.313 687.878 8.596 8.227
2. df 334 383 5 5
3. CMIN/df 1.926 1.780 1.119 1.645
4. GFI 0.877 0.926 0.992 0.992
5. AGFI 0.850 0.862 0.955 0.957
6. RMSEA 0.056 0.052 0.049 0.046
7. CFI 0.925 0.926 0.963 0.966

Two types of modification were made to the
SEM i.e. modified #1 (a two-ways approach by
reducing the estimated parameter (Hair et al.,
2010:730) and modified #2 (a two-ways
approach with a composite, which was continu-
ing the step taken with modified #1 by
accumulating some indicators and changing the
unobserved variables to become a single
indicator (the composite) (Hair et al., 2010)).

These two modified models also get structural
GoF values along with their empirical data (see
Table 4). The modified GoF is better than the
unmodified GoF (see Table 4).

The significance value of the modified #1
model is better than the significance value of the
unmodified model. However, the significance
value of the modified #2 model is worse than
that of the modified #1 model (Table 2). Based
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on this result, a path analysis was conducted to
optimize the SEM modified model. The results
of data processing (Table 4) show that the GoF
path analysis is better than the GoF modified
SEM (modified #1 and modified #2). It can be
concluded that the structural model analysis with
path analysis is valid to test the hypotheses. The
results of the hypotheses testing based on the
path analysis are summarized in Table 5.

The hypotheses tests show that not all the
proposed hypotheses in this study are proven and
justify the previous studies. Each hypothesis is
discussed in detailed in the following sections.

Hypothesis 1: Extrinsic motivation positively af-
fects the knowledge sharing
attitude

This study successfully proves that extrinsic
motivation can encourage an employee to share
knowledge. As implied in the social exchange
theory, employees want to interact with others
because of the benefits gained from it (Cabrera
and Cabrera, 2005). In the context of a company,
employees that get great appreciation or rewards
from the company will spend more time sharing
their knowledge with others (e.g. Burgess,
2005). Appreciation or rewards become one of
the forms of extrinsic motivation to encourage
someone to conduct the desired actions (Galia,
2006). Rewards such as increased wages and
promotions drive employees to have a positive
attitude towards knowledge sharing activities.
This proves that employees will do knowledge
sharing activities when they get rewards or
appreciation for doing them.

Hypothesis 2: Absorptive  capacity positively
affects the knowledge sharing
attitude
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In conducting knowledge sharing activities,
employees are required to have a high capability
to absorb knowledge and then use it (Cohen and
Levinthal, 1990). Absorptive capacity is an indi-
vidual capability that affects a person’s perfor-
mance during the process of learning and then
implementing the knowledge. The absorptive
capacity is determined by the capability to
absorb knowledge, which can be measured by
one’s working experience and level of education.

In this study, the level of the absorptive
capacity of the hotel employees in Ambon is
indicated from their levels of education. Most of
the employees graduated from senior high
school, as a minimum. This may indicate that
they have a good absorptive capacity to enable
them to better absorb knowledge. Therefore,
they have a good attitude towards knowledge
sharing activities. The higher that the capability
of the employees to absorb and use knowledge
is, the higher their attitude towards knowledge
sharing activities will be. Employees believe that
knowledge sharing gives them a lot of benefits
to improve their capabilities in accomplishing
their jobs and tasks in the company. This study
supports the above argument.

Hypothesis 3: Channel richness positively affects
the knowledge sharing attitude.

Various communications media are needed
to transfer knowledge from senders to receivers.
Channel richness refers to the existence and
provision of these various ways during the
process of knowledge sharing (Kwok and Gao,
2005). The richness of the channel will facilitate
and stimulate the organisations’ members to
acquire and share knowledge within the
organisation (Robertson et al., 1996).

Tabel 5. Results of hypotheses testing

Hypotheses EV CR Noted
H1  Extrinsic Motivation=> Attitude toward Knowledge Sharing 0.072 1.709™  Supported
H2  Absorptive Capacity = Attitude toward Knowledge Sharing 0.071 1.528"  Supported
H3  Richness of Channel > Attitude toward Knowledge Sharing -0.015 -0348  Not supported
H4  Sense of Self-worth 2 Attitude toward Knowledge Sharing 0.015 0.220  Not supported
H5 In-Role Behavior > Attitude toward Knowledge Sharing 0.450 52777  Supported
H6  Attitude toward Knowledge Sharing - Intention toward 0.170 2.288"  Supported

Knowledge Sharing
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The result of Hypothesis 3 (H3) fails to
prove that channel richness positively affects the
knowledge sharing attitude. This result is
different from the previous research (e.g. Kwok
and Gao, 2005; Murray and Peyrefitte 2007).
Kwok and Gao (2005) found that the richness of
the channel positively affects the attitude to
knowledge sharing. Knowledge sharing can
successfully be conducted by the simplest means
i.e. daily dialogues. The richness of the channel
may result in various different ways that make
knowledge sharing activities easier; a great
number of channels help people to find
knowledge more easily (Robertson et al., 1996).
This also enables people, wherever they are and
whenever they want, to flexibly and practically
share knowledge. The findings of the current
study corroborate the previous studies which
stated that the more channels used to share
knowledge, the more the individuals share
knowledge and the more positively they behave
towards the process of knowledge sharing.

