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ABSTRACT

Organizational commitment, defined as the individugttitude towards the
organization, is related to a whole set of behaviorcluding knowledge sharing behaviors,
product from the organizational process where idials mutually exchange their - implicit
and explicit — knowledge and jointly create new \Wkfemige, and organizational citizenship
behaviors, defined as behaviors that, while nom#dly required by job tasks, decisivelly
contribute to organizational success.

In present research, we try to find the relatiopshibetween organizational
commitment, knowledge sharing attitudes and orgdinizal citizenship behaviors in
portuguese public administration specific framewoekploring the links between Human
Resource Management and Knowledge Management.

To achieve the proposed goal, we performed a stuased on a quantitative
methodology, using for this purpose a sample ofkexs from three local portuguese public
organizations. The survey questionnaire was an-@sfgonse questionnaire, composed by
items from the three different scales that openafiae the constructs explored in our
theoretical research.

The municipalities, portuguese local administratignts, are a particular reality in
portuguese public management context, with wellingef particularities and evident
boundaries - a delimited surface, a clearly defimgdrvention spectrum and a whole of
available human, material and financial resources.

In present Master’'s Degree Dissertation in Busirkgsinistration, we were able to
conclude that, despite the lack of a knowledge#sbarculture in portuguese public
organization management strategies, portuguesecpsdstor workers are willing to exhibit
affective commitment and organizational citizenstphaviors, required attitudes for
successful knowledge sharing.

Proving that public administration workers exhilitose related behaviors and
attitudes should be the starting point to transfogmrelatively uncompetitive public sector

organizations into dynamic and knowledge-inteng#aening organizations.

JEL Classification System: O15 Human Resources, Human Development; D23

Organizational Behavior, D83 Information and Knodge



Keywords: Organizational commitment; organizational citizeips behavior;
knowledge sharing; Knowledge Management; Human UReso Management; Public

Administration



REsumMO

O comprometimento organizacional, entendido coratitade do individuo para com
a organizacao, encontra-se intimamente relacioocasiotodo um conjunto de comportamentos,
entre os quais se incluem os comportamentos déhaatd conhecimento, produto do processo
organizacional em que os individuos mutuamentalh@art o seu conhecimento — implicito e
explicito — e conjuntamente criam novo conhecimemtocomportamentos de cidadania
organizacional, entendidos como os comportamentesapesar de nao requeridos formalmente
pelas tarefas de trabalho, contribuem para o smoeganizacional.

Na presente investigacdo, procuramos perceberlages entre o comprometimento
organizacional, as atitudes de partilha de conhetine os comportamentos de cidadania
organizacional no contexto especifico da admirgatvgpublica portuguesa, alicercando assim
os “links” entre a Gestéo de Recursos Humanos &&de Conhecimento.

Para a prossecucdo do objectivo proposto, foi z&@di um estudo assente numa
metodologia quantitativa, recorrendo para o efaitoma amostra de colaboradores de trés
autarquias locais portuguesas, aos quais foi agiaam questionario de auto-resposta,
composto por itens das trés diferentes escalasppracionalizam os construtos que ancoram
a investigacao.

Os municipios, unidades administrativas do seafibign local portugués, constituem
uma realidade Unica no contexto da gestao puhbtitaguesa, com particularidades bem assentes
e fronteiras bem definidas — uma é&rea territoridindtada, um espectro de intervengéo
claramente definido e uma significativa quantidddeecursos humanos, materiais e financeiros
disponiveis.

A presente Dissertacdo de Mestrado em Gestao pemoitcluir que, apesar da falta
de uma cultura de partilha de conhecimento nastégias de gestdo das organizacdes
publicas portuguesas, existe predisposi¢do paxébeg@& de comprometimento organizacional
afectivo e comportamentos de cidadania organizakcemtre os trabalhadores da administracao
local portuguesa, atitudes necessarias para umabesdida partilha de conhecimento.

A demonstracdo de que os trabalhadores da admagdistpublica exibem este tipo de
comportamentos e atitudes, interrelacionados esifreonstitui 0 ponto de partida para a
transformacdo das relativamente pouco competitorgmnizacbes publicas em verdadeiras

organizacdes aprendentes.



Sistema de Classificagdo JELO15 Recursos Humanos, Desenvolvimento Humano;
D23 Comportamento Organizacional, D83 Informac&damhecimento

Palavras-chave: Comprometimento organizacional, comportamentos idadania
organizacional; partilha de conhecimento; Gestdo @onhecimento; Gestdo de Recursos
Humanos; Sector Publico
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“Science is not achieved by distancing oneself fronthe world; as generations of
scientists know, the greatest conceptual and metholbgical challenges come from

engagement with world.”

Whyte, Greenwood and Lazes, 1991, pp. 21
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Exploring the Links Between Human Resour ce M anagement and K nowledge M anagement

EXECUTIVE SUMMARY

The main goal of the present investigation was stugly of relationships between
organizational commitment, organizational citizapstehavior and knowledge sharing
attitudes in portuguese public administration dpeciontext, establishing and exploring the
links between Human Resource Management and Kngevlethnagement.

The specific goals of investigation included:

- The study of the relation between affective orgatamal commitment and
knowledge sharing in portuguese public adminisiratvorkers

- The study of the relation between affective orgamanal commitment and
organizational citizenship behavior in portuguesablic administration
workers

- The study of the relation between knowledge shamng organizational
citizenship behavior in portuguese public admiaistn workers

The constructs included in the research theoreticadel are affective organizational
commitment, knowledge sharing and organizationéizesiship behavior. Organizational
commitment can be defined as the relative streafyin individual’s identification with, and
involvement in a particular organization. Knowledgjgaring behaviors are defined as the
result from the organizational process where imtlisls mutually exchange their knowledge,
simultaneously bringing and getting new knowledg&ally, organizational citizenship
behavior can be defined as an individual extra-edfert, the discretionary behaviors that
exceed the formal role requirements and that imptbe overall function of the organization.

To achieve the proposed goals, a quantitative stvas/performed, using a sample of
116 workers from three local portuguese public oizaions, choosed by a convenience-
sampling technique. Scales used to operationaiizestigation constructs were adapted from
instruments tested and used in previous investigati

The choose of local administration specific contexis mainly related to an easier
access to information sources, but also becausmtimécipalities, portuguese local political-
administrative units, are a particular reality iarjpguese public management framework,

with well defined particularities and evident boands.
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Investigation results show that portuguese pubdicta workers exhibit affective
commitment, organizational citizenship and knowkedgharing behaviors. Research also
concluded that all these hypothetical constructewsenificantly correlated.

However, contrary to our expectations, no sta@diigcsignificant relations were found
between the exhibition of affective commitment @ torganization and specific variables
related to portuguese public sector framework, agthe type of employment relationship,
the number of years in public administration arelnbmber of years in present organization.

Our research results can be better understood tisigocial glue” provided by some
Human Resource Management related constructs, asidhe concepts of Organizational
Culture, Learning Organization, Psychological Caatand Trust.

Organizational Culture is identified as a majorabat to knowledge sharing. A
knowledge-sharing culture depends not only on dyemcluding knowledge in the
organization strategy, but also on changing indigld perception of their psychological
contract, in order to induce a change in individahikudes and behaviors that make workers
willingly and consistently share their knowledgerudt, coming from a supportive
environment, is a key element in an individual'scid®n to exhibit those attitudes and
behaviors, in which are included affective orgataaal commitment and organizational
citizenship behavior.

Despite the lack of a knowledge-sharing culturepartuguese public organization
management strategies, proving that public admatiesh workers exhibit affective
commitment, organizational citizenship and knowkeddharing behaviors and attitudes is
understood as the starting point to transforminigtireely uncompetitive public sector

organizations into dynamic and knowledge-inteng#aening organizations.



Exploring the Links Between Human Resource Managenm and Knowledge Management

PART ONE

THEORY, CONCEPTUAL FRAMEWORK AND HYPOTHESES

1. KNOWLEDGE MANAGEMENT IN THE ORGANIZATION

1.1. Knowledge, the Most Strategically Important Oganizational Resource

“The Master said, Yu, shall | teach you what knalgke is? When you know a thing, to
recognize that you know it, and when you do notwkadhing, to recognize that you do not
know it. That is knowledgeg(Confucius, 551-479 bjt in Hunt, 2003: 101).

The nature of work has a changing landscape (Ten&SR5). Capital and labor-
intensive firms are being replaced by knowledgessive firms, characterized by their
emphasis oknowledge

In today’'s economy, an organization’s available Wisalge is becoming an
increasingly importantesource(Nonaka, 1994; Leonard and Sensiper, 1998; VanHueyif
and De Ridder, 2004), probably the most stratelyicadportant (Pettigrew and Whip, 1993;
Nonaka and Takeuchi, 1995).

The notion of knowledge has been discussed foudestby various philosophers and
scientists, since Confucius and Aristotle. The gitzed notion that a person’s certainty is an
essential element of a person’s knowledge comesitaays. Indeed, the everyday usage of
the concept of knowing implies that a higher lewElcertainty is required to say that one
knows something than to say that one believesbeteo (Hunt, 2003).

Knowledge can be defined asndeniable facts and objective truths as well as a
institutionalized, socially constructed enactmehteality” (Furusten, 199%it in Sena and
Shani, 1999: 3).

According to various authors, knowledge can be bmsterstood in terms of three
related but not interchangeable concepts: datarnrdtion and knowledge. The assumption
seems to be that if knowledge is not somethingithdifferent from data or information, then
there is nothing new or interesting about knowledgmagement (Fahey and Prusak, 1998).
A commonly held view is thatata are set of discrete, objective facts about events.
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Informationis a processed and organized data presented textoData become information
when its creator adds meaning or value. Simildshgwledges derived from information as
information is derived from data. In this standppknowledge can be viewed as information
in context, the information possessed in the mirfd imaividuals together with an
understanding of how to use it (Dretske, 1981; Daweet and Prusak, 1998; Alavi and
Leidner, 2001; Galupt al.,2003}.

Since knowledge can be found in many forms andiest+ including organization
culture and identity, routines, policies, systemd documents —, the interlocking of data and
information sources when combined with human assastsduce an evolvindearning
environment. The infinite number of sources, wheganized, can enable an organization to
better manage the learning process (Alavi and lezid2001; Galugt al, 2003).

Because knowledge-based resources are usuallycullifiio imitate and socially
complex, various authors posit that new organipafidknowledge provides the basis for
organizational renewal and long-term sustainatbenpetitive advantagéDrucker, 1994;
Nonaka, 1994; Nonaka and Takeuchi, 1995; Inkpef618lavi and Leidner, 2001; Nonaka
and Toyama, 2003).

In the knowledge based economgdividuals and organizations are obliged to &cu
on maintaining and enhancing their knowledge ireotd innovate, and their ability to learn,
adapt and change becomes a core competency fovauiMurteira, 2004; Metaxiotist al.,
2005).

In these termsknowledge workersre those employees who apply their theoretical
and practical understanding of a specific area méwkedge to produce outcomes of a
commercial, social or personal value (Tampoe, 1998llectual capital or organizational
wisdom (Davenport and Prusak, 1998), is definethasapplication of collective knowledge
within the organization.

Lloyd (1996) discusses the knowledge value chaimcept where ideas, know-how,
skills, competencies and other forms of intellectagpital can be transformed into intellectual

assets with a measurable value to the organizdtdemotes that the intellectual capital needs

! Tuomi (1999, in Alavi and Leidner, 2001) makes it@noclastic argument that the often-assumed tubya
from data to knowledge is actually inverse: Knowjednust exist before information can be formuladed
before data can be measured to form informatiore @&bthor argues that knowledge exists which, when
articulated, verbalized and structured, becomesrimdition which, when assigned a fixed representagiod
standard interpretation, becomes data. Criticghi®argument is the fact that knowledge does Rrist @utside

of an agent, it is indelibly shaped by one’s nesgslsvell as one’s initial stock of knowledge (Falaeygl Prusak,
1998).

4
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to be visualized as the interchange of human dapmtganizational capital and costumer
capital.

Drucker (1994) points out that there’s a mutuales®lence: the organization needs to
serve and nurture the knowledge worker while atsdon@e time the worker needs the value-
creating processes and infrastructure of the org#ion, as well as conversations with
colleagues to unleash and leverage their knowledge.

Drawing on the work of Polanyi (1962, 1975), NonakiZ®94) explicated two
dimensions of knowledge in organizations. Accordinghis taxonom$; knowledge can be
eitherexplicit (knowledge that is formal, unambiguous, systemédilsifiable and scientific)
or tacit (knowledge that is intuitive, bodily, interpretiv@mbiguous and nonlinear) (Nonaka,
1994; Nonaka and Takeuchi, 199%able l1distinguishes these two forms of knowledge.

TABLE 1
Explicit vs. Tacit knowledge (adapted from Nonaka1994; Nonaka and Takeuchi, 1995;
and Anténio, 2006)

Explicit knowledge Tacit knowledge
- Formal - Intuitive
- Unambiguous - Ambiguous
- Scientific - Difficult to reduce to a scientifeguation
- Articulated - Non articulated
- Observable in use - Non observable in use
- Verifiable - Non verifiable
- Simple - Complex

Only explicit knowledge is the province of infornmat technology, including the

communication systems by which people informallgrghtheir observations and the more

% The tacit-explicit knowledge classification is wlg cited; although sundry other knowledge taxoresTare
suggested in literature, eschewing the recondittleties of the tacit-explicit dimension. Accorditg Nonaka
(1994), knowledge can also be viewed as existinthénindividual or the collectiveandividual knowledge is
created by and exists in the individual whereasial knowledge is created by and inherent in the ctilec
actions of a group. Zack (1998) refer to knowledgprocedural(know-how),causal(know-why), conditional
(know-when) orrelational (know-with). Alavi and Leidner (2001), citing a KRBMResearch Report, identify
pragmaticknowledge as the type of knowledge that is usefuhe organization. Examples include knowledge
about customers, products, processes and comgetithich can include best practices, heuristicsutatterns,
software code, business processes, frameworks addis

5
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formal repositories in which structured knowledgestored for later reuse (Markus, 206it,,
in Galupet al, 2003).

In contrast, tacit knowledge is stored only in tménd of the expert and is not
available for inspection (Davenport and Prusak,8)98o it cannot be captured, documented,
verified, codified and disseminated by a team ofmdm experts and knowledge
intermediarie$ (Galup et al, 2003). Thus, the personal nature of tacit knogéedequires
willingness on the part of those workers who passiesto share and communicate it
(Robertson and O’Malley Hammersley, 2000; Hislop03).

Although there has been a growing acknowledgembat much organizational
knowledge is tacit in nature (Davenport and Prug8Rg8; Haldin-Herrgard, 2000), a growing
number of writers are questioning the neat dichgtdetween tacit and explicit knowledge,
and instead suggest that tacit and explicit forrhkrowledge are inseparable, mutually
dependent and reinforcing qualities of knowledgec(fard, 2000; Alavi and Leidner, 2001;
Kluge et al, 2001,cit. in Hislop, 2003). In effect, tacit knowledge formsethackground
necessary for assigning the structure to develapiaterpret explicit knowledge (Polanyi,
1975). Leonard and Sensiper put it succinctly bgueng that“all knowledge has tacit
components{1998: 113).

1.2. Knowledge Management: An Organizational Changig and Developing Process

The traditional organization theory is based on vwiew of an organization as an
information-processing machine that takes and psEinformation from the environment to
solve a problem and adapts to the environment basedgiven goal. Because of theunded
rationality of human beings (March and Simon, 1958), an opmgdioin is necessary to deal
with a complex reality Reality is cut into pieces of information thaeamall and simple
enough for one person to process. Then the infeomad processed and reassembled by the

% According to Hunt (2003), tacit knowledge is a cept like gravity. You cannot see it, but can aolhgerve its
effects. Because knowledge is an invisible, intalegasset and cannot be directly observed, mangl@emnd
organizations do not explicitly recognize the intpace of knowledge, in contrast to their more Vesfimancial

and capital assets (Sveiby, 198it,in Hunt, 2003).

4 March and Simon (1958) theory recognizes thatmirgdional members have motives, drives, and anidd

in knowledge and capacity to learn and solve pmbleAccording to the authors, human beings havéddn
mental skills. That means that the creation, s®ragocessing, transfer and reception of knowlddne a cost.
The bounded rationality implies that the knowledlgat a decider possesses is limited to a minugzaite of

humanity’s global knowledge.

6
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organizational members so that the organizatioa &hole deals with the complex reality in
the end. This is a clearly static and passive \aétine organization.

However, this perspective fails to capture the dyicaprocess through which the
organization interacts with the individuals and #revironment. Instead of merely solving
problems, organizations create and define problelagelop and apply knowledge to solve
the problems, and then further develop new knovddtgough the action of problem solving.
In this changing and developing process, the orgdioin is not merely an information-
processing machine, but an entity that creates letdge through action and interaction
(Nonaka and Toyama, 2003).

Hence, themanagement of knowledge an organization is much more than the
storage and manipulation of data and informatibis Tan attempt to recognize the human
assets within the minds of individuals and levertgen as organizational assets that can be
accessed and used by a broader set of individualsvibose decisions the firm depends”
(Sena and Shani, 1999: 5). So, knowledge managensenpurported to increase
innovativeness and responsiveness, helping thenizageon to compete (Alavi and Leidner,
2001).

Knowledge managemehts gained a great deal of attention from bothatteelemic
and practitioners’ point of view (Wiig, 1993; Metaks et al., 2005). Myriad researchers
have presented knowledge management methodoldgaeseworks and technologies. More
than 15 years after its introduction, knowledge aggmment is now a keyword in
bibliographic databases and forms the conceptuzens of a developing literatdréMoffett
et al, 2003; Metaxioti®t al.,2005).

According to Metaxiotis and cols. (2005), histoligawe can distinguish three
generations of knowledge management. The perio®-1995 can be called as thiest
generation of knowledge manageméniring this stage, many initiatives focused ofinileg
knowledge management, investigating the potenealebts of knowledge management for
business and designing specific knowledge manageprejects (Senge, 1991; Wiig, 1993;
Nonaka, 1994; Nonaka and Takeuchi, 1995). AccordimgNonaka (1994), knowledge
management requires a commitment to create newsrétested knowledge, disseminate it

throughout the organization and embody it in praésiugervices and systems.

