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Abstract: This paper intends to examine the mediating effects of  subjective norms on the relationship
between career advancement and job characteristics and knowledge sharing behavior. Based on the social
exchange theory, we establish a research model which contains job and organizational factors. We distrib-
uted 650 questionnaires, but only 439 questionnaires were returned and usable. The hypotheses were
tested using Partial Least Squares Structural Equation Modeling (PLS-SEM). The study examines knowl-
edge sharing behavior and its determinants. The results reveal that career advancement, job characteristics
and subjective norms are positively and significantly related to knowledge sharing behavior. The findings
depict that subjective norms have a partial positive and significant mediating effect on knowledge sharing
behavior. This paper intends to identify knowledge sharing behavior and its determinants in Tanzanian
healthcare institutions and among healthcare professionals. This is because there are only a few such
studies in the context of  Tanzania; therefore, this study offers a theoretical foundation for future studies
and practical implications for administrators and practitioners.
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Introduction
Globally, the tremendous movement of

healthcare professionals from rural to urban
areas is generally regarded as a local brain
drain (Shemdoe et al. 2016). The problem can
be found in every country in the world, irre-
spective of  the state of  the country’s economy
and the level of development, as well as its
healthcare system. However, the problem is
deemed to be extreme in less developed coun-
tries like Tanzania (Araújo and Maeda 2013).
There are numerous factors that lead
healthcare professionals to move from rural
to urban areas. These include poor economic
conditions and the preferences of the
healthcare professionals (World Health Or-
ganization 2010).

In Tanzania, in the rural areas, this brain
drain problem, which involves the movement
of healthcare professionals, is very pro-
nounced (Prytherch et al. 2012). Such a mas-
sive movement of healthcare professionals
incurs extra costs for the government, includ-
ing replacement and training costs. It also leads
to the tremendous shortage of skilled and
knowledgeable healthcare professionals who
can help to treat diseases (Zurn et al. 2005).
In addition, the rural areas face a dearth of
medical skills (Rockers et al. 2012), which in
turn, is detrimental to knowledge sharing be-
havior among healthcare professionals
(Munga and Mæstad 2009).

It has been reported that there is an
uneven distribution of healthcare profession-
als in the United Republic of  Tanzania,
whereby 69 percent of healthcare profession-
als work in urban areas; while only 39 per-
cent work in rural areas (World Health Orga-
nization (WHO) 2013). It is noted that the
low percentage of  rural healthcare profession-
als is caused by the brain drain from the rural
to the urban areas (Juma et al. 2012).

Moreover, it has been documented that
the level of knowledge sharing behavior
among healthcare workers is acutely low,
compared to other sectors, due to the absence
of interrelated medical practices and a lack
of common medical training among doctors
and nurses (Pizzi 2009; Zhou and Nunes
2012).

Fur ther more, Tanzanian public
healthcare institutions have been performing
awfully, largely because of  healthcare profes-
sion related performance problems. The prob-
lem of  poor performance in the healthcare
sector has been a topic of substantial discus-
sions (Mboera et al. 2007). Despite massive
investment in training healthcare profession-
als and infrastructure development, and re-
lated expensive expenditure, r unning
healthcare institutions are facing challenges
in achieving the quality delivery of healthcare
services. The Tanzanian public healthcare
institutions have experienced failures in their
performance since late 1967, during the na-
tionalization of the sector, when the govern-
ment of  Tanzania acquired complete control
of all the social-economic sectors (Ngowi
2009). Previous studies have portrayed that
the present managements’ abilities to install
a culture of sharing knowledge, skills, favor-
able medical job characteristics, and motiva-
tion among their healthcare professionals are
totally inadequate to overcome the perfor-
mance challenges of  the various Tanzanian
healthcare institutions, especially the public
hospitals (Kwesigabo et al. 2012; Laki 2008;
Leshabari et al. 2008; Norbert and Lwoga
2013). In fact, performing organizational
knowledge sharing behavior by healthcare
professionals could be an important remedy
for improving performance and effectiveness
in the Tanzanian public healthcare institu-
tions. Literature has provided support for the
role of knowledge sharing behavior in im-
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proving the effective running of  organiza-
tions (Chen et al. 2008; Huang et al. 2013;
Kim andKo 2014; Su, Ahlstrom et al. 2013).
Research has also shown that knowledge shar-
ing behavior has no relationship to counter-
productive work behavior (Kim, Newby-
Bennet and Song 2012), which means that
an individual with high levels of knowledge
sharing behavior will not show any deviant
behavior that brings a negative impact to ei-
ther the service delivery or production. Thus,
ineffective public healthcare institutions are
expected to improve their knowledge shar-
ing behavior and performance when these
institutions install and practice the concepts
of career advancement, and job characteris-
tics, and emphasize the development of sub-
jective norms among their healthcare profes-
sionals.