From the survey, the respondents reported
that they share knowledge via limited channels
of communication, such as e-mails and face-to-
face meetings. This may indicate that they have
a lack of communication channels for sharing
their knowledge in their company. This condi-
tion may hinder them in conducting knowledge
sharing which may explain why Hypothesis 3 is
not supported.

Hypothesis4: A sense of self-worth positively
affects the knowledge sharing
attitude

Good feedback is very important for activi-
ties like knowledge sharing. The more intense
that the exchange of information is, the more
obvious the role of each individual appears
(Kinch, 1973; Bock et al., 2005). This contri-
butes to the development of self-worth which
resulting in effective performance. Individuals
who receive good feedback from knowledge
sharing activities will be more active in sharing
their knowledge in the future. Consequently, this
increases the individuals’ sense of self-worth.

Knowledge sharing among employees
requires a good response. Previous authors (e.g.
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Kinch (1973); Bock et al. (2005)) argue that
when others respond positively to what we are
doing, we think that what we are doing is right
and, at the same time, our roles get improved
and continue. Based on the results of hypothesis
testing for H4, it shows that a sense of self-worth
does not positively affect the attitude to know-
ledge sharing. The current study does not corro-
borate the previous studies (e.g. Wasko and
Faraj, 2005; Teh and Yong, 2011).

From the face-to-face interviews with the
respondents, we found that they start sharing
knowledge when there are activities that have
positive impacts for their company. Some
respondents also state that there is not enough
feedback from their company about the know-
ledge sharing activities they undertook. This
situation may result in a loss of the sense of self-
worth among the employees, which in turn, may
affect the employees’ attitude to conducting
knowledge sharing. If the employees receive
good feedback on what they do, they would
think that what they did is right, and so this
might increase their role. These arguments may
explain the findings.

Hypothesis 5: In-role behavior positively affects
the knowledge sharing attitude

In-role behavior is the attitude to carry out
the assigned work, as it is expected to be done in
accordance with the job’s description (Gross et
al., 1958). When something is regarded as part
of his/her duties, an employee tends to carry it
out, rather than when it is regarded as an addi-
tional task or burden (Morisson, 1994). An
employee who feels that knowledge sharing is a
part of his/her job will have a better attitude
towards knowledge sharing. Not surprisingly,
the result of Hypothesis 5 proves that in-role
behavior positively affects the knowledge
sharing attitude. This result is in line with a
previous study by Teh and Yong (2011). The
findings indicate that employees who work in
hotels in Ambon understand that their sharing of
knowledge has a big role to play. Therefore,
their attitude towards knowledge sharing is
positive.
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Hypothesis 6: The knowledge sharing attitude
positively affects the knowledge
sharing intention

The last hypothesis in this study is H6,
which states that the attitude to knowledge
sharing positively affects the knowledge sharing
intention. Based on the results, we found that the
current study confirms the previous studies (e.g.
Hsu and Lin, 2008; Liao €t al., 2010; Lin, 2007;
Teh and Yong, 2011). The employees of the
hotels in Ambon show their intention to share
their knowledge with others within their organi-
sation. The more positive the attitude of an
employee is towards sharing their knowledge,
the higher the intention is towards sharing their
knowledge. In short, we conclude that the inten-
tion to share knowledge is a function of the
knowledge sharing attitude.

Conclusion, Contribution, and Suggestions for
the Next Research

In general, the current study provides an
empirical contribution about the effects of
extrinsic motivation, absorptive capacity, and in-
role behavior on the attitude to knowledge
sharing, and the effect of this knowledge sharing
attitude on the intention to share knowledge,
with special reference to a service-factory sector
(i.e. the hotel industry). These findings support
the previous empirical studies (such as Burgess,
2005; Galia, 2006; Lin, 2007; Hsu and Lin,
2008; Liao et al., 2010; Teh and Yong, 2011).
However, channel richness and sense of self-
worth are not found to have a positive effect on
the attitude towards sharing. The results of this
study do not support the research conducted by
Kwok and Gao (2005); Murray and Peyrefitte
(2007); Wasko and Faraj (2005); and Teh and
Yong (2011).

The results of the current study offer both a
theoretical contribution and managerial implica-
tions. From the theoretical perspective, this
study supports and strengthens the previous
research into the factors determining the attitude
and intention to share knowledge, with special
reference to the hotel industry in the eastern part
of Indonesia (ie. Ambon). Moreover, the study
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was intended to test inconsistencies in the
findings from previous studies i.e. the effect of
extrinsic motivation and the sense of self-worth
on the knowledge sharing attitude. From the
managerial perspective, the results of this study
provide suggestions for companies. For instance,
a company can provide extrinsic rewards to
encourage and motivate its employees’ to share
their knowledge. In addition, the company can
improve the skills of its employees through
workshops and training in order to develop their
role within the company and their absorptive
capacities.

The study is not without its limitations. The
current study utilizes cross-section data that may
not be able to capture a change in behavior from
attitude to intention. A future study may employ
different time spans to observe the real behavior.
The setting of the current study is the hotel
service sector, which is classified as a service-
factory (see Lovelock, 1983) that represents a
low level of employees’ interaction, customisa-
tion, and intensity. We expect that this study can
be generalized to other service factor contexts
such as restaurants, recreation areas, and airlines.
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