5 Knowledge management has its origins in a numberelaited business improvement areas, such as total
quality management (TQM), business process re-emgimg (BPR), information systems (IS) and human
resource management (HRM). It emerged on the mapgaiegy consultants and conference organizetisen
beginning of 1990’s, although the knowledge delbate started much earlier, with authors as HayekF1Lor
Habermas (1972).
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Thesecond generation of knowledge managemtarted to emerge around 1996 with
many corporations setting up new jobs for knowledggnagement specialists atchief
knowledge officers” (Metaxiotis et al, 2005: 7). During this generation, knowledge
management issues, systems, frameworks, technsjogperations and practices became
combined and also quickly absorbed to everyday rozgéional discourse (Holsapple and
Joshi, 1997; Ross and Ross, 1997; Davenport arghlera998; McAdam and Reid, 2000;
Weggeman, 2000; Alavi and Leidner, 2001; Liao, 2003

Resulting from new insights and practices, trard generation of knowledge
managemeneémerged around 2002 with new methods and reédtording to Wiig (2002),
one difference from the earlier knowledge manage¢menerations is the degree to which the
third generation is integrated with the enterpssphilosophy, strategy, goals, practices,
systems and procedures and how it becomes paraabf employee’s daily work-life and
motivation. This generation emphasizes the linkwken theory and practice, between
knowing and action (Wiig, 2002; Paraponaris, 20@3rraga and Garcia-Falcén, 2003;
Metaxiotiset al, 2005).

Thus, the management of intellectual capital catrdimed to two streams of thought —
strategy and measurement. According to Ross and R897), strategy focuses on the study
of the creation and use of knowledge and the oelatiip between knowledge and success and
value creation, while measurement focuses on dpwgjoinformation systems, measuring
organization’s knowledge. The third generation mdkledge management seems to integrate
these two streams of thought, focusing the resesrdhe organization'strategyand re-
examining its role.

Typically represented by the SWOT framework (AndsgeW971), the positioning
school mainly focuses on the environment in whiod drganization operates (Porter, 1980).
According to this perspective, the role of stratégyo adapt the organization to the threats
and opportunities in the environment with the givetnengths and weaknesses of the
organization. The environment can be viewed as wngdarget to which the organizations
are desperately trying to modify their operatiddence, the positioning school tends to stress
the analysis of the environment and ignore ther@ileprocess of the organization (Anténio,
2006).

On the other hand, thesource-based viewf the organization does look inside of
firms, in terms of the resources it owns. Accordiaghis perspective, the organization is a
collection of resources, and those with superi@oueces will earn rents (Penrose, 1959;
Rumelt, 1984; Wernerfelt, 1984; Prahalad and Had®90; Teece and Shuen, 1997). In this

8
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view, organizations need to keep their unique nessuin order to obtain competitive
advantages through such conditions as imperfedalmtiy, imperfect substitutability and
limited mobility of resources (Wernerfelt, 1984;rBay, 1995).

An organization’sdistinctive competences based on those unique and specialized
resources, assets and skills it possesses. AcgordinPenrose (1959), organization’s
knowledge is a distinctive competence that can de# uo build competitive advantage and
economic wealth. Theknowledge-based theorgxplains the dynamism in which the
organization continuously builds such distinctivempetences through the interactions with
the environment. Thus, strategy can be concepadb®s a combination of internal resources
and competences as well as environmental adjussnfidohaka and Toyama, 2003).

So, in current hyper-competitive context (Lopes,)nknowledge management is seen
as a response to“mess”, that is, environmental conditions that call fbe torganization to
develop methods for adaptation (Lillrarek al, 1998). It can be described as a set of
resources and requirements that an organizatiomlsnée fulfill for the adaptation to
successful.

Thus, there is general agreement that the primdsjectves of knowledge
management are to identify and leverage the colkeedtnowledge in an organization to
achieve the overriding goal of helping organizatiaompete and survive (Choo, 196#,in.
Metaxiotis, 2005). Although these objectives arenewhat distinct from the objectives in
information management, it is also agreed thatesgm knowledge management depends on
efficient information systems and successful infation management.

So, knowledge management is largely regarded asoeegs involving various
activities. Slight discrepancies in the delineatainthese activities appear in the literature.
However, at a minimum, research in this area cemsidhe four basic activities of
creating/constructingstoring/retrieving transferring and applying knowledgéHolzner and
Marx, 1979; Davenport and Prusak, 1998; Alavi amidher, 2001; Hlupiet al, 2002).
Consequently, successful organizations are thasectieate new knowledge, disseminate it
widely throughout the organization and quickly empat into new technologies, products
and services (Inkpen, 1996; Lillraek al, 1998).

This framework is grounded in the sociology of kiedge (Holzner and Marx, 1979)
and is based on the view of organizations as scoiéctives and knowledge systems. The
process of knowledge management does not repras#iatrete, independent and monolithic

organizational phenomenon, but an interconnectddraartwined set of activities. It consists
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of a dynamic and continuous set of processes atipes embedded in individuals, as well
as in groups and physical structures (Alavi andiher, 2001).
Table 2presents some of the most important researchibatitms to the field of

knowledge management, which are considered todegf@®nce points.

TABLE 2

Important Research Contributions to Knowledge Managment

Theme Author(s)
Distinction between explicit and tacit knowledge Nonaka and Takeuchi (1995)
Knowledge management foundations Wigg (1993)
Knowledge management frameworks Holsapple and Joshi (1997)
Successful knowledge management projects Davenport and Prusak (1998)
Knowledge management technologies Liao (2003)

1.3. Knowledge Management in Action: The Creation ad Transfer of Knowledge in the

Organization

Organizational knowledge starts with individualset@ and Shani, 1999). This
knowledge needs to be shared throughout the orgi@omz Otherwise, it will have limited
impact on organizational effectiveness. Thus, omgdionalknowledge creatiomepresents a
process whereby the knowledge held by individuasnplified and internalized as part of an
organization’s knowledge base (Nonaka, 1994).

Nonaka and Toyama (2003) conceptualize knowledgation as a dialectical process,
in which various contradictions are synthesizedulgh dynamic interactions among various
entities (individuals, groups, organizations) ane €nvironmefit These entities coexist with
the environment because they are subject to enmmeotal influence as much as the
environment is influenced by the entities, in a awrc process. So, the authors

conceptualized knowledge creation as a synthesjziagess through which an organization

® According to the authors, the key to understandivegknowledge-creation process is dialectic thigkand
acting, which transcends and synthesizes antitidetizncepts such as order and chaos, micro andompart
and whole, mind and body, tacit and explicit, s@ifd other, deduction and induction, and creatieity
efficiency (Nonaka and Toyama, 2003).
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interacts with individuals and the environmentrenscend emerging contradictions that the
organization faces. This interconnection betweeentsy and the structure makes the
knowledge process to occur as a dynamic and imtieed interaction from as individual-to-
societal level (Nonaka and Toyama, 2003).

Knowledge is not just a part of the reality. Itaigeality viewed from a certain angle
(context). In knowledge creation, one cannot be frem one’s one context. Social, cultural
and historical contexts are important for individu@/ygotsky, 1986) because such contexts
give the basis for one to interpret informationd®ate meanings. Hence, in knowledge
creation, one tries to see the entire picture afityeby interacting with those who see the
reality from other angles, that is, sharing theintexts (Nonaka and Toyama, 2003).

Once generated — from internal operations betwedividuals or from environment
sources communicating with the organization in aashyic process — knowledge cannot
reside passively in the minds of employees (Nonakd Takeuchi, 1995). It has to be
accessed, synthesized, augmented and developadotimal manner through training or in a
less formal way through work-related experienceéSand Shani, 1999).

The transfer of knowledgén an organization has becoméaaitical factor” (Syed-
Ikhsan and Rowland, 2004: 95) in an organizatieaiscess and competitiveness. Major and
Cordey-Hayes see knowledge transfer asamvVeyance of knowledge from one place, person,
ownership, etc., to another. It involves two or eparties and there has to be a source and a
destination” (2000: 411).

Generally, when something is being transferred, esora will gain it and someone
else will lose it. However, tacit knowledge, asiatangible asset, is different from tangible
assets. Tangible assets tend to depreciate in wdlea they are used, but knowledge grows
when used and depreciates when not used. This ntieainknowledge will keep on growing
whenever a person shares it or not. And when soengansfers their knowledge, they do not
lose it (Syed-Ikhsan and Rowland, 2004).

So, the nature of knowledge itself makes orgaronali knowledge difficult to transfer
as it is embedded in the organizational procegsesgedures, routines and structures (Teece,
2000). Thus, every organization needs to identifyere knowledge resides and strategies
should be designeih order to ensure knowledge is being creatednsterred and protected
in the right way and with the right individualgBloodgood and Salisbury, 2001: 55). Teece
asserts thatknowledge, which is trapped inside the minds of leenployers, in the file

drawers of databases, is of little value if not gligd to the right people at the right time”

11
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(2000: 38). This important dimension is identifibg¢ Syed-lkhsan and Rowland as the
“accuracy of knowledge transfer(2004: 99).

Thus, knowledge has the highest value, the mostahuoontribution, the greatest
relevance to decisions and actions and the gredggsndence on a specific situation or
context (Weggeman, 2000). It is also the mostdiffiof content types to manage, because it
originates and is applied in the minds of humamdpei(Metaxiotiset al., 2005). So, the
question that remains still valid is the followirf@an knowledge be managed?”

In rapidly changing and increasingly complex wogkerrangements, new knowledge
Is continuously being created, re-defined as wall beeing distorted. In this complex
environment, it is still questionable as to whabé&sng managed or as to whether knowledge
can be managed (Gill and Whittle, 1993).

Although some aspects of knowledge, as culture,aroegtional structure,
communication processes and information can be gemhaknowledge itself, arguably,
cannot (Kakabadseet al, 2003, in Metaxiotiset al.,, 2005). Reviewing knowledge
management literature, it can be argued that kraig@enanagement is not about managing
knowledge but about changing organizational cutuaed strategies to ones that value
learning and sharing (Gill and Whittle, 1993; Broamd Woodland, 1999; Metaxiotit al.,
2005).

1.4. The Knowledge Sharing Process: Knowledge Dormag versus Knowledge Collecting

As we have seen, although individual knowledge nsimportant organizational
resource, organizations can only begin to effebtiveanage knowledge resources when
employees are willing to share knowledge (Lin, 2008he sharing of knowledge between
individuals and departments in the organizatiorcesisidered to be a crucial process in
translating individual knowledge to organizatiokabwledge (Osterloh and Frey, 2000; Van
den Hooff and De Ridder, 2004).

According to Reid (2003), knowledge sharing creabgeportunities to maximize
organization ability to meet those needs and géeeisolutions and efficiencies that provide
a business with a competitive advantage.

Knowledge sharingcould be defined as the process where individmalgually
exchange their - implicit and explicit — knowledged jointly create new knowledge (Van
den Hooff and De Ridder, 2004).

12
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That definition implies that all knowledge sharipgcess consists of both bringing
and getting knowledge. According to Davenport amds&k (1998), knowledge transfer
involves two actions which ateansmission(sending or presenting knowledge to a potential
recipient) andabsorption (by that person or group). Consequently, knowledgaring
involves both &nowledge sourcand aknowledge receivefWeggeman, 2000), and in some
instance we can talk abokriowledge supplgndknowledge deman@rdichvili et al.,2003).

Van den Hooff and De Ridder (2004) combine thesepgaetives in labeling two
central processes:

a) Knowledge donatings defined as the communication to others what ©personal
intellectual capital is.

b) Knowledge collectings the process of consulting colleagues in ordegdt them to
share their intellectual capital.

Both processes are active processes, either gcteeimunicating to others what one
knows, or actively communicating to others what &news, or actively consulting others in
order to learn what they know (Van den Hooff andRb@der, 2004).

These processes can be expected to be influencaddrge number of factors. The
literature concerning the factors affecting knowjedsharing has identified a number of
different variables, from “hard” issues suchtashnologiesandtools (Hlupic et al, 2002) to
“soft” issues such asntention/motivation(Robertson and O’Malley Hammersley, 2000;
Ardichvili et al., 2003; Hinds and Pfeffer, 2003; Lin, 2008)yareness of knowledge needs
(Van den Hooff and De Ridder, 2004nterpersonal trust(Dirks and Ferrin, 2001; Lucas,
2005; Sharkie, 2005; Lin, 2006)pmmunication climatéZarraga and Garcia-Falcon, 2003;
Van den Hooff and De Ridder, 2004) amdanizational culturgHlupic et al, 2002; Moffett
et al, 2003; Lin, 2006).

Moreover, the personal nature of tacit knowledge sidficient to inhibit the
willingness of workers to share their knowledge {Btson and O’Malley Hammersley,
2000; Hislop, 2003). The inherent tension betweerkers and the organizations which they
work over who owns and controls their knowledgeasatly summed up by Scarbrough, who
suggests thdtknowing as an active, lived experience is in a stant state of tension with
knowledge as a commodity within firms and markét999: 6).

Storey and Barnett (200tit. in Hislop, 2003) suggest that knowledge is a resource
with a significant amount of potential status awogvpr, and argue that any attempt to manage,

control or codify organizational knowledge is likéb produce internal conflict aridrf wars
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as questions of who owns and controls knowledgdilely to emerge in all organizations, to
some extent.

Furthermore, the organizations with high turnovates have the risk of losing
valuable knowledge (Alvesson, 2000). This is aipaldr problem for organizations which
employ workers with specialized knowledge, which assought-after market resource
(Robertson and O’Malley Hammersley, 2000).

Thus, the typically conflictual nature of organipatl life, combined with the
personal nature of knowledge, and the fact thaepresents an important potential power
resource, means that the agency of the person adgepses it is required for it to be shared,
and that the departure of workers from organizatialso results in a loss of knowledge
(Hislop, 2003).

So, a growing body of research has shed a signtfi@aount of light on determining
which factors promote or impede the sharing of Kedge within groups and organizations.
In this study, we focus in one of the most impartahsuch influences: therganizational

commitment
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2. THE ORGANIZATIONAL COMMITMENT

2.1. The Commitment Components: Affective, Continuace and Normative

Commitment

Attempting to provide a full and complete picturetioe theory and research on the
topic of organizational commitment is a complexktadue both to the enormous volume of
writing and the extensive diversity of perspectigeshe topic. So, we will focus our analysis
in the description of specific issues that can keful to a better understanding of our
theoretical framework.

Mowday and cols. (1979) and Steers (1977) havettedoundations for an extensive
body of research into organizational commitmentitdrmost consensual definition, Mowday
and cols. (1979: 226) define organizational comrnaitmas*“the relative strength of an
individual’'s identification with, and involvememt & particular organization”

The literature concerning this subject has idesdifivarious dimensions of
organizational commitment construct (Salancik, 2M@wdayet al.,1979; Reichers, 1985).
But one of the most useful distinctions is preseriig Meyer and Allen (Allen and Meyer,
1990, 1996; Meyer and Allen, 1991, 1997), who dgish three different components of
commitment, each one reflecting a different typeatibchment to the organization. Each
component is considered to develop as a functionliiéérent determinants and to have
different implication for organizational behavias shown imrable 3

According to Meyer and Allen (1991ffective commitmentefers to the employee
emotional attachment to, identification with, andvalvement in the organization.
Continuance commitmenefers to an awareness of the costs associatéd l@aving the
organization. Finally,normative commitmenteflects a feeling of obligation to continue

employment.
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TABLE 3
The Organizational Commitment Components (adaptedrbm Allen and Meyer, 1990; and
Meyer and Allen, 1991)

Organizational ) ) )
Relation with the  Feeling towards

commitment Antecedents o o
organization the organization
component
Affective - work experience - emotional - want to continue
- work conditions attachment employment

- personal expectations- identification

- involvement
Continuance - function benefits - recognize of high - need to continue
- available jobs costs associated withemployment
leaving
Normative - personal values - feeling of - ought to continue
- perceived obligations obligation employment

2.2. Organizational Commitment and Knowledge Sharig

A large number of studies have come to conclustat knowledge management
ultimately depends upon people (Nonaka, 1994; Narsadd Takeuchi, 1995; Tenaski, 1995;
Inkpen, 1996). However, it is precisely theople(or human resourgeaspect that has been
the most neglected is studies in the field of Kremige Management (Inkpen, 1996;
Scarbrough, 1999; Soliman and Spooner, 2000; Hig0f3; Oltra, 2005). Moreover, human
resource practitioners and analysts have beenislavaking their mark in this emerging field
(Storey and Quintas, 2001; Hislop, 2003).

In fact, as we had seen previous, when knowledgeagement emerged as a subject
of particular interest to both academics and piiaogrs, in the early 1990’s, much of the
knowledge management literature was heavily focusedtechnological issues. But the
knowledge management conceptual landscape has exhasgch that the importance of
human and social factors has been increasinglygrezed (Soliman and Spooner, 2000;
Oltra, 2005).
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Importantly, in today’s context of work, people akdowledge are two concepts
inextricably joined. In fact, both people and knedde are to be regarded as having special
potential as scarce and idiosyncratic resourcessisent with the premises of the resource-
based approach to strategic management (RumeH; Y@&8rnerfelt, 1984; Anténio, 2006).

Paradoxically, however, while the importance ofstheassues has been widely
articulated, people management perspectives havetoyebe fully developed, and the
knowledge management literature has made onlyabamtid limited use or human resource
management concepts and frameworks (Storey anda@u2001; Hislop, 2003).

In other words, although managers are usually keerecognize the relevance of
human, cultural and social issues for knowledgeagament initiatives to succeed, a number
of structural, organization-embedded elemengsg- rigid structures, old-fashioned cultural
traditions, unfriendly policies and routines, commuation pitfalls - create obstacles to the
knowledge management efforts which are quite diffico overcome (Tampoe, 1993;
Edmondson and Moingeon, 1996; Inkpen, 1996; Scadir01999).

So, currently, the literature has reached the pafisicknowledging the importance of
human resource variables in Knowledge Managemaerithhs not made the next step of
investigating and theorizing these issues in déthdlop, 2003; Oltra, 2005). In those studies,
one key issue emerged: the organizational commitmen

Mostly in theoretical studies, various authors hapecifically investigated the
relationship between organizational commitment dmbwledge sharing attitudes and
behaviors (Robertson and O’Malley Hammersley, 2088ll, 2001; Jarvenpaa and Staples,
2001; Storey and Quintas, 2001; Smith and McKe8A22Hislop, 2003; Van den Hooff and
De Ridder, 2004).

The starting point for this approximation betweememitment and knowledge sharing
is the idea that the success of any knowledge nesnegt initiative is likely to be critically
dependent of having suitably motivated people @lkin active role in the process (Robertson
and O’Malley Hammersley, 2000). In other words thaccess requires thi@mployees are
willing to share their knowledge and experti¢gtorey and Quintas, 2001: 359).