Despite the numerous problems and lim-
ited knowledge sharing behavior in healthcare
institutions, there are inadequate studies on
knowledge sharing behavior, particularly in
the healthcare sector (Hansen and Avital
2005; Kimand Lee 2013a). Therefore, the
present study intends to fill the research gap
by examining the mediating effect of subjec-
tive norms on the relationship between ca-
reer advancement and job characteristics and
knowledge sharing behavior. This study con-
tributes to the prevailing body of knowledge
by providing empirical support to the role of
career advancement and job characteristics
by extending extenuating knowledge sharing
behavior. By integrating subjective norms as
the mediator of the relationship between ca-
reer advancement, job characteristics and
knowledge sharing behavior, this study assists
researchers in identifying the factors that are
more likely to be mediated towards knowl-
edge sharing behavior. In the next section, the
study reviews the related literature, and de-
velops the hypotheses and research frame-

work of  the study, followed by the method-
ology, results and discussion. Finally, the im-
plications, limitations and suggestions for
future research are presented.

Literature Review and
Hypotheses

Knowledge Sharing Behavior
Knowledge sharing behavior is the most

important component of knowledge manage-
ment, which enables the creation and utiliza-
tion of knowledge (Chiang et al. 2011). Sat-
isfactory knowledge sharing facilitates the
members of an organization to gather knowl-
edge more quickly and conveniently; it also
enables members of the organization to cre-
ate and utilize the available knowledge
through the process of knowledge sharing,
which in turn, enhances their performance and
knowledge management. Knowledge sharing
plays a significant role in facilitating organi-
zational innovation, improving both indi-
vidual and organizational capabilities, as well
as gaining a competitive advantage (Gold et
al. 2001; Teece 1998; Baskaran 2018).

Knowledge creation normally happens
through an exchange, and incorporates ele-
ments of the knowledge (Nahapiet and
Ghoshal 1998). Higher quality and quantity
knowledge creation depends on the quality
and speed of exchanging and incorporating
the elements of the knowledge (Chiang et al.
2011). Thus, organizations must play a role
in enabling knowledge and intelligence shar-
ing; in return, this can facilitate the creation
of a huge growth of knowledge. Knowledge,
particularly tacit knowledge, which is the
most significant organizational resource, is
regarded as the basic source of a competi-
tive advantage, since knowledge is not easily
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imitated. Though tacit knowledge resides in
an individual’s mind, and not in an institu-
tion (Kim and Mauborgne 1998), knowledge
sharing behavior can be carried out by utiliz-
ing the following viewpoints.

Since tacit knowledge generally resides
in an individual’s mind, conveying such
knowledge through any form of  formaliza-
tion is not easy (Polanyi 1966). Knowledge
in the form of  intuition, for example as cog-
nitive and experience skills, cannot be easily
explained verbally. Thus, it leads to some dif-
ficulties when trying to control employees’
knowledge sharing.

The increase in the amount of tacit
knowledge facilitates an increase in the de-
gree of knowledge asymmetry and indicates
how knowledge is the most important asset
in the age of  the knowledge economy. Em-
ployees can code and keep significant knowl-
edge in institutional databases or share
knowledge with other organizational mem-
bers, and such knowledge sharing may lead
to conflict between the employees and the
institution. The elucidating of individual
knowledge decreases the rareness of the
knowledge that an employee enjoys in an in-
stitution (Willman, Fenton-O’Creevy, and
Soane 2001). On the contrary, knowledge it-
self, which does not decline in value, will not
lose its value after being utilized or shared.
Thus, institutions should recognize the fac-
tors that lead to knowledge sharing behavior
among employees (Chiang et al. 2011).