So, it is assumed that it is possible to develgetaof human resource management
“best practices” (Hislop, 2003: 192) which facilitates knowledge ish@. According to
Hislop’s model, there are five factors mediatings thelationship: 1) employee high
commitment, 2) motivation and retention of knowledgvorkers, 3) human resource
management and business strategy congruence, dipdang human and social capital and 5)

developing and supporting learning.
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In this line of thought, Storey and Quintas (20@Lliggest that developing trust,
motivation and commitment of workers represents ohée key issues in relation to the
management of knowledge workers. According to tleghors, workers with high levels of
organizational commitment are less likely to leare, more likely to be highly motivated and
will probably be more willing to share their knowtge within the organization.

Hall (2001) notes that people are more willing bare their knowledge if they are
convinced that doing so is useful — if they hawe fireling that they share their knowledge in
an environment where doing so is appreciated anerevtheir knowledge will actually be
used. So, according to that author, an individulab ws more committed to the organization
and has more trust in both management and cowgrisensore likely to be willing to share
their knowledge.

As affective commitment is positively related talividuals’ willingness to commit
extra effort to their work, this is the kind of amgzational commitment that can be expected
to be related to knowledge sharing (Van den Hooff Be Ridder, 2004). Also Jarvenpaa and
Staples (2001) argues that it does be expectedaffeattive commitment to the organization
creates positive conditions for knowledge shar#agzording to them, greater commitment may
engender beliefs that the organization has rightisd information and knowledge one has created
or acquired.

However, Van den Hooff and De Ridder (2004) fouhdttcommitment influences
knowledge donating but not knowledge collecting.e Touthors advance that a possible
explanation could be th&employees who feel a strong commitment do not w@rttother
their colleagues”(Van den Hooff and De Ridder, 2004: 125).

So, we expect that the degree of affective commitrteethe organization is positively
related with knowledge sharing attitudes. We esflabhere the'bridge between human
resource management and knowledge managementygaaizational commitmehtas Hislop

(2003: 183) advocates. The following hypothesis ieyproposed:

H1. Affective organizational commitment is positivediated to knowledge sharing in

portuguese public administration workers
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2.3. The Antecedents and Consequences of Organizatal Commitment

The literature concerning the factors affecting amigational commitment has
identified a number of different variables that che identified as antecedents and
consequences of individual's commitment to the oizgtion.

Research indicates as primamtecedentsf organizational commitment:

- Personal valuegMowday et al, 1979; DeCotiis and Summers, 1987; Mathieu and

Zajac, 1990; Meyeet al, 1998)

- Work experience@Meyer and Allen, 1997; Meyet al, 1998)
- Organizational characteristicéBrookeet al, 1988; Meyer and Allen, 1997; Meyet

al., 1998; Carochinho, 1998)

- Perceived structuréDeCotiis and Summers, 1987)
- Perceived process€Brookeet al, 1988; DeCotiis and Summers, 1987)
- Information and communication climat@eCotiis and Summers, 1987; Guzley, 1992;

Meyer and Allen, 1997; Carochinho, 1998 ; Van dewtfland De Ridder, 2004)

- Job satisfactioh (Porteret al, 1974 ; Brookeet al, 1988 ; DeCotiis and Summers,

1987; Carochinho, 1998)

There is also an enormous literature which illuesahat the levels of commitment
workers feel for their organizations closely infhee their attitudes to, and behavior within,
the workplace. So, there are a large number ofrgkmadtitudes and behaviors at work that
have been shown to be shaped by levels of commitmen

Research indicates as fundamentaisequencesf organizational commitment:

- Voluntary turnover intentiongMowday et al, 1979; DeCotiis and Summers, 1987,

Mathieu and Zajac, 1990; Meyer and Allen, 1997rdee@ and Buttigieg, 1999; Chen

and Francesco, 2000; Riketta and Landerer, 2005)

- Attendance at work/absenteeig¢itathieu and Zajac, 1990; Gellatly, 1995; Meyed an

Allen, 1997; Riketta and Landerer, 2005)

- Worker “in-role” effort and performanc€DeCotiis and Summers, 1987; Mathieu and

Zajac, 1990; Meyeet al, 1993; Riketta and Landerer, 2005)

" Porter and cols. (1974) suggest that commitment satisfaction are strongly related yet distingaish
attitudes. Each construct appears to contributgueniinformation about the individual's relationship the
organization.
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- Individual motivation(DeCotiis and Summers, 1987; Mathieu and Zaja80D1®eyer

and Allen, 1997).

Worker in-role effort is defined as the way how wens carry out the tasks for which
they are formally responsible (DeCotiis and Summ&@87). Social identity theory (Tajfel,
1978; Tajfel and Turner, 1986) allows a theoretipgdtification of why organizational
commitment especially influence work performance.

Social identity theory assumes that persons hawtriging for a positive social
identity. According to Tajfel (1978), this striving a derivative from the universal human
need for high self-esteem. Thus, once having itledtiwith a group, a person strives to
achieve or maintain a positive image of that graupking personal efforts at improving the
group’s standing relative to other groups (Taji€l78; Tajfel and Turner, 1986).

In an organizational context, this means that thenger an employee’s identification
with the organization, the stronger the employeattivation to perform well and make the
organization superior to competitors or, more galherto improve the organization’s status
(Riketta and Landerer, 2005). Because identificatiath the organization is, as we have
seen, a key component of affective organizatiomshraitment as commonly defined and
operationalized (Allen and Meyer, 1990; Meyer arlgy 1991), social identity theory helps
to explain why organizational commitment relatesifpeely to performance.

However, research suggests other type of work behahat is influenced by
organizational commitment. In fact, higher levels extra-role effort or organizational
citizenship behaviorare also related to organizational commitment édrgnd Ryan, 1995;
Robinson and Morrison, 1995).

In next point, we explore that relationship, parely important to present study.
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3. THE ORGANIZATIONAL CITIZENSHIP BEHAVIOR

3.1. The Extra-Role Behaviors

Employees constantly exert discretionary behaviat texceeds their formal role
requirements and that improves the overall functbthe organization (Smitht al, 1983
Bolon, 1997; Coyle-Shapiro, 2002). This behavioki®wn asorganizational citizenship
behavior

It has now been almost fifty years since Katz ()964éntified three basic types of
employee behavior that are critical for the oveedfiéctiveness of any organizational system:
1) people must be induced to enter and remain nvitte system, 2) people must carry out
their role assignments in a dependable fashion &ndhere must be innovative and
spontaneous activity in achieving organizationajecolives that goes beyond the role
specifications.

The third pattern of behavior identified by Katzaalled extra-role behavior and is
“vital to organizational survival and effectiven&sgl964: 132). Indeed, an organization that
depends solely upon the first two types of behawiould appear to be a very fragile social
system.

Katz (1964) provided several examples of imporextta-role behaviors, including
(a) actions that protect the organization and ngperty; (b) constructive suggestions for
improving the organization; (c) self-training anddaional responsibility; (d) creating a
favorable climate for the organization in this sumding environments; and (e) cooperative
activities.

Later, the ternorganizational citizenship behavio(Smithet al.1983; Organ, 1988,
1990) was created to depict those extra-role bemavreviously defined and described by
Katz (1964). According to Organ, the organizatior@dizenship behavior represents
“individual behavior that is discretionary, not dictly or explicitly recognized by the formal
reward system and that in the aggregate promotes dfffective functioning of the
organizatiori (1988: 23).

Thus, organizational citizenship behavior consigtsinformal contributions that
participants can choose to make or withhold, withhegard to considerations of sanctions of

formal incentives (Cohen and Kol, 2004).
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A number of conceptually distinct dimensions ofamizational citizenship behaviors
have been identified by researchers, includinguishn, courtesy, general compliance,
cheerleading, peacekeeping, sportsmanship, cividevand conscientiousness (Organ, 1988,
1990; Podsakoff and MacKenzie, 1997; Cohen and 2a@4).

In general, it has been argued that citizenshi@bens may enhance organizational
performance by‘lubricating the social machinery of the organizati, reducing friction

and/or increasing efficiency{Podsakoff and MacKenzie, 1997: 135).

3.2. Organizationalversus Individual Citizenship Behaviors

As defined by Organ (1988, 1990), organization@tenship behaviors can be viewed
as a subset of prosocial organizational behaviBdof, 1997). According to Brief and
Motowidlo (1986), there are several different typdsprosocial organizational behaviors,
depending upon whether such behaviors are fundtamdysfunctional for the organization;
whether they are role-prescribed or extra-role; @hdther they are directed at an individual
(coworker or supervisor), the organization or atheotargeté.g.customer, supplier).

Thus, organizational citizenship behaviors are fional for the organization and
extra-role in nature. In addition, they can be digd at the organization or the individual.
Although citizenship behaviors have frequently béeated as a unidimensional construct,
recent studies are proving that we can distinglistween citizenship behavior directed
toward individuals and citizenship behavior directeward the organization. These studies
found, through factor analysis, that items coulddisinguished based upon the target of
behavior (Williams and Anderson, 1991; Bolon, 1997)

According to Williams and Anderson (1991), it ispartant to discriminate between
the following:

- Organizational citizenship behaviors that bendfé generabrganization (carrying
out role requirements well beyond minimum requieabls)
- Organizational citizenship behaviors that immedyateenefit specificindividuals

(helping a specific other person with an organaally relevant task or problem) but

though this means contribute to the organization
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3.3. Organizational Commitment and Organizational Gtizenship Behavior

As we had seen, the widespread interest in orgamied citizenship stems primary
from belief that these behaviors enhance orgaoizati effectiveness (Podsakoff and
MacKenzie, 1997; Cohen and Kol, 2004). Becausdisf & great deal of research (Sneth
al., 1983; Brief and Motowidlo, 1986; Brief and Robersd989; Organ, 1990; Organ and
Ryan, 1995; Bolon, 1997; Podsakoff and MacKenzi@971 Cohen and Kol, 2004) has
attempted to identify the characteristics that enage employees to exhibit organizational
citizenship behaviors.

Podsakoff and MacKenzie (1997) combine these ctematics in labeling four
categories:

- Attitudinal/subordinatecharacteristicse(.g. conscientiousness, perceptions of fairness,
agreeableness, affectivity, satisfaction)

- Task/workcharacteristicsg.g.task scope, task feedback, intrinsically satigfytasks)

- Organizationalcharacteristicse(g.formalization, inflexibility, spatial distance)

- Leadership behaviors €.g. leader supportiveness, contingent reward behavior,
transformational leadership)

In attempts to identify attitudinal variables tlaa¢ related to organizational citizenship
behavior, attention as focused primarily job satisfaction Based on the extensive social
psychology literature that documents the corretabetween a person’s good mood and that
person’s likelihood to engage in helpful behavidirst research on this area suggests that one
reason job satisfaction may be related to orgaoizal citizenship behavior is that it
primarily reflects affect — mood — at work, and ipgs affect fosters extra-role behaviors
(Smithet al.,1983; Motowidlo, 1984git in Bolon, 1997).

A second and more recent explanation for the inftee of job satisfaction on
organizational citizenship behavior derives fromre gtudies of Brief and Roberson (1989).
The authors has founded that job satisfaction nreastontain substantial cognitive content.
In particular, Organ (1988, 1990), has maintaired job satisfaction measures tap, to a large
degree, fairness cognitions.

In contrast to previous studies, other authors #Bph, 1998; Farh, et al., 1990) are
skeptical of the relationship between the two \@eés and argue that job satisfaction is not

related to organizational citizenship behavior ansider such a relationship spurious.
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Instead, we agree with Aloitaibi (2001), which clutes that the relationship between job
satisfaction and citizenship behavior depends em#ture of the job satisfaction measure.

However, more recently, researchers have been showihat organizational
citizenship behavior is mostly related with a sgomorrelate of satisfaction, the
organizational commitmergBolon, 1997; Schappe, 1998; Alotaibi, 2001).

As we had seen, affective organizational commitnuscribes employee’s emotional
attachment to the organization and is developau tiee characteristics of the organization, the
characteristics of the job and the work experierafethe individual (Meyer and Allen, 1991,
1997). Affective commitment is related with the dkg of belief by the individual that the
organization, management and fellow workers arga@tipe, capable of treating employees
fairly and have a capacity to contribute positiviedyan employee’s self worth and feeling of
personal competence and achievement (Sharkie,.2005)

Leong and cols. (1996) further argue that a stadfegtive bond gives employees a sense
of purpose, contributes to their satisfaction drstefore will be positively related to a measure of
their personal well-being. An employee who as aitigesaffective commitment is likely to
exhibit behavior which is in the best interestsogjanization, but isn’t directly or explicitly
recognized by their formal reward system. Thishes behavior that promotes organization’s
affective functioning, the organizational citizeipshehavior (Organ, 1988; Alotaibi, 2001).

So, it is expected that individuals who are aftetyi committed to the organization
should be more likely to be associated with thefoperance of citizenship behaviors than
individuals lacking in such commitment.

Thus, we propose the following hypothesis:

H2. Affective organizational commitment is positiveblated to organizational

citizenship behavior in portuguese public admiristn workers

3.4. Knowledge Sharing and Organizational Citizensip Behavior

As we have seen, knowledge transfer requires thimgviess of a group or individual
to work with others and share knowledge to theituaubenefit (Syed-lkhsan and Rowland,
2004). This shows that knowledge transfer will matcur in an organization unless its
employees and work groups display a high levelooiperative and organizational citizenship
behavior (Storey and Quintas, 2001).
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As defined in this context, organizational citizeipsbehavior is discretionary and
behavior that is not explicitly required, and cevéactors as cooperation, the sharing of
constructive ideas and the giving of loyalty, whiomay aid the performance of the
organization (Smitlet al, 1983 Bolon, 1997; Coyle-Shapiro, 2002).

So, organizational citizenship behaviors are infbezl by the expected benefits and
costs of sharing knowledge within the organizaaond determine whether their knowledge is
retained or shared with others (Brown and Woodl4889).

Thus, we should expect a connection between knaeglegharing within the

organization and organizational citizenship behaBased on this, our third hypothesis is:

H3. Knowledge sharing is positively related to orgaianal citizenship behavior in

portuguese public administration workers
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4. HUMAN RESOURCE MANAGEMENT IN THE ORGANIZATION : THE “SoclAL GLUE” TO

UNDERSTAND OUR RESEARCH

4.1. The Agglutinant Concept of Organizational Cultire

Much of the existing research on knowledge creadiot transfer in the organizations
focuses on the source and state of knowledge. @obntly, researchers have been studying
the conditions that facilitate knowledge sharingsEriptive studies have identified culture as
a major catalyst, or alternatively a major hinderto knowledge creation and sharing
(Davenport and Prusak, 1998; Reid, 2003).

The concept oknowledge-sharing cultures considered a key element of effective
knowledge management and it's related to the psooésalignment of knowledge sharing
with organizational culture (McDermott and O’Defl001; Reid, 2003; Syed-lkhsan and
Rowland, 2004; Lin, 2006).

Stoddart (2001, in Syed-lkhsan and Rowland, 200ddies that knowledge sharing
can only work if the culture of organization prom®it. Any changes need to be developed in
line with the existing organizational culture. Aiidhe wrong cultural norms exist, regardless
of the effort and good intention of individualsitry to promote and share knowledge, little
knowledge transfer is likely to be forthcoming azsult.

Here, culture is defined dthe shared values, beliefs and practices of thepbe in
the organization”(McDermott and O’Dell, 2001: 76). Hence, organiaatl culture focal
point is the symbolic and interpretative construttof organizational life (Gomes, 2000), or,
in Reto and Lopes view,the subjective and the political-ideological dinmsons of
organizational analysis{1990: 34). The organizational culture defines“dgteulds” and the
“oughts” of organizational life by specifying behaviors ttteme deemed important in the
organization (Somech and Drach-Zahavy, 2004: 283).

So, according to McDermott and O’Dell (2001), irganizations with a knowledge-
sharing culture, employees share ideas and insigfuguse they see it as natural, rather than

as something they are forced.to

8 McDermott and O’Dell (2001) used face-to-face iviews to identify five important issues about alitg
knowledge sharing with organizational culture. Théssues include: 1) The creation of a knowledgeish
culture requires a visible connection between sigaknowledge and practical business goals, problems
results; 2) Knowledge-sharing activities need tdamahe organizational style, rather than direttlycopy the
practices developed by other organizations; 3) Kadge sharing is tightly linked to pre-existing anigation

26



Exploring the Links Between Human Resource Managenm and Knowledge Management

Several studies have noted that the ability of wimggions to successfully promote
knowledge-sharing culture depends not only on tyemcluding knowledge in the
organization strategy, but also on changing indigldattitudes and behaviors to make them
willingly and consistently share their knowledged(fétt et al, 2003; Jonest al, 2006; Lin,
2006).

One of those attitudes is, as was seen beforectiafe commitment to the
organization. Individuals should be more willing share knowledge when they are
affectively committed to the organization (Hall,®2Q Van den Hooff and De Ridder, 2004).
So, managers need to pay careful attention to lestad positive social interaction climate to
enhance employee affective commitment to the orgdioin, which in turn will influence
knowledge sharing.

Other of those behaviors that make individuals imgly share knowledge is
organizational citizenship behavior (Brown and Waod, 1999; Storey and Quintas, 2001).
At least some of the beliefs, norms and valuesete up knowledge-sharing culture most
probably do serve to provide opportunities for oigational citizenship behavior (Somech
and Drach-Zahavy, 2004).

Somech and Drach-Zahavy (2004) explore this reidtietween organizational culture
and organizational citizenship behavior. Accordittg the authors, for example, some
organizations may value collaboration, whereas retineay value competition: helping co-
workers will be encouraged in the former and camséd in the later. Some organizations
may endorse social responsibility values that eragmi the spreading of goodwill, while
others may be more inwardly focused.

4.2. The Importance of a Learning Organization

The process of acquiring and retaining knowledgemi@mory is calledearning
(Vygotsky, 1986). Traditionally, learning has bedgefined as the relatively permanent
modification of the behavior potential which accanjes practice. The behavioral potential
that is modified is the knowledge (of a persoma group, or any living system) (Miller, 1978,
cit in Hunt, 2003).

core values; 4) Knowledge-sharing networks aret louilexisting networks that people use in theitydaprk; 5)
Knowledge sharing is included in routine performaappraisal.
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The pressures to better utilize human capital garozations are faced with tougher
competition increased the interest in the phenonoéneganizational learning

Organizational learning is a system of principlastivities, processes and structures
that enable an organization to realize the potemtieerent in its human capital’s knowledge
and experience (Shani and Mitki, 1999). Accordiogenge (1991), organizational learning
incorporates all activities and processes takingcel on the individual, team and
organizational levefs

In this context, organizational learning mechanisars“institutionalized structural
and procedural arrangements, and informal systemnptiactices that allow organizations
systematically to collect, analyse, store, dissameirand use information that is relevant to
the performance of the organization and its menibéPopper and Lipshitz, 199@jt in
Somech and Drach-Zahavy, 2004: 284).

Edmondson and Moingeon (1996) identified two défdr kinds of organizational
learning processes:

- Learning how— organizational members engaging in processesraisfer and
improve existing skills or routines and learning.
- Learning why- organizational members diagnosing causality.

These organizational learning mechanisms and pseseplay a critical role in
organizational citizenship behavior, knowledge sitpand development of human capital.

The theoretical connection between learning an@roegtional citizenship behavior
was proposed by Simon (1990). The author maintthas rational self-interest precludes
certain types of behaviors — the citizenship betraw that provide no obvious benefit to the
individual. The fact that organizational citizenstuehaviors actually do occur indicates that
some net advantage is associated with them (Sonsuh Drach-Zahavy, 2004).
Organizational learning, which is expressed in ssfgns, recommendations and information
obtained through social channels, helps overcoraebtiunded rationality (Simon, 1990) of
the individual and serves as a decisive motiveofganizational citizenship behaviors. Simon
makes a strong case that people who are disposexhibit these behaviors are more
sensitive to information in their environment.

Regarding learning structures, organizational legrnmechanisms and processes
establish organizational decentralized and flexdbtactures, which provide opportunities for

® Schein (1993) notes that there are, at leaste tthistinctly different types of learning: 1) knowtge acquisition
and insights (cognitive learning); 2) habits andll dkarning; and 3) emotional conditioning and rigiag
anxiety.
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organizational members to learn through activei@pdtion and enhance involvement and
commitment (Durhanet al, 1997,cit in Somech and Drach-Zahavy, 2004). We agree that
this should lead individuals to engage in behavibat will help the organization achieve its
goals and rise group cohesion, whether or not thebaviors are part of the employee’s role
— organizational citizenship behaviors (Senge, 198imilarly, influencing organizational
tasks and processes by establishing organizatits@ehing mechanisms for continuous
learning is the key to promoting individual citizémp behaviors by encouraging individuals
to cooperate and share knowledge (Organ, 1990;aRotfsand MacKenzie, 1997; Somech
and Drach-Zahavy, 2004).

Argyris and Schon (1978) distinguish betweubleandsingle-loop learningwhere
single-loop learning is that which organizations fdo corrective purposes - incremental
changes. Double-loop is more generative and ingolearning on a more fundamental level,
where basic assumptions are changed.

Researchers agree that, although a complete Iganmade should include both single
and double-loop learning, double-loop learning e ttype that is lacking in existing
knowledge management frameworks (Metaxietisal, 2005). Thus, the tacit dimension of
knowledge is experienced throughplicit learning (Chao, 1996) or through the process of
experiential learning’ (Kolb, 1984).

The kind of knowledge required in order undertakisgjf-assessment, effective
learning and development requires openness, anghai views about individual and
organizational performance, and flexibility (Brownd Woodland, 1999).

So, we agree with Spender’s perspectivésatial knowledge”(Spender, 1996;it in
Hunt, 2003: 106). Only cooperation, trust and sufpeness among organizational members
can create a positive social interaction climatéjctv helps the elimination of resistance
barriers to knowledge sharing and organizationafnieg. The creation of &dearning
culture” (Brown and Woodland, 1999: 194), with a climateabsve, not only facilitates the
creation and sharing of knowledge but also previembsviedge loss.

Human Resource Management necessarily involvesuliutal change” (Gill and
Whittle, 1993: 282). The replacement of the themieuse (Argyris and Schon, 1978)

19 Kolb's learning cycle has four stages around whittHearners continuously circle: 1) The perceptad the
objective world Concrete Experiencesage); 2) The beginning of internalizati@dbservational and Reflective
stage; 3) The stepping back from reality and drgwinf conclusions and generalizationdbstract
Conceptualizationstage); 4) The checking of theories and huncheselting in new situationsAttive
Experimentatiorstage) (Kolb, 1984).
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requires a double-loop learning process of credhueking and change, inducing knowledge
sharing and organizational citizenship behaviors.

4.3. The Psychological Contract Model: An Integraing Framework

Guest and Conway (1997) had developed a modelptioaides a useful framework
for linking organizational commitment to other teld concepts, such as knowledge sharing
and organizational citizenship behavior. So, thiedet has evident significance in the
perception of the relations that we conceptualizeur theoretical framework.

Guest and Conway’s model of the psychological @mtis presented iRigure 1.

Causes Content Consequences

Attitudinal consequences
Organisational commitment

Job satisfaction

Involvement climate 3 e 4 Employment relations
Organisational climate Security
HR practices Trust 1
i Behavioural consequences
Expectations i The delivery of Motivation
Alternatives o the deal > Effort

Attendance/absence
Organisational citizenship

Intention to stay/quit

Figure 1. Guest and Conway’s Model of the PsycholgContract [Source: Guest and
Conway, 1997, p.6, Fig.1.]

One of the advantages of Guest and Conway’s mddékeagpsychological contract is
that it acts as an integrating framework (HislopQ2), linking together related concepts such
as organizational commitment, the psychologicaltreah and job satisfaction into a unified
model.

Other advantage of Guest and Conway’s model isitledfiectively links together how

people feel about the extent to which the orgammatfor which they work have met their
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expectations with both the underlying causes o$dheelings and also the likely attitudinal
and behavioral consequences of them.

In broad terms, thepsychological contractrepresents the perceptions both the
employee and the organization bring to the employmelationship of their mutual
obligations (Herriott al, 1997).

According to Guest and Conway (1997, 2001), thetheapsychological contract
relates to fairness, trust and delivery of the deaifnessstems from factors such as the sense
of equity which exists, and the extent to which glecare valued and rewarded for their
contribution (Floodet al, 2001).Trust in this context, relates to confidence in someone
something, and involves an expectation about fubuteomes (Hislop, 2003; Sharkie, 2005).
And delivery of the dealelates to the extent to which workers believe ke promises and
obligations they expect of the organization havenbmet (Guest, 1998).

In this model,organizational commitmensg seen as an attitudinal consequence of the
psychological contract, with a positive psychol@adicontract assumed to produce positive
levels of commitment. On the other hand, a violatmf the psychological contract has
potentially negative implications for worker commént, loyalty and motivation (Guest and
Conway, 1997).

Guest and Conway (1997, 2001) have tested andatedltheir model and, while the
results give support to the theorized model, theyew't able to confidently demonstrate a
causal link between the factors examined. Althotlrgdre is a widespread consensus that the
psychological contract and the levels of commitrmemet closely related, questions still exist
concerning the nature and causality of those celaliip.

Assuming that debates exist regarding the way thecepts Guest and Conway’s
model use are theorized and linked, Hislop (2068pduced in the model variables related
with knowledge management, specifically examiningjtiales and behaviors towards

knowledge sharing (cFigure 2).
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Causes Content Consequences

Attitndinal consequences

Organisational commitment Willingness
Job satisfaction <—p to share
; T knowledge
Involvement climate A Faimess | Employment relations
Organisational climate Security
HR practices Trust i 4
Enpen Behavioural consequences
Expectations The delivery of Motivation Active
i > the deal > : involvement
Alternatives Effort .
in knowledge
Attendance/absence sharing
Organisational citizenship activities

Intention to stay/quit

Figure 2. The Guest and Conway Psychological Cantislodel Linked to Knowledge
Sharing [Source: Hislop, 2003, p. 194, Fig. 3]

Following the Guest and Conway model, Hislop (2068)nd that organizational
commitment affect a large number of attitudes agtollviors relevant to the management and
sharing of knowledge:

- Attitudes of workers towards knowledge-sharing\aiés

- Extent to which workers actively participate in krledge-sharing activities

- Loyalty of workers to their organization and thkelihood that they will choose to
remain with it

Brown and Woodland (1999) also argue that the sbarf knowledge is dependent on
an individual's perception of their psychologicaintract. This perception will be influenced
by the expected benefits and costs of sharing #rewledge and may determine whether
their knowledge is retained or shared with others.

According to Turnley and cols. (2003), is this mgriion of psychological contract
who, which in turn, determines employee’s orgamet citizenship behavior. In addition,
the authors indicate that psychological contradfillment is more strongly related to
citizenship behavior directed at the organizatiwet to citizenship behavior directed at one’s
colleagues.

These links between the psychological contractthadgnalyzed variables in our study

- knowledge sharing, organizational commitment arghnizational citizenship behavior - are
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of great contemporary relevance, due to the sigamti impact of ongoing changes in the
nature of the employment relationship (Hislop, 2003

At the level of rhetoric, it has been widely argudt, if organizations can induce
high levels of organizational commitment from theiorkers, then this can have positive
benefits for the organization in terms of increak®glty, reduced turnover levels, and in
workers being more willing to provide discretionagffort for the organization (Guest and
Conway, 1997; Storey and Quintas, 2001).

However, one of the major conclusions from muclhdd research has been that there
has been a significant disjuncture between theoritetind reality of the changes in the
traditional employment relationship that have beeourring. The traditional employment
relationship characterized by its behavioral pptes of long-term commitment, reciprocity
and internal promotion has been adversely affettigdhe competitive pressures of the
marketplace and management practices such asatesiing, downsizing and benchmarking
(Atkinson, 2002; Sharkie, 2005).

For instance, there is a growing body of evidemed & large number of organizations
still emphasize control, rather than commitmenteblaemployment practices (Culbt al,
1999, cit. in Hislop, 2003). Changes can also be identifiedeirms of a number of other
factors, associated with the higher levels of pieaaness in the employment relationship.
Those factors include increased intensificatiomgristerm horizons, limited employment
duration, low incomes, reduced job security, latkcontrol over working conditions and
reduced promotion opportunities (Galieal, 1998;Atkinson, 2002, Sharkie, 2005).

Research suggests that, as a consequence of baasges, and the extent to which this
has led to workers perceiving their employees teehaolated the psychological contract
(Atkinson, 2002; Beaumont and Harris, 2002), orgational commitment levels may have
decreased witnessing the rise ofcantract culture” (Hislop, 2003: 192), where workers
have little loyalty or affective commitment for tleeganizations in which they work (Galle
al., 1998).

Thus, the traditional psychological contract erigtunder the lifetime employment
model has been replaced by one with a strong eleaigirecariousness in the employment
relationship, defined astfe new psychological contrdc{Sharkie, 2005: 38). The critical
problem is that the organization is expecting fritis employees whose level of commitment
towards the organization is likely to have beenidismed by the changed security and

advancement conditions offered by the employer é0iai999).
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4.4. The Moderator Role of Trust

Trust is a key element in an individual's decistonshare knowledge and to exhibit
citizenship behaviors. So, we can say that trustehanoderator role in linking our research
constructs.

According to Sharkie (2005), trust coming from affee commitment and a
supportive environment will encourage conversa#ind the sharing of ideas, with trust being
defined by O’Malley and Tynan (1997) as a beliegfectation, confidence or perception that
another party’s motives and intentions are honeralld supportive and that the other party
will behave with integrity. As a result of trushdividuals are willing to rely on that other
party in an exchange relationship in order to aghjgositive outcomes.

Mayer and cols. also argue that trust is the madedd “the willingness of a party to
be vulnerable to the actions of another party ahelirt perception that the other party will
respond in an equitable mannef1995: 715).

So, trust is concerned about how to handle risk andertainty. With risk and
uncertainty ever present in organizations, indisgidware going to be vulnerable in such areas
as reputation, self-efficacy and financial positibrthey enter into a sharing relationship
(Newell et al, 2002, cit in Sharkie, 2005). Based on this apghp#rust is‘the psychological
mechanism used by an individual to decide if exoguvulnerability by sharing ideas with
another party will be associated with an acceptaldeel of risk of hurt to themselves”
(Sharkie, 2005: 41). This psychological mechanism'tcbe prescribed or imposed, because
trust is used by as individual to assess if themiation, management and fellow workers
have treated them fairly, kept their promises ar tieir obligations in the past and can be
relied on to do so in the future (O’Malley and Typna997).

Based on that and according to literature (Mateal, 1995; Dirks and Ferring, 2001,
Sharkie, 2005), in high-trust environments, indiats and groups may be predisposed to
converse, act cooperatively and share knowledggh-Hust situations also allow individuals
to be able to share their ideas without the downsisk of having these ideas subjected to
ridicule. Besides that, an employee in a high-tresstting is likely to exhibit extra-role
behavior which is in the best interests of the pizmtion, the citizenship behavior. In
contrast, in low-trust environments, conversatisuffer and higher levels of competitive

behavior and lower levels of knowledge sharingli&edy to result (Dirks and Ferring, 2001).
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We agree with Sharkie (2005) when the author patgslthat trust is formed from
individual perceptions of the culture of the orgaation. In fact, the potential for knowledge
sharing and demonstration of extra-role behavioi$ e maximized when individuals
perceive that organizational culture is trustingrirmg, fair and non-threatening, thus
committed to the organization.

So, trust is a key element in the decision by atividual to share their personal
knowledge with others and to exhibit citizenshighdéors. The level of trust is a strong
determinant of the willingness of that individuab participate in the organizational

communication process and potentially lead to aisp@af knowledge with others.
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5. ABOUT THE PuBLIC ADMINISTRATION

5.1. Publicversus Private Sector

Far as long as anyone cares to remember, we harerbged in a debate over the
allocation of resources between the so-caletvate and public sectors. Whether it is
capitalism versus communism, privatization versatsonalization, or the markets of business
versus the controls of government, the argumente ladways pitted private, independent
forces against public, collective ones (Mintzber@96).

Although public and private management have theedameckgroundmnanagemenrand
governmentare substantially different (Mintzberg, 1996; Bith 1997; Rocha, 2001; Riege
and Lindsay, 2006). According to Allison (19&H, in Rocha),"they are at least as different
as they are similar and the differences are morngortant than the similarities(2001: 36).

First, contextual framework®or the private and public sector are known tdedifThe
private sector is usually highly influenced by @empetitive environment (e.g. markets,
products, business processes and technologiesieaghthe public sector concentrates less on
market issues and more on information provision seéice delivery (Bilhim, 1997; Reis
and Reis, 2006).

Second, whereas the private sector is ofieareholderdependent, the public sector
concentrates ostakeholdeinterests and tends to involve multiple partiethe management
process, thus being more complicated to deal W@ting and Pandya, 2003).

Another difference between the private and pubdicta isflexibility. The public
activities have legal and regulation restrictionsmany orders. Further, most of services
provided by government, including accessibilitisecial security, and economic policy,
involve complex trade-offs between competing ird&eSo, public organizations constantly
suffer politic influence and citizens’ pressure (it4iberg, 1996).

Fourth,organizational cultureandvalues systerfor the private and public sector also
differ. Whereas the private sector is mostly conedr with economic efficiency and
rationality, the public sector is clearly more centated on politic conformity (Barata,
1997).

Finally, measurementalso differs in the private and public sector. pablic

administration, performance and effectiveness céae’tfully and properly evaluated by
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objective measures. Many of the real benefits ofegament activities can’'t simply be
measured! (Mintzberg, 1996).

Although all these differences between private poblic administration, we agree
with Mintzberg, when he postulates tHgbvernment may need managing, but management
could use a little governing, toq"1996: 82) According to the author, the private sector is not
all good, and the public sector is not all bad:helaas its place in a balanced society. In that
context, societies get the public services theyeekplf people believe that government is
bumbling and bureaucratic, then that is what il . If, in contrast, they recognize public

service as a noble calling, then they will end ughwtrong government.

5.2. Knowledge Management in Public Organizations

Although knowledge management has been widely dggrliby many academics and
practitioners, how knowledge management theoridsfimeworks are applied in the public
organizations is not well understood due to ligledence being published in the literature
(Riege and Lindsay, 2006).

However, the concept of knowledge management isxeatto the Public Sector, and
whether intentionally or unintentionally, knowledgenagement initiatives have always been
integrated in government tasks, inseparable fromtegdy, planning, consultation and
implementation (Reis and Reis, 2006).

In an empirical study in a public organization iralslysia, Syed-lkhsan and Rowland
(2004) investigated and examined the availabilits &anowledge management strategy in the
Ministry of Entrepreneur Development of MalaysifeTauthors examined the perceptions on
the benefits, problems, responsibilities and teldgiocal aspects that are entailed in managing
organizational knowledge and also the issues thadeage and restrict knowledge creation
and knowledge sharing. The study revealed thatMimastry doesn’'t have any specific
knowledge management strategy, but also revealedtiie knowledge was available and

embedded in the Ministry’s procedures and polid@ker pertinent conclusion was that most

1 According to Mintzberg (1996), things have to beressed in quantitative terms, to be sure, especiasts.
But many government activities can’t simply be yulind properly evaluated by objective measures.eSather
simple and directly delivered ones do — especiatithe municipal level — such as garbage collecti®ut
besides that it's difficult to find outputs thatncdoe objectively measured. The author sustains itieaty
activities are in the public sector precisely beeaof measurement problerti$:everything was so crystal clear
and every benefit so easily attributable, thoseivas would have been in the private sector lagp”
(Mintzberg, 1996: 79).
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of the employees still felt that the head of thenisliry or the heads of the divisions/units were
the ones who were responsible for managing knowladghe Ministry. Only 48% of the
organization members felt that the responsibitityrtanage knowledge in the Ministry should
be everyone’s job.

Liebowitz and Chen (2003) conducted another studyknowledge management
issues in public sector, where they investigated knowledge management could build and
nurture a knowledge sharing culture in an orgammpatThe authors found that government
agencies are typically hierarchical and bureaucratiganizations that make sharing of
knowledge difficult. Liebowitz and Chen argued tmabst people in public organizations
seem reluctant to share knowledge because“ie=p knowledge close to their heart as they
move through the ranks by the knowledge is powexdigni’ (2003: 422).

One of the most important comprehensive studieskmowledge management in
public administration was conducted by Wiig (200B)e author investigated how knowledge
management could play important roles in publicaaigations, particularly in four main
areas: 1) enhance decision making within publizises; 2) aid the public in participating
effectively in decision making; 3) build competgisocietal intellectual capital capabilities
and 4) develop a knowledge management work force.

Wiig (2002) argued that it is important to have qoehensive knowledge
management within and in support of public admiaigin. This approach will increase the
citizens’ quality of life and allowithe society to prosper and increase its viability making
its people and institutions work smartgiNiig, 2002: 238).

Through local policy in particular, politicians angublic service workers use
knowledge to shape their domestic environment antbtmake a difference (Bridgman and
Davis, 2004, in Riege and Lindsay, 2006). Societsponsibilities for delivering public
policy that benefit the common good further enhatheeimportance of effective knowledge
management in public services (Wiig, 2002). Furti@e, public administration is under
continual pressure from the society to increasdr thiéectiveness and quality with fewer
resources (McAdam and Reid, 2000).