Many studies have established the pre-
dictors of  an employee’s knowledge sharing
behavior and have evidenced several factors,
such as organizational commitment (Chiang
et al. 2011); trust (Amayah 2013); post-alli-
ance formation factors (Rezazadeh and
Mahjoub 2016); organizational characteristics
(Baskaran 2018) and group identification

(Hassandoust et al. 2011). However, there
are limited studies into knowledge sharing
behavior in the healthcare context (Hansen
and Avital 2005; Kim and Lee 2013b). More-
over, these previous studies have not inves-
tigated the mediating effect of subjective
norms on the relationship between career
advancement and job characteristics and
knowledge sharing behavior. Therefore, it is
important to close this gap.

Theoretical Background

Social Exchange Theory
The social exchange theory can be de-

fined as, “an exchange of  activity, tangible
or intangible, and more or less rewarding or
costly, between at least two persons” (Blau
1964). Several scholars have examined vari-
ous issues in relation to the social exchange
theory (Eisenbergerand Huntington 1986;
Tekleab et al. 2005). For instance, Aselage
and Eisenberger, (2003) suggested three per-
spectives that are related to the social ex-
change theory: (i) Exchanging valued social-
emotional resources are the important things
in the establishment of an exchange relation-
ship between organizations and subordinates;
(ii) it should be the contributions between the
parts which are considered to be precious in
the exchange relationship; and (iii) justice
between the parts. Thus, these common per-
spectives may influence career advancement
and job characteristics to have a positive re-
lationship with knowledge sharing behavior.

In addition, the social exchange theory,
apart from emphasizing the benefits of ex-
changes, also encourages norms of  reciproc-
ity which create unspecified obligations in
developing human behavior, like knowledge
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sharing behavior (Blau 1964). It is regarded
that the norm of  reciprocity is an important
component of an individual who positively
perceives subjective norms (Bamberg, Ajzen,
and Schmidt 2003). Because subjective norms
refer to an individual’s perception of  antici-
pated behavior within a particular group, in a
specific situation, this develops into the norms
of reciprocity (Fishbein and Ajzen 1975).

Thus, when subordinates positively per-
ceive subjective norms, the relationship
among the employees, as well as the employ-
ees and the institution will change directly
towards the performance of  the behavior.
Therefore, subjective norms are expected to
mediate the relationship between career ad-
vancement and job characteristics and knowl-
edge sharing behavior.

Career Advancement and
Knowledge Sharing Behavior

Career advancement is an employee’s
upward movement on the institutional lad-
der, which is associated with an increase in
salary and status (Zhao and Zhou 2008).
Thus, career advancement is considered to
be an important tool for acquiring knowledge
and skills (Wang-Cowham 2008). Empirically,
career advancement is influenced by knowl-
edge sharing behavior (Akhavan et al. 2013;
Cabrera and Cabrera 2005). According to the
social exchange theory, an employee who
positively perceives exchange benefits, such
as career advancement, is likely to engage in
knowledge sharing behavior. Thus, the fol-
lowing hypothesis is proposed:
H1: Career advancement and knowledge sharing

behavior are positively correlated.

Job Characteristics and
Knowledge Sharing Behavior

Job characteristics refer to the task sig-
nificance, skills variety and task identity,
which are undertaken by an employee
(Rehman and Mahmood 2011). Empirically,
job characteristics have a significant relation-
ship with knowledge sharing behavior (Foss
et al. 2009; Menguc et al. 2011). According
to the social exchange theory, which empha-
sizes exchange benefits, if the job character-
istics contain an exchange benefits package,
it may lead employees to participate fully in
knowledge sharing behavior. Therefore, the
following hypothesis is proposed:
H2: Job characteristics and knowledge sharing be-

havior are positively correlated.

Subjective Norms and
Knowledge Sharing Behavior

Subjective norms refer to the beliefs
and social pressure that influence a person to
execute or not to execute a particular behav-
ior (Ajzen 1991). It is indicated that subjec-
tive norms have a significant effect on knowl-
edge sharing behavior (Aktharsha et al. 2012;
Wu and Zhu 2012). According to the social
exchange theory, exchange benefits and the
norms of  reciprocity are present in subjec-
tive norms and can lead these subjective
norms to have a positive and significant in-
fluence on knowledge sharing behavior. Thus,
the next hypothesis is proposed as follows:
H3: Subjective norms and knowledge sharing behav-

ior are positively correlated.

The Roles of the Mediator
According to the literature, the subjec-

tive norms construct plays a significant role
in mediation. Altawallbeh, Soon, Thiam, and
Alshourah (2015) found that the subjective
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norms construct mediates the relationship
between salient beliefs and behavioral inten-
tions. Furthermore, it has been shown that
the job characteristics construct is related to
subjective norms (Sanders and Spencer
2004). However, they did not further discuss
the outcomes of the mediating effects of sub-
jective norms on the relationship between
career advancement and job characteristics
and knowledge sharing behavior.

To justify the potential role of  subjec-
tive norms as a mediator, Tohidinia and
Mosakhani (2010) are invoked. They pro-
posed that subjective norms would act as a
critical social pressure that mediates the ef-
fect of the organizational climate upon the
individual’s intention to share knowledge.
The organizational climate is basically in-
tended to achieve both individual and orga-
nizational objectives (Tohidinia and
Mosakhani 2010). Because career advance-
ment and job characteristics play a role in both
an individual’s success and the prosperity of
his/her institution (Rehman and Mahmood
2011; Zhao and Zhou 2008), it is right to
imply that they will be evoked as subjective
norms that can be used as a mediating vari-
able between career advancement, job char-
acteristics and knowledge sharing behavior.

Based on the prior study conducted by
Nabi (2003), it is indicated that career ad-
vancement influences subjective norms, and
subjective norms influence knowledge shar-
ing behavior (Aktharsha and Anisa 2012). On
the other hand, Sanders and Spencer (2004)
determined that the job characteristics affect
subjective norms and the subjective norms
construct contributes to knowledge sharing
(Tohidinia and Mosakhani 2010). Taking into
consideration the social exchange theory, an
employee who has a positive perception of
exchange benefits, as well as the norms of
reciprocity towards a social group (pressure),
is likely to produce knowledge sharing behav-
ior. Therefore, the relationship between ca-
reer advancement and job characteristics and
knowledge sharing behavior may be mediated
by subjective norms. Thus, hypotheses 4 and
5 are proposed as follows:
H4: Career advancement is positively related to

knowledge sharing behavior and is mediated
by subjective norms.

H5: The job characteristics construct is positively re-
lated to knowledge sharing behavior and is me-
diated by subjective norms.

Figure 1. Research Model

CA=Career Advancement, JCs=Job Characteristics, SNs=Subjective Norms, KSB=Knowledge Sharing
Behavior

CA

JCs

SNs KSB



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Methods

Method and Procedures
The data in this study were collected

through a survey of  healthcare professionals
from five public hospitals in Tanzania, namely
Muhimbili National Hospital (MNH), Ligula
Referral Hospital (LRH), Mnazi Mmoja Hos-
pital (MMH), SekouToure Regional Hospital
Mwanza (SRHM) and Mbeya Referral Hos-
pital (MRH). The study was cross-sectional,
where the data were collected at one point
of time. The respondents from these
healthcare institutions are healthcare profes-
sionals who engage in knowledge sharing be-
havior and deeply comprehend healthcare
practices. The list of  respondents was ob-
tained from the management of the hospi-
tals. A total of  650 questionnaires were dis-
tributed to the healthcare professionals in
2015 and 439 were returned and found to be
usable, resulting in a response rate of 68 per-
cent. Of the respondents, 295 (67.2%) are
female and 144 (32.8%) are male; and 62.4
percent are married participants. The major-
ity of the respondents are in the age range of
21 to 30 years. As for their ages, 42.6 percent
are 21-30 years old; 33.0 percent are 31-40
years old; 16.6 percent are 41-50 years old;
and 7.3 percent are 51-60 years old. Most
respondents have an average work tenure of
more than seven years. In terms of  the occu-
pation of the respondents, 327 (74.3%) are
nurses and 112 (25.3%) are doctors.