Clear communication of policy outputs and outconesstakeholders can be the
starting point to transforming relatively uncompeg public sector organizations into
dynamic and knowledge-intensive learning orgamresti Whilst knowledge has been
recognized as a core strategic asset in incregsityglamic public business environments and

communities, more effective governing and publidigyodevelopment depends on a more
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systematic and effective capture, disseminaticemstier and application of organizational
knowledge (Riege and Lindsay, 2006).

5.3. Human Resource Management in Public Organizains

According to Kikert (1994cit. in Rocha, 2001), Govern is not a rational actor thtg a
unilaterally or dominates hierarchically. The pualdiector has to solve social and community
problems, so government’s major job is the medmbietween the various actors in political
networks. This concept ohetwork governmenis flanked by market autonomy and
bureaucratic hierarchy.

In the best-seller'In Search of Excellence: Lessons from America'st Bam
Companies Peters and Waterman (1982), the authors thatldnatthed the foundations for
New Public Managementecognized the importance pérsonsandculture as characteristics
that explain the organization skill of innovation.

According to Syed-lkhsan and Rowlarithowledge-sharing culture is one of the
most important elements that need to be underdtebare implementing any new strategies
in public organizations”(2004: 100). Some public organizations will consitarialling
behind practices of leading private sector firmdes® they start being conscious of the
benefits of setting knowledge management goalsstrategies (Wiig, 2002), that is, viewing
knowledge as a significant competitive differerdrand resource of wealth and value-
creation (Riege and Lindsay, 2006). And the maiivedrfor efficiency of knowledge
management initiatives in public services is thange of organizational cultdfe

According to Riege and Lindsay (2006), public sedaxes four critical issues to
obtain this change of culture. First, drive effiaeées across all public services, for instance,
by connecting silos of information across differéatels of government and across borders.
Second, develop new or consolidating outdated syste improve the overall performance,
and capitalize on a broader, more integrated astraccessible knowledge base. Third,
improve accountability and mitigating risk by madimformed decisions and resolve issues
faster, supported by access to integrated infoonasicross all organizational boundaries.
And fourth, deliver better and more cost-effectn@nstituent services such as enhancing

12 According to Parker and Bradley (2000, in Syedstidnand Rowland, 2004), understanding the organiet
culture will certainly help explain the outcomestbé reform process in terms of fit or absenceitdfétween
public sector culture and the objectives and gjiageof the reform.
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partnerships with, and responsiveness to, the quiblereby clearly demonstrating a higher
return on taxpayers’ mon&y

5.4. Portuguese Local Administration Particularities

In Portugal, according to the portuguese Constitytisince 1976, the public
democratic system includes the municipalities. Mipal management is centralized in those
local political-administrative units, ‘Municipios’,particularly different from central
administration units.

According to Pereira (1997), portuguese local adstriation units have well defined
particularities. That doesn’t happen with a strangnber of central administration units,
which are part of a large structure without evideotindaries. The portuguese municipalities
have a delimited surface, a clearly defined intetie® spectrum and a whole of available
human, material and financial resources.

Municipalities are not only public administrationnits, but also independent
government units. So, these units have the samgcpahd democratic legitimacy that is
recognized to central government. This means thanicipalities have effective politic
autonomy and autonomous decision ability. In tloistext, management tools and techniques
and strategic planning assume a particular releantocal administration.

Municipalities are also entities with a clear facéhe president. The presidential role
is extremely important for these administrationtsinconcerning to their visibility, external
relations and internal functioning. Thimice of commandllows a better organization of
management tasks, strategic planning and facsitdte communication of policy outputs and
outcomes to stakeholders.

Unlike mostly of other countries, including nearr&oean countries, portuguese
municipalities are extremely autonomous adminigtnatinits in terms of politics, structure
and finances. Local sector municipalities are gowvemt politic entities and real productive
units. They produce and distribute a large spectaincommunity services and, in some

places, they even are the main local productivesy@iorreia, 1997).

13 E-government, for instance, increasingly replacaditional means of accessing public servicespeiesonal
visits, phone calls, and main delivery with new dirsions, such as online information tools, eledtreervices
and other features that help citizens contact pudgctor more efficiently. E-government offers migations on
all levels to become more open and transparentllyeenhancing and reinforcing democratic partidipet
more service-oriented by providing personalized imotlsive services to each citizen, and more pctde by
delivering maximum value for taxpayers’ money (We§t05).
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However, municipalities also have notorious fragé. Local politic leadership not
always is equivalent to management skill. The pedi of these administration units is
locally elected by population and could not be pred to manage complex entities as
municipalities.

Although financial autonomy of local administratianits, municipal income volume,
compared to other countries, is relatively low. iBes that, although the diversity and
multidimensionality of municipalities actuation, mhaguese legislation is standard. This legal
uniformity has evident problems, because it is alisgc and complex (Pereira, 1997).

These fragilities would not be able to keep loaatsr in the track of modernity in
terms of management practices and efficient outsoidewever, we agree with Pereira, who
describes the excellent ambience of local admatisin as the perfect context for modernity
absorption and better use of management advansedroes and methods. According to the
author, local government is, inclusivelyh& most capable of innovatib(L997: 216).

Other relevant issue that should be consideredomuguese public administration
management strategies is related to the significapact of ongoing changes in the nature of
the employment relationship in the workers psychigial contract (Hislop, 2003). As in
private sector, the traditional public employmegiaitionship, characterized by its behavioral
principles of long-term commitment, reciprocity aimdernal promotion, has been adversely
affected by management practices and financiakpres (Atkinson, 2002; Sharkie, 2005).

Higher levels of precariousness have been recaritlyduced in municipalities, with a
clear impact in the public employment relationshup,factors including lack of control over
working conditions, short-term horizons, limited @oyment duration, low incomes, reduced
job security, and reduced promotion opportuniti€aliie et al., 1998; Atkinson, 2002,
Sharkie, 2005).

In portuguese public organizations, type of emplegin relationship includes
‘Nomination’ and ‘Contract’. The first is appliedastly to senior workers and is related to
long-term commitment, unlimited employment duratiand job security. The second is
applied mostly to younger workers and is a consecgi®f referred changes, with a strong
element of precariousness in the employment reiship, defined by Sharkie (2005) as the
new psychological contract.

According to what we had said before, seeing omgdimnal commitment as an
attitudinal consequence of the psychological cattré is expected a positive relation
between seniority in public administration and negent organization and the exhibition of

affective commitment to the organization.
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As precariousness should lead to a reduction ect¥fe organizational commitment,
we can also expect that workers with an employmelationship of ‘Nomination’ have a
different level of affective commitment to the amngaation than workers with a employment
relationship of ‘Contract’.

So, considering the unique features of the porsglecal administration, we added to

our research the following hypothesis:

H4. The number of years in public administration issifigely related to affective

commitment in portuguese public administration veosk

H5. The number of years in present organization is tpady related to affective

commitment in portuguese public administration veosk

H6. There is a difference between affective orgammat commitment in portuguese
public administration workers with an employmentatienship of ‘Nomination’ and

portuguese public administration workers with arpémgment relationship of ‘Contract’.

In this context, should we expect to find committemganizational citizenship and
knowledge sharing behaviors in portuguese publikens? Or its exhibition is limited by the
lack of a knowledge-sharing culture in public ongation strategies? We explore here the
links between Human Resource Management and Knge/lkthnagement in portuguese public

organizations.
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PART TwWO

EMPIRICAL RESEARCH AND DISCUSSION

1. METHOD AND ANALYSIS

The basilar question for our investigation is:

What are the relationships between organizationammitment, organizational
citizenship behavior and knowledge sharing in thoeganizations from portuguese public

administration?

1.1. Sample

The sample was composed by respondents from thifieeedt public organizations
from portuguese local administration. The survegdionnaire was administrated to 116
workers between September and December 2012.

The choose of local administration specific contexis mainly related to an easier
access to information sources, but also becausdéotad political-administrative units, the
municipalities, are a particular reality in portege public management.

As we saw in previous chapter, portuguese localimdtration units have well
defined particularities and evident boundaries. ptrtuguese municipalities have a delimited
surface, a clearly defined intervention spectrumh anvhole of available human, material and
financial resources (Pereira, 1997). Those factglyme a very interesting (and not many
times well understood due to little evidence bgdouplished in the literature) context to our
investigation.

Sample distribution was based in geographical r@itd hus, as shown iRigure 3
the sample was composed by:

1) 31 workers from a local public organization frommetCenter of Portugal —
“Municipio da Sertd” — a municipality from Sertdtusted in Castelo Branco District, with a
total area of 446.7 km? and a total population@®R08 inhabitants.
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2) 43 workers from a local public organization frometSouth of Portugal —
“Municipio de Mora”, situated in Evora District, thi a total area of 443.0 km2 and a total
population of 5,525 inhabitants.

3) 42 workers from a local public organization frometNorth of Portugal —
“Municipio de Arouca” — a municipality from Aroucajtuated in the Greater Metropolitan
Area of Porto, with a total area of 329.1 km? artdtal population of 24,038 inhabitants.
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Figure 3. Sample distribution by employing orgatiza [l - Sertd; 2 — Mora; 3 — Arouca]

The survey questionnaire was auto-response questionnairécf. Annexes),
composed by items from the different scales thatatmnalize the constructs included in our
research model. Questionnaire was mailed to eme®t@ough personal contacts within the
three sampled organizations. In essence, thiscenaenience-sampling technique, whereby
the researcher gains access to the sample viatitact nets in the organizations.

On the auto-response questionnaire, participante wed that the survey was for
scientific purposes only and that the participatveas voluntary. Furthermore, respondents
were assured of the confidentiality of their result

Questions relating to the demographic variablegasfder, age, highest qualification
and education area, were included in the questimrthat the respondents completed.

Information was also provided about the employinggaization, present occupation, type of
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employment relationship and number of years in ipubldministration and in present
organization.
41,4 percent of the respondents were male, and@8d®ent were female (dfigure

4).

Figure 4. Sample distribution by gender [M — Mafer- Female]

In terms of age, 23,3 percent of respondents wérgears old or younger, 38,8
percent were 31-40 years old, 31,0 percent weréM¥ears old, and the remaining 6,9

percent were 51 years old or older ¢gQyure 5.

30

Std. Dev = 8.60
Mean = 37.4
N =116.00

20.0 25.0 30.0 35.0 40.0 45.0 50.0 55.0 60.0 65.0

Figure 5. Sample distribution by age
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Sample presents a mean of age of 37,4 years, wathralard deviation of 8,6 years,
with a minimum of 21 years and a maximum of 64 geaigure 6shows age distribution of

respondents by employing organization.
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Figure 6. Age distribution of respondents by emiplgyrganization [1 - Sertd; 2 — Mora; 3 —
Arouca]

Figure 7 shows sample distribution by type of public empheynt relationship. 46,2
percent of respondents were employed on ‘Nomina#od the remaining 53,8 percent were
employed on ‘Contract’.

In terms of highest qualification of respondent,93percent of participants had a Pre-
Bologna Graduation, 18,1 percent of participants &ad&ost-Graduation academic degree and
11,2 percent of participants had a Secondary Sathatation level (12 years of education).

About the number of years in public administratisample presents a mean of 10,16
years, with a standard deviation of 8,64 years,vaitid a minimum of 1 year and a maximum

of 32 years. 76,6 percent of respondents had hesst5 years in public administration.
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Figure 7. Sample distribution by type of employmesationship [1 - Nomination; 2 —

Contract]

Figure 8 shows number of years in public administration lendgr, with the male

respondents having more seniority in public adntiaigon than the female respondents.
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Figure 8. Number of years in public administratiopgender [M — Male; F — Female]
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In terms of number of years in present organizatsample presents a mean of 8,88
years, with a standard deviation of 7,49 years.pl&s the number of years in public
administration, the minimum of years in presentaoigation is 1 and the maximum is 32
years. 81,6 percent of respondents had less thgadls in present public organization.

Figure 9shows number of years in present organization bgege
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Figure 9. Number of years in present organizatigrgbnder [M — Male; F — Female]

1.2. Measurement

For present investigation, was adoptedp@sitivistic mindsetand a quantitative
research methodologyocused on the collection and analysis of nuna¢data and statistics.

In this context, our strategy is based owoarelational study with the purpose of
looking for relationships and establishing assomiat between the constructs included in the
theoretical model.

Scales used to operationalize those constructs agapted from related instruments
and previous investigationdlable 4 lists those instruments, constructs and the mklate

literature.
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TABLE 4

Instruments Used for Constructs Measurement

References Instruments Original Constructs Items

Allen and Meyer o Affective 1*, 4* 6, 9%,
Organizational o

(1990) [Adapted for portuguese context _ Organizational 11, 14, 17,
Commitment Scale _

by Nascimento and cols., 2008] Commitment 20*
Knowledge Sharing ] 2,7,12, 15,

Van den Hooff and cols. (2002) Knowledge Donating
Scale 18, 21

Smith and cols. Organizational o

- _ N ) ~ Organizational 3,5, 8,10, 13,
(1983) [modified by Riketta and Citizenship Behavior

Citizenship Behavior 16, 19*, 22*
Landerer, 2005] Scale

* Reverse scored

Responses to the 22-item auto-response questienmane measured on a seven-point
Likert-like scale. Respondents were asked to indit¢heir agreement or disagreement in
regard to each item from 1 (= strongly disagree) (e strongly agree).

Affective organizational commitment was measurethgishe portuguese adaptation
of the items of Allen and Meyer (1990) organizatibrrommitment scale, adapted and
validated for portuguese context by Nascimentoautsl (2008).

Those items are presentedTiable 5
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TABLE 5

Organizational Commitment Scale (adapted from Allerand Meyer, 1990)

Original Version Portuguese Version

| do not feel a strong sense of belonging to nmyN&o tenho um elevado sentimento de pertenca

firm (reverse scored) relativamente a esta organizagao (cotagdo inversa)

| do not feel “emotionally attached” to this 4 N&o me sinto “ligado emocionalmente” a esta

firm (reverse scored) organizacao (cotacao inversa)
This firm has a great deal of personal 6 Esta organizacdo tem um grande significado
meaning to me pessoal para mim

| do not feel like “party of the family” at this 9 Nao me sinto como “fazendo parte da familia”

firm (reverse scored) desta organizacéao (cotacao inversa)

| would be very happy to spend the rest of my/1 Ficaria muito feliz se passasse o resto da minha

career with this firm carreira nesta organizagao

| enjoy discussing my firm with people outsidb4 Gosto de falar sobre esta organizagéo para

it outras pessoas

| really feel as if this firm’s problems are my 17 Na realidade, sinto os problemas desta

own organizacao como se fossem meus

I think | could easily become as attached to 20 Sinto que poderia facilmente ficar “ligado
another firm as | am to this one (reverse ~ emocionalmente” a outra organizacao tal como

scored) me sinto “ligado” a esta (cotacao inversa)

For knowledge sharing, we used items of a knowledgeagement scan tested and
used in a large number of organizations by Vankdeoif and cols. (2002).

The items used are presented able 6
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TABLE 6

Knowledge Sharing Scale (adapted from Van den Hoo#t al., 2002)

Original Version Portuguese Version

When I've learned something new, | see to i2 Quando aprendo alguma coisa nova, partilho-a
that colleagues in my department can learn itom os colegas do meu departamento/diviséo para

as well gue possam aprendé-la também

| share the information | have with colleagueg Partilho a informacdo que possuo com 0s meus

within my department colegas de departamento/divisdo

| share my skills with colleagues within my 12 Partilho aquilo que sei fazer no trabalho com

department 0s meus colegas de departamento/divisdo

When I've learned something new, | see to itl5 Quando aprendo alguma coisa nova, partilho-a
that colleagues outside my department can com os colegas de outros departamentos/divisdes

learn it as well para que possam aprendé-la também

| share the information | have with colleague%8 Partilho a informacéo que possuo com os

outside of my department colegas de outros departamentos/divisdes

| share my skills with colleagues outside of 21 Partilho aquilo que sei fazer no trabalho com

my department os colegas de outros departamentos/divisdes

Finally, organizational citizenship behavior wasasiwed with eight items of a scale
used and statistically tested by Riketta and Laard€2005), that is a modification and
adaptation of the common organizational citizengl@pavior scale of Smith and cols. (1983).

Those items are presentedTiable 7
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TABLE 7
Organizational Citizenship Behavior Scale (adaptedrom Smith et al., 1983, modified by
Riketta and Landerer, 2005)

Original Version Portuguese Version

In the last six months, | have voluntarily don@ Nos Ultimos seis meses, por iniciativa propria,

more work than required trabalhei mais do que era requerido

In the last six months, | helped colleagues 5 Nos Ultimos seis meses, ajudei colegas quando

when they had much work to do eles tinham muito trabalho para fazer

In the last six months, | have tried to recruit 8 Nos Ultimos seis meses, tentei recrutar

volunteers for organization voluntarios para trabalhar na organizacao

In the last six months, | have voluntarily 10 Nos ultimos seis meses, ajudei voluntariamente

helped my supervisor with his/her work o(a) meu(minha) chefe/superior no seu trabalho

In the last six months, | have spontaneously 13 Nos ultimos seis meses, efectuei sugestbes para
made suggestions to improve work processaselhorar processos de trabalho, por minha

iniciativa pessoal

In the last six months, | have talked favorabli6 Nos Ultimos seis meses, elogiei abertamente

about organization to my acquaintances esta organizacéao junto dos meus amigos

In the last six months, | have taken more or 19 Nos ultimos seis meses, durante o periodo de
longer breaks during working hours than  trabalho fiz mais/maiores pausas do que aquelas

allowed (reverse scored) gue me eram permitidas (cotacao inversa)

In the last six months, | have criticized 22 Nos ultimos seis meses, critiquei de forma
organization in front of my acquaintances negativa a organizagdo em frente a amigos

(reverse scored) (cotacéo inversa)

With the exception of the affective organizatiomaimmitment scale, who is the
portuguese adaptation of the items of Allen and &1e{¥1990) scale, developed by
Nascimento and cols. (2008), the translation of tr@inal English version of the
guestionnaire scales into Portuguese language wras loy the researcher and reviewed by a
colleague, an university English professor, to esslarity of terminology.

A preliminary form of the survey questionnaire (pest) was administered to a
sample of five individuals, in order to determingesific inputs related to questionnaire
elaboration and application, avoiding possible mégrstandings or incorrect interpretations.

52



Exploring the Links Between Human Resource Managenm and Knowledge Management

1.3. Analysis

In order to find how hypothetical constructs wereasured in terms of the observed
variables, the investigation questionnaire compdsgdtems from the different scales that
operationalize the constructs identified in ouesssh model was factor analyzed.