Measure
Knowledge Sharing Behavior (KSB)- 28

items on the KSB scale were adopted from
Yi (2009) and used to measure respondents’
perceptions of knowledge sharing behavior,
including practices related to written contri-
butions, organizational communications, per-

sonal interactions and communities of prac-
tice. Examples of these items are as follows:
“I share documents and reports,” “I publish
papers in institutional journals, magazines or
newsletters,” “I express ideas and thoughts
in organizational meetings,” and “I share ex-
periences that may help others avoid risks and
trouble through personal conversation.”

Career Advancement (CA)- CA refers
to an employee’s upward movement on the
organizational ladder, accompanied by an in-
crease in salary and status (Bock,
Kankanhalli, and Sharma 2006). This study
adapted five items from Bock et al.’s (2006)
sample of items, including: “It is important
to get a higher salary when I share my knowl-
edge,” and “It is important to get a higher
bonus when I share my knowledge,” and “It
is important to be promoted when I share my
knowledge.” The alpha coefficient ranges
from 0.60 to 0.93. Job Characteristics (JCs)-
JCs refer to the task-related attributes (Hack-
man and Oldham 1974). The current study
measured job characteristics by using eight
items adapted from Hackman and Oldham
(1974). Examples of these items are as fol-
lows: “I have the freedom to carry out my
job the way I want to,” “I have the opportu-
nity to complete work that I have started,”
and “My supervisor frequently discusses mat-
ters related to my job performance.” The al-
pha coefficient here ranges from 0.67 to 0.90.

Subjective Norms (SNs)- SNs refer to
an individual’s perception of  the social pres-
sure to execute or not to execute a particular
behavior (Fishbein and Ajzen 1975). The
current study measured subjective norms by
using six items adapted from Bock, Lee,
Zmud, and Kim (2005). Examples of items
are as follows: “My CEO thinks that I should
share my knowledge with other members in
the organization,” and “My boss thinks that I
should share my knowledge with other mem-
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bers in the organization.” The alpha coeffi-
cient ranges from. 0.82 to 0.94. All the items
for each variable used in this study were mea-
sured on a Five-Point Likert scale, from 1 =
strongly disagree to 5 = strongly agree.

Data Analysis
Data analysis for this study was con-

ducted by utilizing Partial Least Squares-
Structural Equation Modelling (PLS-SEM)
(Hair, Ringle, and Sarstedt 2013), because it
is capable of testing causal relationships be-
tween constructs with many items, unlike
other methods (Hair, Hult, Ringle, and
Sarstedt 2014). We used PLS-SEM to exam-
ine both the measurement model and the
structural model (Henseler et al. 2009;
Reinartz et al. 2009). In the measurement
model, we assessed the individual item reli-
ability; internal consistency reliability; con-
vergent validity; and discriminant validity. In
the structural model, we assessed the signifi-
cant path coefficient. Table 1 and Table 2
display the measurement model while Table
3 shows the hypotheses testing.

Results

Measurement Model
The individual item reliability was ex-

amined by inspecting the individual items of
each construct used in this study; we adopted
the rule of  thumb that items with loadings
below 0.4 should be deleted (Hair et al. 2014).
Thus, 41 out of the 62 items with outer load-
ings ranging from 0.621 to 0.905 were main-
tained since they achieved the minimum re-
quirement. Internal consistency reliability is
the extent to which all items are able to mea-
sure the same concept (Bijttebier et al. 2000;
Sun et al. 2007). We determined this internal
consistency reliability by using a composite
reliability coefficient of  each latent construct,
which should range from 0.70 and above (Hair
et al. 2011). This study has managed to
achieve a sufficient internal consistency reli-
ability since thecomposite reliability of each
latent construct ranges from 0.847 to 0.907.

Convergent validity is the extent to
which the measures used are correlated with
the intended constructs (Hair et al. 2006).

Table 1. Items Loadings, Composite Reliability, and Average Variance Extracted (AVE)

Constructs Items Loadings Composite Reliability AVE

Career Advancement CA1 0.845 0.907 0.709
CA2 0.905
CA3 0.784
CA4 0.830
JCs3 0.703
JCs5 0.621

Job Characteristics JCs6 0.767 0.847 0.527
JCs7 0.751
JCs8 0.777
KBS7 0.793
KSB10 0.794
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Table 1. Continued

Constructs Items Loadings Composite Reliability AVE

KSBO KSB6 0.791 0.899 0.640
KSB8 0.826
KSB9 0.795
KSB16 0.785

KSBP KSB17 0.776 0.832 0.622
KSB18 0.806
KSB22 0.833
KSB23 0.881

KSBC KSB24 0.849 0.922 0.702
KSB25 0.839
KSB26 0.786
KSB2 0.725

KSBW KSB4 0.861 0.852 0.659
KSB5 0.842
SNs1 0.816

Subjective Norms SNs2 0.845 0.867 0.620
SNs3 0.744

  SNs5 0.740

CA= Career Advancement, JCs=Job Characteristics, KSBC=Knowledge Sharing Behavior Communities of Practice,
KSBO=Knowledge Sharing Behavior Organizational Communication, KSBP=Knowledge Sharing Behavior Personal
interactions, KSBW= Knowledge Sharing Behavior Written Contributions, and SNs= Subjective Norms.

Table 2. Descriminant Validity

Constructs    CA   JCs   KSBC KSBO   KSBP   KSBW   SNs

CA 0.842

JCs 0.248 0.726

KSBC 0.251 0.452 0.838

KSBO 0.085 0.446 0.304 0.800

KSBP 0.163 0.418 0.393 0.330 0.789

KSBW 0.160 0.293 0.486 0.473 0.286 0.812

SNs 0.222 0.577 0.466 0.436 0.402 0.305 0.788
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Convergent validity was assessed by deter-
mining the Average Variance Extracted
(AVE) of  each latent construct; we adopted
the rule of  thumb that the AVE should be
from 0.5 and above (Fornell and Larcker
1981). This study achieved sufficient conver-
gent validity with the AVE ranging from 0.527
to 0.70.

Discriminant validity is the extent to
which a specific latent construct should not
correlate with other latent constructs. We
used the square roots of  the AVE of  each
latent construct in order to determine the
discriminant validity; we adopted the rule of
thumb which states that the square roots of
the AVE of  each latent construct should be
greater than its correlation and its correlation
with other constructs (Fornell and Larcker
1981). This study has managed to achieve
sufficient discriminant validity since the
square root of  the AVE of  each latent con-
struct is greater that its correlation and its
correlation with other constructs.

Hypotheses Testing
Table 3 indicates the hypotheses test-

ing results from the structural model. For H1,
H2 and H3, we investigated the influence of

career advancement and knowledge sharing
behavior, job characteristics and knowledge
sharing behavior and subjective norms and
knowledge sharing behavior. The results in-
dicate that career advancement, job charac-
teristics and subjective norms have a posi-
tive and significant relationship with knowl-
edge sharing behavior. Thus, all the direct
effect hypotheses are supported. For H4 and
H5, both the mediating effects of subjective
norms on the relationship between career
advancement and job characteristics and
knowledge sharing behavior are supported.
This implies that career advancement and job
characteristics affect the subjective norms,
which in turn, influence the knowledge shar-
ing behavior.

Discussion
Based on the social exchange theory, this

study intends to examine the mediating ef-
fects of  subjective norms on the relationship
between career advancement and job char-
acteristics and knowledge sharing behavior.
To show the prospective influences on
knowledge sharing behavior, the research
framework is underpinned by the social ex-
change theory. The results of  the data analy-

Hypotheses Beta SE T Statistics P-Value Decision

CA -> KSB 0.062 0.045 1.371 0.086* Supported

JCs -> KSB 0.346 0.054 6.463 0.000*** Supported

SNs -> KSB 0.349 0.048 7.228 0.000*** Supported

CA -> SNs->KSB 0.031 0.014 2.186 0.030** Supported

JCs -> SNs->KSB 0.197 0.033 5.887 0.000*** Supported

Table3. Hypothesis Testing

Note: ***Significant at 0.01**significant at 0.05, *significant at 0.1.
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sis indicate that the findings are consistent
with the theory and literature (Akhavan et
al. 2013; Blau 1964; Cabrera et al. 2006; Foss
et al. 2010; Wickramasinghe and Widyaratne
2012). As hypothesized and supported by the
literature (Akhavan et al. 2013; Bock et al.
2005; Cabrera et al. 2006), a maximum posi-
tive perception of career advancement and
exchange benefits strengthen knowledge shar-
ing behavior. In other words, in the present
study, healthcare professionals believe that
engaging in knowledge sharing behavior will
lead to their career advancement; thus they
are likely to participate in sharing their knowl-
edge.