Factor analysis was conducted on the 22 items eofatito-response questionnaire to
ensure that all the items were loaded on their thgsized dimensions and to found the
existence, in our sample, of affective organizatlocommitment, knowledge sharing and
organizational citizenship behavior. The instruméatms were analyzed using Principal
Component Factor Analysis as extraction method\égarimax with Kaiser Normalization as
rotation method.

Then, was used a correlational design, with thegae of looking for relationships
and establishing associations between the measuegthbles. Pearson Correlation
Coefficients, showing bivariate correlations amaing study variables, were determined and
analyzed, using Statistical Package for the S@u@nces (SPSS).

Finally, a Student’s test was used to find evensteistical differences between types
of employment relationship groups in terms of dffecorganizational commitment.
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2.RESuULTS

To confirm the dimensions identified in the autepense questionnaire composed by
items from the different scales that operationalize constructs included in our research
model, the instrument was factor analyzed. The stemere analyzed using Principal
Component Factor Analysis with Varimax RotationeT@omponent Matrix is presented in
Table 8

Internal reliability coefficients for the 22-itemui@-response questionnaire were
relatively high, ranging from .52 to .86, with a dmen of .67 (Cronbach alpha). So, the
internal consistency reliabilities of the differardriables measured in this study were not so
quite respectable as initially expected, but reabbnsatisfactory.

The results of the factor analysis confirmed thdtirdimensionality of the instrument
used in our investigation. Two components emergenh fknowledge sharing scale, adapted
from Van den Hooff and cols. (2002) scan, and thomnponents emerged from
organizational citizenship behavior scale, whidms were adapted from Smith and cols.
(1983) common organizational citizenship behavoales

Table 9presents the six components that emerged fromragponse questionnaire

factor analysis.
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TABLE 8

Rotated Component Matrix?

ltems

Factor Loadings

2

3

4

5

6. This firm has a great deal of personal mearongée

772

14. | enjoy discussing my firm with people outsite

731

4. | do not feel “emotionally attached” to thisnfifreverse scored)

.702

9. I do not feel like “party of the family” at thfgm (reverse scored)

.698

I 20. I think I could easily become as attached wthzer firm as | am to this

one (reverse scored)

.697

17. | really feel as if this firm’'s problems are mown

.660

11. I would be very happy to spend the rest of amger with this firm

.659

1. I do not feel a strong sense of belonging tdfiny (reverse scored)

.609

21. | share my skills with colleagues outside ofcaepartment

.804

18. | share the information | have with colleagaatside of my

department

.780

Il 15. When I've learned something new, | see toat tolleagues outside

my department can learn it as well

.569

10. In the last six months, | have voluntarily lelpmy supervisor with

his/her work

.522

2. When I've learned something new, | see to it tedleagues in my

department can learn it as well
1]

.811

7. | share the information | have with colleaguéthin my department

.669

12. | share my skills with colleagues within my dement

.637

3. In the last six months, | have voluntarily denere work than required

.645

IV 5. In the last six months, | helped colleagues wthey had much work to
do

.638

13. In the last six months, | have spontaneouslgersaiggestions to

improve work processes

427

V 16. In the last six months, | have talked favowatiiout organization to

my acquaintances

.716

8. In the last six months, | have tried to recuailinteers for organization

677

19. In the last six months, | have taken more ngéo breaks during

Vi working hours than allowed (reverse scored)

.860

22. In the last six months, | have criticized oligation in front of my

acquaintances (reverse scored)

.516

a. Rotation converged in 14 iterations.
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TABLE 9

Component Description

| Affective Organizational Commitment (AOC)

Il _ Knowledge Donating (KS 1)
Knowledge Sharing

i Willingness to Knowledge Sharing (KS 2)

v Altruism (OCB 1)
\Y Organizational Citizenship Behavior Participation (OCB 2)
Vi Sense of Duty (OCB 3)

The first component (component | - AOC) which eneerdrom factor analysis was
affective organizational commitment, correspondenthe eight-item scale from Allen and
Meyer (1990) investigations, adapted and valid&egortuguese context by Nascimento and
cols. (2008). The Cronbach alpha obtained for¢bimponent ranges from .61 to .77.

The factor analysis identified two components farowkledge sharing. The first
(component Il — KS 1) was a four-item scale reldi@dhe communication to others what
worker’s personal intellectual capital is, attitsdand behaviors which Van den Hooff and De
Ridder (2004) called as ‘knowledge donating’. Tbenponent includes items like “I share
the information | have with colleagues outside of department” and “When I've learned
something new, | see to it that colleagues outsigedepartment can learn it as well”. The
Cronbach alpha obtained for this component ranges 52 to .80.

The second knowledge sharing factor that emerged fuestionnaire (component IlI
— KS 2) was a four-item scale which related to imglhess to enact knowledge sharing
practices, including the share of information akdlss Component items included “When
I've learned something new, | see to it that c@lless in my department can learn it as well”
and “I share the information | have with colleagwéghin my department’. The Cronbach
alpha obtained for this component varies betweére.@1 (cfTable.

Three components related to organizational citizgnbehavior emerged from factor
analysis. The first (component IV — OCB 1) includego items related to ‘altruism’
behaviors, such as working more than required dpirg a specific other person with an
organizationally relevant task or problem. The @axrh alphas obtained for this component

items were .64 and .65.
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The second organizational citizenship behavior camept (component V — OCB 2),
which we called ‘participation’, includes items atdd to suggestions for improving the
organization and recruitment of volunteers to orzmtion. The Cronbach alpha obtained for
this component ranges from .43 to .72.

The analysis also identified a third factor (comgainVI — OCB 3), a two-item scale
which related to 'sense of duty', that is, carryaog role requirements well beyond minimum
required levels. The Cronbach alphas obtainedhisrscale items were 0.86 and 0.52.

Factor analysis provided support for the evider, tin our sample, composed by
respondents from three different portuguese publianizations, workers effectively exhibit
affective organizational commitment, knowledge sigarand organizational citizenship
behavior.

Table 10displays the descriptive statistics and the batari(Pearson’s product-
moment) correlations among the study variables.

As may be seen from the Table, the examinationeair$dn correlations between the
study variables indicates that all the hypotheticanstructs investigated (affective
organizational commitment, knowledge sharing amhoizational citizenship behavior) were
significantly correlated.

With respect to Hypothesis 1, as predicted, botbwkedge sharing components
(knowledge donating and willingness to knowledgarsiy) correlated significantly with
affective organizational commitment (r = .35, p0& and r = .28, p < .01, respectively). As
the raw score correlations presented indicate, Hwgsis 1 was supported in terms of a
positive relationship between affective organizagiccommitment and knowledge sharing.

We also found a significantly and positively coatedn between both measures of
knowledge sharing (r = .65, p < .01). This reseibforces the idea that knowledge donating
can only occur when individuals are willing to shéneir existing knowledge.

Also organizational citizenship behavior compondatsuism, participation and sense
of duty) correlated significantly with affectiveganizational commitment (r = .21, p < .05, r
= .66, p <.01 and r = .51, p < .01, respectiveBiearly, participation appears to be the most
important organizational citizenship behavior comgrat in terms of its relationship with
affective organizational commitment. These sigaificcorrelations supported Hypothesis 2
in terms of relationship between affective orgatral commitment and organizational

citizenship behavior.
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TABLE 10
Means, Standard Deviations and Correlation Coeffi@nts for the Study Variables

Variables Mean SD I I [ \% Vv Vi 2 3 4
| — Affective
Organizational
. 366 .81 1.00
Commitment
(AOCC)
Il — Knowledge
_ 408 .57 .35* 1.00
Donating (KS 1)
Il - Willingness
to Knowledge 435 52 .28* .65 1.00
Sharing (KS 2)
IV - Altruism
403 .71 .21* .36* .44 1.00
(OCB 1)
V - Participation
3.52 .81 .66* 42* 33* 35* 1.00
(OCB 2)
VI - Sense of
3.99 .86 .51¥* 23* 25 23* 43* 1.00
Duty (OCB 3)
1. Age -03 -06 -12 .01 .04 -05 1.00
2. Type of
employment .04 .05 .06 -.03 -02 -09 -33*% 1.00
relationship
3. Years in public
o ) -03 -15 -20 -.03 A1 -15 73 37  1.00
administration
4. Years in
present .01 -02 -15 -11 -00 -06 .61 -30* .71* .00
organization
N =116
*P <.05
*»*pP<.01
The component measures of organizational citizgnshehavior were also

significantly and positively related to both measurof knowledge sharing. Altruism

correlated significantly with knowledge donating<r.36, p < .01) and with willingness to

knowledge sharing (r = .44, p < .01). Participatwas significantly and positively related

with knowledge donating (r = .42, p < .01) and wllingness to knowledge sharing (r =
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.33, p < .01). And sense of duty also correlatgphiBcantly with both knowledge sharing
components (r = .23, p < .05 and r = .25, p <rtB4pectively). This supported Hypothesis 3,
showing a positive relationship between knowledgariag and organizational citizenship
behavior.

Pearson correlations also indicate that none ofathedyzed demographic variables
(age, type of employment relationship and numbeyeatrs in public administration and in
present organization) were significantly related affective organizational commitment,
knowledge sharing and organizational citizenshipalveor components.

With these results, we didn’t find empirical supptw both Hypotheses 4 and 5.
Contrary to expected, affective organizational catmmant weren’t significantly related with
seniority in public administration (r = -.03, p #8) and in present organization (r = .01, p =
.92).

Next, to find if Hypothesis 6 was supported, wetddsthe differences between
‘Nomination’ and ‘Contract’ workers in affective ganizational commitment scal€able 11

displays independent samples test results obtained.

TABLE 11
Means Comparison between ‘Nomination’ and ‘Contract Workers in Affective

Organizational Commitment Component

_ _ Mean Standard Error  95% confidence interval
T value Sig. (2-tailed) ) _ )
Difference Difference of the difference
-42 68 -.07 17 [-.398, .259]

We started to analyze equality of variances, ukieMgne’s test. Statistic value of that
test indicated that we should assume equal varsaffiice .094, p > .05).

Student’s test value is t = .42 (p = .675) and ¥#fidence interval of the difference
is [-.398, .259], which contains the zero. With dheresults, we aren’t able to assume
statistical differences between types of employmefdtionship groups (‘Nomination’ and
‘Contract’) in affective organizational commitmesamponent.

Contrary to Hypothesis 6, that predicted a diffeeebetween affective organizational

commitment in workers with a employment relatiopsaf ‘Nomination’ and workers with a

59



Exploring the Links Between Human Resource Managenm and Knowledge Management

employment relationship of ‘Contract’, no signifntadifferences between groups were
registered.
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3.DISCUSSION

The aim of this research was to examine the relatibetween organizational
commitment, organizational citizenship behavior &andwledge sharing in three portuguese
public organizations, adopting a quantitative mdtiogy and using a correlational design,
with the purpose of looking for relationships anstablishing associations between the
constructs included in the theoretical model.

As part of this process, we explored the links leetmv hypothetical constructs
(organizational commitment, organizational citiz@psbehavior and knowledge sharing) and
between them and some particularities of portugpabéc administration.

Our results found that portuguese public sectorkersr exhibit not only affective
commitment to the organization, but also organtreti citizenship behaviors required for
successful knowledge sharing. We also achieveaahelusion that affective organizational
commitment, knowledge sharing and organizationtizenship behavior are significantly
correlated among public administration workers.

However, contrary to our expectations, we didn'urfd statistically significant
relations between other variables (v.g. type of leympent relationship, seniority in public
administration and in present organization) andetkigbition of affective commitment to the
organization.

Our research results can be better understood tisrfgocial glue” provided by some
Human Resource Management related constructs, asidhe concepts of Organizational
Culture, Learning Organization, Psychological Cactrand Trust. In this point, we find
appropriate to cross some of those constructsauthresults and open some discussion issues

directly related to research main findings.

3.1. Linking Human Resource Management and KnowledgManagement

One of the main objectives of the study was to shaal analyze and linkages which
exist between the broad domains of Human Resouremaljement and Knowledge
Management. This approximation is achieved by #wgnition of the centrality of human
and social factors in shaping the attitudes of wmktowards knowledge sharing and

organizational citizenship behavior exhibition.
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According to our investigation results, we thinkatth despite the contemporary
discussion and advocacy of career self-managenwggnizational career management
activity would enhance commitment, organizationdizenship behavior and knowledge
sharing to the organization.

An organization that supports knowledge sharing ragnibls members and promotes
organizational citizenship behaviors is likely tstablish more effective and efficient
processesWith the understanding of these internal procesdeknowledge creation and
sharing and promotion of organizational citizendbgiaviors, organization is opening doors
to an effective Knowledge Management. And thesersilaoe opened by Human Resource
Management practices of involvement and satisfaatimnate and human capital valorization
culture and other factors directly affecting orgational commitment.

So, for us now is clear that the relation betweeroayanization’s member level of
affective commitment to the organization and theeeix to which that member shares
knowledge and exhibits organizational citizenshiphdwviors tend to be bigger in

organizations with people oriented Human Resouraaadement practices.

3.2. Organizational commitment and knowledge sharig and organizational citizenship

behaviors: One-way relations?

The relationship between attitude and behavior matybe one-way (that attitudes
affect behavior). The opposite may be equally fmsst where people’s attitudes and values
are affected by their participation in particulatiaties.

Our results found statistical support for the fablat, in portuguese public
administration, organizational commitment is impotity linked to knowledge sharing
attitudes and behaviors, but the assumption ofatdydetween those two constructs is likely
to be complex and unclear (Hislop, 2003).

Literature suggests that levels of affective commeitt induce positive knowledge
sharing behaviors, but the opposite could also lmispble argued, that the type of
experiences people have from participating in keolgk-sharing activities may affect their
level of organizational commitment. For examplewidrkers have a positive experience of
knowledge-donating, this will probably increaseithayalty to the organization.

The same is valid with the significant relation foubetween organizational affective

commitment and organizational citizenship behavidur results show that organizational
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commitment is positively related with extra-rolehbeiors in public administration workers,
but is unclear that is affective organizational oaatment who induces organizational
citizenship behaviors (and not the opposite). Bxibib of extra-role behaviors like altruism,
participation and sense of duty (the ones thatdeatified in our investigation) will probably

have a positive impact in global individual attieugbwards the organization.

3.3. The influence of Organizational Culture Cultural barriers to knowledge sharing

Our next question is: what types of organizationdtures foster knowledge sharing
and organizational citizenship behaviors exhibizion

Human Resource Management and Knowledge Managestrategies usually require
profound cultural renovations and change (Gill aldittle, 1993), because, traditionally,
organizations have rewarded their employees baseth@r individual performance and
know-how.

That cultural change implies a lot of incentivedhishh are mostly important to
overcome some of the major barriers to knowledgeisy. These barriers include the lack of
employee time to contribute their knowledge andoaparate culture that not rewards
contributing and sharing of insights.

Many organizations, particularly in public sectare relatively lean and many
employees do not have time or disposition to mal@wedge available, share it with others,
teach and mentor others, use their expertise tovate, or find ways of working smarter.
Moreover, organization members tend to feel thairtfutures with the organization are
dependent upon the expertise they generate anzhrtbe extent to which they help others. In
such situations, it is then expected that indivislwaill attempt to build up and defend their
own hegemonies of knowledge (von Krogh, 1998,in Alavi and Leidner, 2001).

Also, as suggested by Storey and Barnett (26@1in Hislop, 2003), knowledge is a
resource with a significant amount of potentialtisiaand power. Thus, any attempt to
manage, control or codify organizational knowledgékely to produce internal conflict and
turf wars about who owns and controls knowledge.

Particularly in portuguese public administratidmere is a tendency for individuals to
use knowledge as their source of status and powepdrsonal advantage rather than as an
organizational resource. We believe that most eyspto see critical knowledge as a

guarantee of continued employment, and are resigtacthange and reluctant to share their
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knowledge. Syed-lkhsan and Rowland (2004) agreentioat knowledge is not shared and is
held by public sector employees because they geamation as an asset that needs to be
protected and kept to themselves, not passed & ddpartments, agencies or individuals.

This helps to explain why, despite wasn’t a statdily significant correlation, we
found a negative relationship between knowledgeish@omponents and variables like age,
number of years in public administration and numbgryears in present organization.
Seniority in work increases resistance to changd eeluctance to share knowledge,
particularly in public administration, where knowige is more seen as a source of status and
power for personal advantage rather than as amizagénal resource.

As we saw in our conceptual framework, people dbstmare knowledge without a
strong affective commitment to the organization,esaployees would certainly not give it
away without concern for what they may gain or lbgedoing so. Hence, it helps to explain
why we didn’t find empirical support to our hyposies concerning a positive relationship
between affective organizational commitment and lmemof years in public administration
and in present organization.

So, as an incentive, in many organizations, pderbuin public ones, a major cultural
shift may be required to change employees’ attdude particularly, their affective
commitment levels — so that they willingly and astently share their knowledge and
underpin extra-role behaviors.

As our investigation postulates, a knowledge-slgagnlture, main goal of those
needed cultural change, depends not only on dyreatluding knowledge in the organization
strategy, but also on promoting people oriented agament practices that would change
individuals perception of their psychological caatr, in order to induce also a change in
individual attitudes and behaviors that make wakeillingly and consistently share their
knowledge.

Then, must cultural change occur before manageméigtives can be successfully
undertaken? Or can management initiatives fa@litadtural change? Or both?

3.4. The influence of a Learning Organization: Thekey to promoting organizational
citizenship behaviors and knowledge sharing

As we had seen, organizational learning mechanismd processes establish

organizational decentralized and flexible structuravhich provide opportunities for
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organizational members to learn through activei@pdtion and enhance involvement and
commitment (Durhamet al, 1997, cit in Somech and Drach-Zahavy, 2004). This lead
individuals to engage in organizational citizenstiphaviors, those that will help the

organization achieve its goals and rise group doheshether or not these behaviors are part
of the employee’s role (Senge, 1991).

Similarly, influencing organizational tasks and g@eeses by establishing
organizational learning mechanisms for continuoaarrling is the key to promoting
individual citizenship behaviors by encouragingiwdlals to cooperate and share knowledge
(Organ, 1990; Podsakoff and MacKenzie, 1997; SoraechDrach-Zahavy, 2004).

The previously mentioned profound cultural changpublic administration strategies
implies the replacement of the theories-in-use yAsgand Schon, 1978) and requires a
double-loop learning process of creative thinkirgyganizational learning mechanism
essential to inducing organizational citizenshifndaors and fostering knowledge sharing.
Trust, coming from a supportive environment, isey lelement to that process, inducing
individual's decision to exhibit those attitudesldehaviors.

So, we think that cultural change must occur siamdbusly with management

initiatives and strategies in order to create dyisaand intensive learning processes.