The findings of this study show that job
characteristics have a positive effect on
knowledge sharing behavior. This finding is
supported by previous studies (Foss et al.
2010; Menguc et al. 2011). This entails that
those employees who positively perceive job
characteristics in their healthcare institutions
develop a positive attitude towards knowl-
edge sharing behavior.

The results of the research are that the
evidence shows that subjective norms have
a positive influence on knowledge sharing
behavior. Thus, as has also been shown in
previous studies, we can summarize that sub-
jective norms reinforce knowledge sharing
behavior among healthcare professionals
(Aktharsha and Anisa 2012; Jeon et al. 2011;
Lee et al. 2011; Tohidinia and Mosakhani
2010).

The results of the present study are con-
sistent with the social exchange theory (Blau
1964). The subjective norms construct has
positive and significant mediating effects on
the relationship between career advancement
and job characteristics and knowledge shar-
ing behavior. The findings indicate that the
higher the subjective norms are, the higher

the knowledge sharing behavior is. There are
a number of studies that have revealed a posi-
tive relationship between subjective norms
and knowledge sharing behavior
(Hassandoust et al. 2011; Tohidinia and
Mosakhani 2010; Wu and Zhu 2012).

Therefore, in order to improve knowl-
edge sharing behavior among organizational
members, we propose that efforts should be
carried out systematically, including the pro-
vision of a favorable environment that can
encourage knowledge sharing behavior, while
also improving career advancement as well
as job characteristics in relation to the knowl-
edge sharing behavior. As Saleh and Wang
(1993) suggested, the role of  the administra-
tion is to establish a suitable climate in which
the employees will be motivated to share
knowledge; consequently, this can reinforce
the knowledge sharing behavior. Furthermore,
the findings of this study reveal that organi-
zational and job factors have a high influence
on knowledge sharing behavior. Thus, the
administration should examine what the set-
backs to knowledge sharing behavior are, and
endeavor to eliminate them.

Research Limitations and
Guidance for Future Research

This study has several limitations: First,
the study does not cover extensively the fac-
tors that may influence knowledge sharing
behavior. These factors can be demographic
factors, such as gender, age and tenure (Bock
et al. 2005). The effects of these important
factors on knowledge sharing behavior are not
examined in this study. Thus, future research-
ers may consider these factors to uncover
their potential effects. Second, the findings
of this study cannot be generalized, since the
current study was carried out in Tanzanian
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healthcare institutions, focusing only on medi-
cal doctors and nurses, who are characterized
by their collective culture. Thus, more stud-
ies need to be carried out in different con-
texts, geographical settings and cultures in
order to generalize the findings.

Conclusion
The current study suggests a model for

the mediating effects of  subjective norms on
the relationship between career advancement,
job characteristics and knowledge sharing
behavior in the public health care context.
The findings indicate that career advance-
ment, job characteristics and subjective

norms have a positive and significant effect
on knowledge sharing behavior. However,
subjective norms portray a partial positive and
significant mediating effect on the relation-
ship between career advancement, job char-
acteristics and knowledge sharing behavior.
In fact, all the exogenous variables were iden-
tified as the most robust predictors of knowl-
edge sharing behavior among the healthcare
professionals. Thus, the management of
healthcare institutions must pay attention to
designing programs and activities to promote
career advancement, job characteristics and
subjective norms to propagate knowledge
sharing behavior.

References
Ajzen, I. 1991. The theory of  planned behavior. Organizational Behavior and Human Decision Processes 50 (2):

179–211. http://doi.org/10.1016/0749-5978(91)90020-T.
Akhavan, P., A. Rahimi, and G. Mehralian. 2013. Developing a model for knowledge sharing in research

centers. VINE: The Journal of  Information and Knowledge Management Systems 43 (3): 357–393. http://
doi.org/10.1108/VINE-06-2012-0020.