3.5. The challenges of new employment relationship

Although many of recent social and economic charngesmployment regulations
have tended to move power in the direction of elygss, this movement had resulted, as we
saw before, in limited employment duration, lackpodtection in employment regulation and
short-term relations, defined by Sharkie (2005hasnew psychological contract.

In fact, the decline in the traditional employmealationship has lead to a greater
level of precariousness in the employment relatignsMaking transposition to our study
variables, that precariousness should lead to acted in affective commitment level and,
consequently, reduces the willingness to share letdye and the exhibition of extra-role
behaviors.

Organizations with these flexible and atypical emgpient systems, in contrast to
stable employment systems, in which we can incleldssic public administration, tend to
lose their ability to retain their most skilled wers and to be increasingly unable to utilize

those knowledge resources that are embedded inivagi@ns social structure.

65



Exploring the Links Between Human Resource Managenm and Knowledge Management

However, higher levels of precariousness have beemtly introduced in portuguese
public administration, with a clear impact in thebpc employment relationship. Workers
with an employment relationship of ‘Nomination’ teto represent the classical paradigm of
protection in employment regulation and long-teredations, while workers with an
employment relationship of ‘Contract’ tend to reg@et the new psychological contract.

In our research, recognizing the existence of &ffeccommitment in portuguese
public employees, we tried to discover if therery alifference between ‘Nomination’ and
‘Contract’ workers in affective organizational comtment exhibition. Results didn’t found
significant differences between those two groupgsmwsng that ‘Contract’ workers were
equally committed to the organization.

So, in the particular context of portuguese locaheistration, precariousness appears
to not lead to a reduction in affective commitméntel. More studies across portuguese

public organizations are needed to better clahfy telationship.

3.6. Knowledge Management in action: Can knowleddee effectively managed?

A final discussion issue emerged from our invesiigaresults. Although the relations
found between theoretical constructs and the suiesggestablished links between the broad
domains of Human Resource Management and Knowl&tlgeagement in public context,
how can we reduce our model to the operational?eve

We agree that more effective governing and puliccp development depends on a
more systematic and effective management of org#ormal knowledge in public sector
(Riege and Lindsay, 2006). As we said, we think #n&@ultural shift is required to change
portuguese public employees’ attitudes and behaworthat they willingly and consistently
share their knowledge.

Now, how can we here establish the link betweerortheand practice, between
knowing and action, between organization’s stratagg employee’s daily work-life and
motivation, acknowledged by the third generatiorkimbwledge management, as defined by
Wiig (2002)?

The management of knowledge in an organizationushmmore than the storage and
manipulation of data and information. Tacit knovgedis stored only in the mind of the
expert (Davenport and Prusak, 1998) and, as asilil@iand intangible asset, is not easy to

manage.
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Although tacit and explicit forms of knowledge ameseparable and mutually
dependent (Prichard, 2000; Alavi and Leidner, 20@1)many occasions, particularly in
public administration, where knowledge is a reseusith a significant amount of potential
status and power (Storey and Barnett, 2@@1jn Hislop, 2003), only the employer’s explicit
knowledge - including information, communicatiordaskills - can effectively be managed.

Tacit knowledge cannot be easily captured, docuetgnverified, codified and
disseminated (Galugt al, 2003). Thus, when respondents were answeringstimeey
questionnaire items that measure knowledge shagsmgably were thinking only about
explicit forms of knowledge.

So, in our opinion, is only possible to talk abddhowledge Management in

portuguese public organizations as a holistic, #ggited and integrative practice.
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4.LIMITATIONS

There are some limitations to this study that nmhaestmentioned, requiring further
examination and additional research.

First, we are working with limited empirical dat@ther experimental studies are
needed to establish clear relationships betweenahables. Specifically, our results suggest
that there is an relationship between affectiveanizational commitment, knowledge sharing
attitudes and organizational citizenship behavemsong portuguese public administration
workers, but do not demonstrate a causal relatiprisétween variables, v.g. that affective
commitment directly causes donation of organizaioknowledge or exhibition of
organizational citizenship behaviors, and that ll@feextra-role behaviors causes changes in
knowledge sharing. More longitudinal studies acagsnizations are also needed.

Second, this study did not consider all consequereel determinants of affective
organizational commitment, of willingness to knodde sharing and of organizational
citizenship behaviors exhibition. A myriad of othariables might play a role. Other studies
are required to explore different relationshipswestn those and other variables directly
related to Knowledge Management and Human Resddacegement.

Third, the survey questionnaire was an auto-respanpsestionnaire. While this is
common in organizational research, it is nonetlsefgsblematic. Self-reported measures of
work behavior likely lead to an overestimation afuml work behavior and may lead to
inflated correlations due to halo error and mondhoeé bias. It's recognized that some
participants try to please the researcher, lie éterthemselves look better, or have mistaken
memories. And the fact that all the items of thegjionnaire were assessed by the same
source at the same time may also produce anothestlal bias — the effect of common
method variance. Thus, the results interpretatitmulsl be cautious, particularly the means of
the analyzed variables and the absolute size otdneslations obtained herein. However,
these statistical effects do not necessarily distbserved interactions between variables and
hence do not necessarily impair the conclusiveoksar analysis.

Fourth, the generalizability of our results acrosganizations, sectors and countries
remain to be explored. Based on a sample of 1lgoneents drawn from one particular
context (three portuguese public organizations fréooal administration), interesting
significant results have been obtained. We triedcrieate a representative sample from

portuguese public administration in order to ndeetf investigation results. However, the
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sample is unrepresentative of the general populaliofact, a larger sample that brings more
statistical power would have allowed more valuabtatistical analysis and increased
generalization of the results. Moreover, the redeahould be tested further using samples
from other countries, since cultural differencesoam organizations influence individual
perceptions regarding sharing knowledge and exietsehavior exhibition, and also from
other sectors, in face of public administrationtigatarities. We strongly believe that research
in this area particularly in a public organization in a private organization would have
different results. In further chapters (cf. “Im@ions” and “Further Research”), we’ll

examine with more detail those particularities oblc Sector.
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5.IMPLICATIONS

Most previous research, which focused on investigaknowledge sharing and
citizenship behaviors as individual-related, ideedi various characteristics of individuals that
might foster the tendency of an organization’s memnsltho engage in knowledge sharing and to
employ citizenship behaviors.

Our results go an important step farther by linkihgse constructs with the affective
organizational commitment and identifying these dwbrs and attitudes in a public
administration framework. In this level, top managat should modify organizational
frameworks (broadly defined to include organizagiocharacteristics and practices) in order
to improve organizational effectiveness.

Thus, this study has important implications for tfbgublic and private) top
management, as following:

First, as we found in our results, managers mussider that knowledge donating can
only occur when individuals are willing to shareeith existing knowledge. Affective
commitment to the organization helps the eliminatad resistance barriers to knowledge
sharing, facilitating trust, fairness and cooperat- in both management and coworkers — as
postulated by Guest and Conway’s (1997, 2001) maidisle psychological contract.

Second, managers should create a positive sotehgtion climate, characterized by
top management support, employee involvement andrgtment to the organization, reward
and incentive systems inducing knowledge sharirdy@ganizational citizenship behaviors,
in order to facilitate both management and emplsyeesocialize and interact frequently,
proposing ideas for new opportunities and fosteakaowledge-sharing culture.

Third, it is important to select and retain thoseplyees who identify with the
organization’s mission, goals and objectives. Thiguires that the organization’s mission be
specified and clearly communicated, and goals dnjdctives be successfully drawn from
organization’s mission. We know that individual$wat be affectively committed, unless they
are familiar with the organization’s mission, goalsd objectives. So, according to our study
relationships, a clear and successful communicatibrorganization’s mission, goals and
objectives should have impact in worker's exhiitiof organizational citizenship and
knowledge sharing behaviors.

Fourth, if top managers truly want to create thavi®mnment that encourages

employees to display organizational citizenshipavetrs and share knowledge within the
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organization, they may want to exhibit such behaviand attitudes themselves in order to
communicate to employees that such behaviors algediaby the organization and to
demonstrate them that commitment exists.

Specifically in public organizations, we found thedme of the major barriers to
knowledge sharing include the lack of employee timeontribute their knowledge and a
corporate culture that not rewards contributing ahdring of insights. As portuguese public
organization members tend to feel that their fidwwéh the organization (and with the public
sector) are dependent upon the expertise they @enand not on the extent to which they
help others, they will attempt to use knowledgettasir source of status and power for
personal advantage and to build up and defend dlagirhegemonies of knowledge. But, as is
here demonstrated that there is an actual exhibdfoaffective organizational commitment,
knowledge sharing attitudes and organizationalzeitship behaviors among portuguese
public administration workers, is now clear thableisector top management must promote
a major cultural change, which implies a lot ofantives (facilitating trust, cooperation,
involvement and commitment to the organization) #melcommunication to employees that
organizational citizenship behaviors and donatewkedge behaviors are valued by the

organization.
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6. FURTHER RESEARCH

In present chapter, we propose a research agersea loa our investigation results,

discussion and limitations.

6.1. The influence of Human Resource Management sitiegies and practices

While research has shown that Human Resource Maragepolicies and practices
can influence commitment levels and underpin esdgta-behaviors and knowledge sharing
attitudes, further research is required in thismameostly because, as outlined earlier, much of
the empirical work in this theme is based on thiecaiestudies and limited data.

According to Hislop (2003), specific Human ResouManagement strategies and
practices whose effect on organizational commitmdmowledge-sharing attitudes and
organizational citizenship behaviors requires tdther investigated include: a) the extent
to which decision-making processese fair and equitable; b) the role appraisal and
reward systemsc) the importance ojob design through giving workers autonomy and
making work fulfilling and rewarding; d) the comleith effect oforganizational cultureand
work valuese) the influence gpbb security and f) the role played bpnternal promotionand
career opportunities.

Hence, there is significant potential for Human ®@se Management analysts and
practitioners to make a valuable contribution ta¥gathe development of these links between
the broad domains of Knowledge Management and HuResource Management. That is
particularly relevant because, as yet, the Knowdedganagement literature, while
acknowledging the importance of human and sociaslies to Knowledge Management
initiatives, has yet to fully embrace and engagi Wiuman Resource Management concepts

and frameworks.
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6.2. The impact of contemporary changes in the empyment relationship in the

psychological contract

In our research, recognizing the existence of eopteary changes in the employment
relationship of portuguese public employees, wa'didund significant differences between
‘Nomination’ and ‘Contract’ workers in affectiveganizational commitment exhibition.

Further empirical research is required into the svaywhich contemporary changes in
the employment relationship are affecting the pel@dical contract of workers and all the
linked variables, including particularly organizatal commitment, knowledge-sharing and
extra-role behaviors.

New employment relationship, even in public adntmaison, had resulted in limited
employment duration, lack of protection in employmeegulation, short-term horizons, low
incomes, reduced job security, lack of control oweorking conditions and reduced
promotion opportunities (Galliet al, 1998;Atkinson, 2002, Sharkie, 2005). That promotes
the question about the relevance and validity & Wmay the psychological contract is
theorized — by Guest and Conway (1997, 2001) anotimgrs — regarding the extent to which
and ways in which the psychological contract of keos has changed (Beaumont and Harris,
2002).

Our inconclusive results forward us to questionke:lils the nature of the
psychological contract really changing, with woskéraving reduced expectations regarding
employment security and career opportunities? Ahdtweal impact do such changes have
on both the affective commitment that workers fieetheir organizations and their directly

related knowledge-sharing attitudes and organigaticitizenship behaviors?

6.3. The public administration specific context

Additional empirical research is required in ortieextend investigation results to the
portuguese public administration global contextafger sample of public organizations (not
only from local administration context, but alsorfr central administration) would increase
generalization of the results.

As we said before, the research model should atstested further using samples

from other sectors, in face of public administratigarticularities. We strongly believe that
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research in this area particularly in a public oigation or in a private organization would
have different results.

Particularly in public sector, we think that paldl issues need to be explored more,
because the success of implementing Knowledge Msmegt and Human Resource
Management initiatives and strategies in public iatstration framework has to be always in
line with the political aspects.

In sum, this study has attempted to make a deciamaroach between Human
Resource Management and Knowledge Management, dudilny the concepts of
organizational commitment, organizational citizapshnd knowledge sharing — and its
relationships — to the portuguese public admiristna context. Undoubtedly, many
significant and pertinent issues remain to be erathin future research and practice that will

provide additional insights about the explored $ink
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ANNEXES

Survey Questionnaire
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ISCTE £ Business School

Instituto Universitario de Lisboa

O Questionario que se segue integra-se no trabdienvestigacdo no ambito de Tese de

Mestrado da Escola de Gestdo do Instituto Supetas Ciéncias do Trabalho e da Empresa.

Todas as informacdes nele prestadas sdo absolutanwnfidenciais. Se tiver alguma

davida, contacte imediatamente o investigador. @dmio.

DADOS PESSOAIS

Sexo:
MasculinoO

Femininod
Idade

HabilitacOes Literarias:

Sem Escolaridadd

1.°Ciclo - 4.° ano (ex-4.2 clas$8)

2.° Ciclo - 6.° ano (ex-Ciclo Preparat6ria)

3.2 Ciclo - 9.° ano (ex-5.° ano dos Liceflk)

Ensino Secundario - 11.° ano (ex-7.° ano dos kjd8u
Ensino Secundario — 12.° afb

Curso ProfissiondD

Bacharelatdd

Licenciatura (Pré-Bolonhd}l
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Licenciatura (P6s-Bolonh&)
P6s-Graduacad

Mestrado (Pré-Bolonhd)
Mestrado (P6s-Bolonha&)
Doutoramentdd

Outra

Area de Formacao

Organizagédo Onde Trabalha Actualmente

Profissao/Carreira Profissional

N.° de Anos de Carreira na Administracdo Publica

N.° de Anos de Carreira na Organizacao Actual

Tipo de Vinculo com a Organizagéo Actual:
Nomeacadl

Contratod

Outro
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ISCTE £ Business School

Instituto Universitario de Lisboa

QUESTIONARIO

Apresentam-se de seguida um conjunto de afirmagpdesepresentam possiveis intencdes e
comportamentos das pessoas em relacdo a Organizagiotrabalham actualmente. Nao ha

respostas certas ou erradas.

Indigue o grau de concordancia relativamente a camaa das afirmacdes apresentadas,

assinalando com um circulo uma das sete alternafpassiveis.

1. Nao tenho um elevado sentimento de pertenctiveeteente a esta Organizacao.

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

2. Quando aprendo alguma coisa nova, partilho-a com colegas do meu
Departamento/Divisédo para que possam aprendé-lzétam

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

3. Nos ultimos seis meses, por iniciativa prograalhei mais do que era requerido.

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente
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4. Nao me sinto “ligado emocionalmente” a esta Guggao.

1 2 3 4 5 6 7
Discordo Discordo Discordo Né&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

5. Nos ultimos seis meses, ajudei colegas quamdaieham muito trabalho para fazer.

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

6. Esta Organizacdo tem um grande significado pépsoa mim.

1 2 3 4 5 6 7
Discordo Discordo Discordo Né&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

7. Partilho a informacéo que possuo com os meegaslde Departamento/Divisao.

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

8. Nos ultimos seis meses, tentei recrutar volisggrara trabalhar na Organizacéao.

1 2 3 4 5 6 7
Discordo Discordo Discordo Né&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

9. Nao me sinto como “fazendo parte da familiatal€rganizacéo.

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

10. Nos ultimos seis meses, ajudei voluntariame(d¢ meu(minha) chefe/superior no seu

trabalho
1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

11. Ficaria muito feliz em passar o resto da muodraeira nesta Organizacao.

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

12. Partilho aquilo que sei fazer no trabalho com ossmlegas de Departamento/Divisao

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente
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13. Nos ultimos seis meses, efectuei sugestdes rpaliaorar processos de trabalho, por
minha iniciativa pessoal.

1 2 3 4 5 6 7
Discordo Discordo Discordo Né&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

14. Gosto de falar sobre esta Organizacao parasop@ssoas.

1 2 3 4 5 6 7
Discordo Discordo Discordo Né&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

15. Quando aprendo alguma coisa nova, partilho-an cos colegas de outros
Departamentos/Divisdes para que possam aprendéitzem.

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

16. Nos ultimos seis meses, elogiei abertamengeCrgfanizacao junto dos meus amigos.

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

17. Na realidade, sinto os problemas desta Orggdmzeomo se fossem meus.

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

18. Partilho a informagéao que possuo com os colégasitros Departamentos/Divisdes.

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

19. Nos ultimos seis meses, durante o periodoataltro fiz mais/maiores pausas do que
aguelas que me eram permitidas.

1 2 3 4 5 6 7
Discordo Discordo Discordo Né&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

20. Sinto que poderia facilmente ficar “ligado emaalmente” a outra Organizac¢éo tal como
me sinto “ligado” a esta.

1 2 3 4 5 6 7
Discordo Discordo Discordo N&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente
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21. Partilho aquilo que sei fazer no trabalho cons ©olegas de outros
Departamentos/Divisdes

1 2 3 4 5 6 7
Discordo Discordo Discordo Né&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente

22. Nos ultimos seis meses, critiquei de forma tega Organizacdo em frente a amigos.

1 2 3 4 5 6 7
Discordo Discordo Discordo Né&o Concordo Concordo Concordo Concordo
Totalmente Moderadamente Ligeiramente Nem Discordo Ligeiramente Moderadamente Totalmente
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Statistical Tables
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Descriptive Statistics

N Minimum | Maximum Mean Std. Deviation
IDADE 116 21 64 37.40 8.597
N.° de Anos de Carreira
na Administragcdo Publica 94 0 32 10.16 8.635
N.° de Anos de Carreira
na Organizacgdo Actual 98 0 32 8.88
Valid N (listwise) 92
SEXO
Cumulative
Frequency | Percent Valid Percent Percent
Valid 1 48 41.4 41.4 41.4
2 68 58.6 58.6 100.0
Total 116 100.0 100.0
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IDADE
Cumulative
Frequency | Percent Valid Percent Percent

Valid 21 1 .9 9 9
22 2 1.7 1.7 2.6
23 1 .9 9 3.4
25 1 .9 9 4.3
26 3 2.6 2.6 6.9
27 3 2.6 2.6 9.5
28 8 6.9 6.9 16.4
29 2 1.7 17 18.1
30 6 5.2 5.2 23.3
31 8 6.9 6.9 30.2
32 4 3.4 3.4 33.6
33 7 6.0 6.0 39.7
34 4 3.4 34 43.1
35 6 5.2 5.2 48.3
36 2 1.7 1.7 50.0
37 3 2.6 2.6 52.6
38 6 5.2 5.2 57.8
39 3 2.6 2.6 60.3
40 2 1.7 1.7 62.1
41 7 6.0 6.0 68.1
42 5 4.3 4.3 72.4
43 4 3.4 3.4 75.9
44 5 4.3 4.3 80.2
45 1 .9 9 81.0
46 5 4.3 4.3 85.3
47 2 1.7 17 87.1
48 1 .9 9 87.9
49 5 4.3 4.3 92.2
50 1 .9 9 93.1
51 3 2.6 2.6 95.7
52 1 .9 9 96.6
55 1 .9 9 97.4
58 1 9 9 98.3
60 1 9 9 99.1
64 1 9 9 100.0

Total 116 100.0 100.0
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Case Processing Summary

Cases
Valid Missing Total
SEXO N Percent N Percent N Percent
N.° de Anos de Carreira 1 38 79.2% 10 20.8% 48 100.0%
na Administracdo Publica 2 56 82.4% 12 17.6% 68 100.0%
Case Processing Summary
Cases
Valid Missing Total
SEXO N Percent N Percent N Percent
N.° de Anos de Carreira 1 39 81.3% 9 18.8% 48 100.0%
na Organizagdo Actual 2 59 86.8% 9 13.2% 68 100.0%
Organizac¢do Onde Trabalha Actualmente
Cumulative
Frequency | Percent Valid Percent Percent
Valid 1 31 26.7 26.7 26.7
2 43 37.1 37.1 63.8
3 42 36.2 36.2 100.0
Total 116 100.0 100.0
Case Processing Summary
Cases
Organiza(;ao Onde Valid Missing Total
Trabalha Actualmente N Percent N Percent N Percent
N.° de Anos de Carreira 1 25 80.6% 6 19.4% 31 100.0%
na Administracdo Publica 2 32 74.4% 11 25.6% 43 100.0%
3 37 88.1% 5 11.9% 42 100.0%
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Case Processing Summary

Cases
Organizacéo Onde Valid Missing Total
Trabalha Actualmente N Percent N Percent N Percent
N.° de Anos de Carreira 1 25 80.6% 6 19.4% 31 100.0%
na Organizacdo Actual 2 36 83.7% 7 16.3% 43 | 100.0%
3 37 88.1% 5 11.9% 42 100.0%
Case Processing Summary
Cases
Organizacédo Onde Valid Missing Total
Trabalha Actualmente N Percent N Percent N Percent
IDADE 1 31 100.0% 0 .0% 31 100.0%
2 43 100.0% 0 .0% 43 100.0%
3 42 100.0% 0 .0% 42 100.0%
HabilitagGes Literarias
Cumulative
Frequency | Percent Valid Percent Percent
Valid 10 6 5.2 5.2 5.2
11 4 3.4 34 8.6
12 3 2.6 2.6 11.2
13 21 18.1 18.1 29.3
14 1 .9 9 30.2
2 1 .9 9 31.0
3 2 17 17 32.8
4 6 5.2 5.2 37.9
5 4 34 3.4 41.4
6 13 11.2 11.2 52.6
7 11 9.5 9.5 62.1
9 44 37.9 37.9 100.0
Total 116 100.0 100.0
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Tipo de Vinculo com a Organizagdo Actual

Cumulative
Frequency | Percent | Valid Percent Percent
Valid 1 48 41.4 46.2 46.2
2 56 48.3 53.8 100.0
Total 104 89.7 100.0
Missing  System 12 10.3
Total 116 100.0
N.° de Anos de Carreira na Administracdo Publica
Cumulative
Frequency | Percent Valid Percent Percent
Valid 0 6 4.3 6.4 6.4
1 9 6.4 9.6 16.0
2 6 4.3 6.4 22.3
3 6 4.3 6.4 28.7
4 5 3.6 5.3 34.0
5 4 2.9 4.3 38.3
6 3 2.1 3.2 415
7 4 2.9 4.3 45.7
8 3 2.1 3.2 48.9
9 4 2.9 4.3 53.2
10 8 5.7 8.5 61.7
11 5 3.6 5.3 67.0
12 5 3.6 5.3 72.3
14 1 7 11 73.4
15 3 2.1 3.2 76.6
16 1 7 11 7.7
17 1 7 11 78.7
18 2 14 2.1 80.9
19 1 7 11 81.9
20 3 2.1 3.2 85.1
22 1 7 11 86.2
23 4 2.9 4.3 90.4
26 1 7 11 91.5
27 4 2.9 4.3 95.7
28 1 7 11 96.8
30 2 14 2.1 98.9
32 1 7 11 100.0
Total 94 67.1 100.0
Missing  System 46 32.9
Total 140 100.0
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N.° de Anos de Carreira na Organizagdo Actual

Cumulative
Frequency | Percent Valid Percent Percent
Valid 0 4 2.9 4.1 4.1
1 11 7.9 11.2 15.3
2 4 2.9 4.1 194
3 1 7 1.0 20.4
3 5 3.6 5.1 255
4 10 7.1 10.2 35.7
5 7 5.0 7.1 42.9
6 5 3.6 5.1 48.0
7 4 2.9 4.1 52.0
8 7 5.0 7.1 59.2
9 4 2.9 4.1 63.3
10 5 3.6 5.1 68.4
11 3 2.1 3.1 71.4
12 4 2.9 4.1 75.5
14 3 2.1 3.1 78.6
15 3 2.1 3.1 81.6
16 3 2.1 3.1 84.7
17 1 7 1.0 85.7
18 3 2.1 3.1 88.8
20 3 2.1 3.1 91.8
22 1 7 1.0 92.9
23 1 7 1.0 93.9
25 1 7 1.0 94.9
27 2 14 2.0 96.9
28 2 14 2.0 99.0
32 1 7 1.0 100.0
Total 98 70.0 100.0
Missing  System 42 30.0
Total 140 100.0
Descriptive Statistics
N Minimum | Maximum Mean Std. Deviation
VAR00001 116 1.50 4.88 3.6552 .80566
VARO00002 116 2.50 5.00 4.0819 .57083
VARO00003 116 2.33 5.00 4.3534 .51694
VAR00004 116 2.00 5.00 4.0302 .71106
VARO00005 116 1.67 5.00 3.5172 .80739
VARO00006 116 1.00 5.00 3.9871 .85836
Valid N (listwise) 116

96



Exploring the Links Between Human Resource Managenmt and Knowledge Management

Correlations

N.° de Anos
de Carreira N.° de Anos Tipo de
na de Carreira na | Vinculo com a
Administra¢c | Organizacéo Organizagao
IDADE 3o Publica Actual Actual VAR00001 | VAR0O0002 | VAROO003 | VAR0O0004 | VAROOOO5 | VAROOOO6
IDADE Pearson Correlation 1 . 734* .613*4 -.325*4 -.030 -.055 -.119 .005 .042 -.048
Sig. (2-tailed) . .000 .000 .001 751 .555 .202 .956 .654 .612
N 116 94 98 104 116 116 116 116 116 116
N.° de Anos de Carreira Pearson Correlation 7344 1 .710%4 -.370*4 -.030 -.148 -.200 -.030 .108 -.152
na Administracdo Piblica  sjg, (2-tailed) .000 . .000 .000 777 .156 .054 771 .299 144
N 94 94 92 89 94 94 94 94 94 94
N.° de Anos de Carreira Pearson Correlation .613*4 7104 1 -.300%4 .011 -.022 -.154 -.108 -.003 -.057
na Organizagdo Actual Sig. (2-tailed) .000 .000 .004 918 833 130 .290 .978 577
N 98 92 98 93 98 98 98 98 98 98
Tipo de Vinculo com a Pearson Correlation -.325*4 -.370*} -.300*4 1 .042 .045 .060 -.026 -.016 .091
Organizagao Actual Sig. (2-tailed) .001 .000 .004 . 675 649 545 791 873 .360
N 104 89 93 104 104 104 104 104 104 104
VAR00001 Pearson Correlation -.030 -.030 .011 .042 1 3454 .283* .213* .658*4 511+
Sig. (2-tailed) 751 T77 918 .675 . .000 .002 .022 .000 .000
N 116 94 98 104 116 116 116 116 116 116
VAR00002 Pearson Correlation -.055 -.148 -.022 .045 345 1 .650™ .363*4 ALT7*Y .233*
Sig. (2-tailed) .555 .156 .833 .649 .000 . .000 .000 .000 .012
N 116 94 98 104 116 116 116 116 116 116
VARO00003 Pearson Correlation -.119 -.200 -.154 .060 283} .650™ 1 436*4 .327*4 .249%1
Sig. (2-tailed) .202 .054 .130 .545 .002 .000 . .000 .000 .007
N 116 94 98 104 116 116 116 116 116 116
VARO00004 Pearson Correlation .005 -.030 -.108 -.026 .213* .363*4 4364 1 .354*4 .232*
Sig. (2-tailed) .956 771 .290 791 .022 .000 .000 . .000 .012
N 116 94 98 104 116 116 116 116 116 116
VAR00005 Pearson Correlation .042 .108 -.003 -.016 .658* A1T7* 3274 .354*4 1 432*1
Sig. (2-tailed) .654 299 .978 .873 .000 .000 .000 .000 . .000
N 116 94 98 104 116 116 116 116 116 116
VAR00006 Pearson Correlation -.048 -.152 -.057 .091 511* .233* .249*H .232* A432*4 1
Sig. (2-tailed) 612 144 577 .360 .000 .012 .007 .012 .000 .
N 116 94 98 104 116 116 116 116 116 116

**. Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).
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Group Statistics

Tipo de Vinculo com Std. Error
a Organizacao Actual N Mean Std. Deviation Mean
VARO0001 1 48 3.6224 .83693 .12080
2 56 3.6920 .84509 .11293
Independent Samples Test
Levene's Test for
Equality of Variances t-test for Equality of Means
95% Confidence
Interval of the
Mean Std. Error Difference
F Sig. t df Sig. (2-tailed) | Difference | Difference Lower Upper
VARO00001 Equal variances
assumed .094 .760 -.420 102 .675 -.0696 .16549 -.39782 .25868
Equal variances
not assumed -.421 99.867 .675 -.0696 .16537 -.39766 .25852
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1. Conceptual Framework

Knowledge Management in the Organization

« Knowledge, the Most Strategically Important
Organizational Resource

 Knowledge Management: An Organizational Changing
and Developing Process

 Knowledge Management in Action: The Creation and
Transfer of Knowledge in the Organization

 The Knowledge Sharing Process: Knowledge Donating
versus Knowledge Collecting



1. Conceptual Framework

Explicit vs. Tacit knowledge
(adapted from Nonaka, 1994; Nonaka and Takeuchi, 1995; and Anténio, 2006)

Explicit knowledge Tacit knowledge
- Formal - Intuitive
- Unambiguous - Ambiguous
- Scientific - Difficult to reduce to a scientific equation
- Articulated - Non articulated
- Observable in use - Non observable in use
- Verifiable - Non verifiable

- Simple - Complex




1. Conceptual Framework

The Organizational Commitment

 The Commitment Components: Affective,
Continuance and Normative Commitment

e Organizational Commitment and Knowledge
Sharing

 The Antecedents and Consequences of
Organizational Commitment



1. Conceptual Framework

The Organizational Commitment Components
(adapted from Allen and Meyer, 1990; and Meyer and Allen, 1991)

Organizational commitment Relation with the Feeling towards the
Antecedents o o
component organization organization

Affective - work experience - emotional attachment - want to continue

- work conditions - identification employment

- personal expectations - involvement
Continuance - function benefits - recognize of high - need to continue

- available jobs costs associated with employment

leaving

Normative - personal values - feeling of obligation - ought to continue

- perceived obligations employment




1. Conceptual Framework

The Organizational Citizenship Behavior
 The Extra-Role Behaviors

e Organizational versus Individual Citizenship

Behavio
Includes

rs type of employment relationship
‘Nomination’ and ‘Contract’

e Organizational Commitment and Organizational

Citizens
e Knowled

nip Behavior
ge Sharing and Organizational

Citizens

nip Behavior



1. Conceptual Framework

Human Resource Management:
The “Social Glue” to Understand our Research

The Agglutinant Concept of Organizational
Culture

The Importance of a Learning Organization

The Psychological Contract Model: An
Integrating Framework

The Moderator Role of Trust



2. Hypotheses

Hypothesis 1. Affective organizational commitment is
positively related to knowledge sharing in portuguese
public administration workers

Hypothesis 2. Affective organizational commitment is
positively related to organizational citizenship behavior
In portuguese public administration workers

Hypothesis 3. Knowledge sharing is positively related to
organizational citizenship behavior in portuguese
public administration workers



2. Hypotheses

Public Administration Particularities

« Public versus Private Sector
 Portuguese Local Administration

* Type of employment relationship: ‘Nomination’
versus ‘Contract’



2. Hypotheses

Hypothesis 4. The number of years in public administration is
positively related to affective commitment in portuguese public
administration workers

Hypothesis 5. The number of years in present organization is
positively related to affective commitment in portuguese public
administration workers

Hypothesis 6. There is a difference between affective organizational
commitment in portuguese public administration workers with an
employment relationship of ‘Nomination’ and portuguese public
administration workers with an employment relationship of
‘Contract’.



3. Investigation Goals

Main Goal

The study of relationships between
organizational commitment, organizational
citizenship behavior and knowledge sharing
attitudes in portuguese public administration
specific context, establishing and exploring the
links between Human Resource Management
and Knowledge Management.



3. Investigation Goals

Specific Goals

* The study of the relation between affective
organizational commitment and knowledge sharing in
portuguese public administration workers

* The study of the relation between affective
organizational commitment and organizational
citizenship behavior in portuguese public administration
workers

* The study of the relation between knowledge sharing
and organizational citizenship behavior in portuguese
public administration workers



4. Method and Analysis

Sample

- 116 respondents from three different
portuguese local public organizations

Research Strategy

- Quantitative Methodology
- Correlational Study
Measurement

- 22 items Auto-response Questionnaire



4. Method and Analysis

Instruments Used for Constructs Measurement

References Instruments Original Constructs Items
Allen and Meyer
o Affective 1*, 4%, 6, 9%,
(1990) [Adapted for portuguese Organizational
_ _ Organizational 11, 14, 17,
context by Nascimento and cols., Commitment Scale
Commitment 20*
2008]
Knowledge Sharing _ 2,7,12, 15,
Van den Hooff and cols. (2002) Knowledge Donating
Scale 18, 21
Smith and cols. Organizational o 3,5,8, 10,
- _ N _ Organizational
(1983) [modified by Riketta and Citizenship 13, 16, 19%,

_ Citizenship Behavior
Landerer, 2005] Behavior Scale 22%




4. Method and Analysis

Analysis
- Factor analysis conducted on the 22 items of
the auto-response gquestionnaire

- Extraction method: Principal Component Factor
Analysis

- Rotation Method: Varimax with Kaiser
Normalization

-  Pearson Correlation Coefficients
- Student’s Test



5. Main Results

e The results of the factor analysis confirmed the
multi-dimensionality of the instrument used In
our investigation

— The first component emerged from factor analysis
was affective organizational commitment

— Two components emerged from knowledge sharing
scale

— Three components emerged from organizational
citizenship behavior scale



5. Main Results

Component Description

Affective Organizational Commitment (AOC)

Knowledge Donating (KS 1)

Knowledge Sharing Willingness to Knowledge

Sharing (KS 2)

vV

VI

Altruism (OCB 1)

Organizational Citizenship Participation (OCB 2)

Behavior
Sense of Duty (OCB 3)




5. Main Results

e Factor analysis provided support for the
evidence that, in our sample, composed by
respondents from three different portuguese
public organizations, workers effectively exhibit
affective organizational commitment, knowledge
sharing and organizational citizenship behavior.

 The examination of Pearson correlations
between the study variables indicates that those
hypothetical constructs were significantly
correlated, supporting Hypotheses 1, 2 and 3.



5. Main Results

Correlation Coefficients for the Study Variables

Variables | 1 1l v \% VI 1 2 3 4
I — Affective Organizational
Commitment (AOC) 1.00
I1 - Knowledge Donating (KS
.35** 1.00

1)
1 - Willingness to Knowledge

. 28** .65** 1.00
Sharing (KS 2)
IV - Altruism (OCB 1) 21* .36%* A45* 1.00
V - Participation (OCB 2) .66** A2** .33** .35%* 1.00
VI - Sense of Duty (OCB 3) 51 23* 25 23* 43% 1.00
1. Age -.03 -.06 -12 .01 .04 -.05 1.00
2. Type of employment

) . .04 .05 .06 -.03 -.02 -.09 -.33** 1.00
relationship
3. Years in public

. . -.03 -15 -.20 -.03 11 -15 T3** -37** 1.00
administration
4. Years in present

.01 -.02 -15 -11 -.00 -.06 61** -.30** T1** 1.00

organization




5. Main Results

e Pearson correlations also indicate that affective
organizational commitment wasn’t significantly
related with seniority in public administration and
INn present organization (no empirical support to
both Hypotheses 4 and 5)

e With Student’s test results, we aren’t able to
assume statistical differences between types of
employment relationship groups - ‘Nomination’
and ‘Contract’ - in affective organizational
commitment component (no empirical support to
Hypothesis 6)



6. Discussion Points

* Linking Human Resource Management and
Knowledge Management

« Organizational commitment and knowledge
sharing and organizational citizenship behaviors:
One-way relations?

* The influence of Organizational Culture: Cultural
barriers to knowledge sharing



6. Discussion Points

 The influence of a Learning Organization: The
key to promoting organizational citizenship
behaviors and knowledge sharing

 The challenges of new employment relationship

 Knowledge Management in action: Can
knowledge be effectively managed?



/. Limitations

Limited empirical data

The study did not consider all consequences
and determinants of the variables

Statistical bias (v.g. halo error, mono-method
bias and the effect of common method
variance)

Generalizability of results across |
organizations, sectors and countries remain to
be explored



8. Implications

Managers should modify organizational frameworks in
order to improve organizational effectiveness

Managers must consider that knowledge donating can
only occur when individuals are willing to share their
existing knowledge

Managers should create a positive social interaction
climate

Managers must select and retain those employees
who identify with the organization’s mission, goals and
objectives

Managers must exhibit those behaviors and attitudes
themselves

Specifically, public sector managers must promote a
major cultural change



O. Further Research

 The influence of Human Resource Management
strategies and practices

 The impact of contemporary changes in the
employment relationship in the psychological
contract

* The public administration specific context



10. Main Conclusion

» Despite the lack of a knowledge-sharing culture in
portuguese public organization management strategies,
public sector workers are willing to exhibit affective
commitment and organizational citizenship behaviors,
required attitudes for successful knowledge sharing

e Proving that public administration workers exhibit those
related behaviors and attitudes should be the starting
point to transforming relatively uncompetitive public
sector organizations into dynamic and knowledge-
Intensive learning organizations
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