Aktharsha, S. U., D. S. Ali, and H. Anisa. 2012. Knowledge sharing behaviour in hospitals. The Journal of
Contemporary Management Research 6 (2): 33–51.

Aktharsha, S. U., and H. Anisa. 2012. Knowledge sharing: Nursing ambience. Journal of  Indian Management
9 (2): 13–26.

Altawallbeh, M., F. Soon,  W. Thiam, and S. Alshourah. 2015. Mediating role of  attitude, subjective norm
and perceived behavioural control in the relationships between their respective salient beliefs and
behavioural intention to adopt e-learning among instructors in Jordanian universities. Journal of
Education and Practice 6 (11): 152–160.

Amayah, A. T. 2013. Determinants of  knowledge sharing in a public sector organization. Journal of
Knowledge Management 17 (3): 454–471. http://doi.org/10.1108/JKM-11-2012-0369

Araújo, E., and A. Maeda. 2013. How to Recruit and Retain Health Workers in Rural and Remote Areas in
Developing Countries: A Guidance Note (No. 78506). Dar es Salaam, Tanzania.

Aselage, J., and R. Eisenberger. 2003. Perceived organizational support and psychological contracts: A
theoretical integration. Journal of  Organizational Behavior 24 (SPEC. ISS.): 491–509. http://doi.org/
10.1002/job.211

Bamberg, S., I. Ajzen, and P. Schmidt. 2003. Choice of  travel mode in the theory of  planned behavior:
The roles of  past behavior, habit, and reasoned action. Basic and Applied Social Psychology 25 (3): 175–
187. http://doi.org/10.1207/S15324834BASP2503_01



199

Gadjah Mada International Journal of  Business – May-August, Vol. 20, No. 2, 2018

Baskaran, S. 2018. Mediation effect of  knowledge management enablers on the relationship between
organizational characteristics and entrepreneurial orientation. Gadjah Mada International Journal of
Business 20 (1): (January-April): 1-32. https://doi.org/10.22146/gamaijb.23323

Bijttebier, P., D. Delva, S. Vanoost, H. Bobbaers, P. Lauwers, and H. Vertommen. 2000. Reliability and
validity of the critical care family needs inventory in a Dutch-speaking Belgian sample. Heart and
Lung: Journal of  Acute and Critical Care 29 (4): 278–286. http://doi.org/10.1067/mhl.2000.107918

Blau, P. 1964. Exchange and Power in Social Life. New York: Wiley and Sons.
Bock, G.-W., A. Kankanhalli, and S. Sharma. 2006. Are norms enough? The role of  collaborative norms

in promoting organizational knowledge seeking. European Journal of  Information Systems 15 (4): 357–
367. http://doi.org/10.1057/palgrave.ejis.3000630

Bock, G.-W., J-N. Lee, R. W. Zmud, and Y-G. Kim. 2005. Behavioral intention formation in knowledge
sharing: Examining the role of extrinsic motivators, social-psychological forces, and organizational
climate. MIS Quarterly 29 (1): 87–111.

Cabrera, Á., W. C. Collins, and J. F. Salgado. 2006. Determinants of  individual engagement in knowledge
sharing. The International Journal of  Human Resource Management 17 (2): 245–264. http://doi.org/
10.1080/09585190500404614

Cabrera, E. F., and A. Cabrera. 2005. Fostering knowledge sharing through people management prac-
tices. The International Journal of  Human Resource Management 16 (5): 720–735. http://doi.org/10.1080/
09585190500083020

Chen, S., S. Chang, H. Lin, and C. Chen. 2008. Post-SARS knowledge sharing and professional commit-
ment in the nursing profession. Journal of  Clinical Nursing18 (5): 1738–1745. http://doi.org/10.1111/
j.1365-2702.2008.02488.

Chiang, H., T-S. Han, and J-S. Chuang. 2011. The relationship between high-commitment HRM and
knowledge-sharing behavior and its mediators. International Journal of  Manpower 32 (5/6): 604–622.
http://doi.org/10.1108/01437721111158224

Eisenberger, R., and R. Huntington. 1986. Perceived organizational support. Journal of  Applied Psychology.
http://doi.org/10.1037/0021-9010.75.1.51.

Fishbein, M., and I. Ajzen. 1975. Belief, attitude, intention and behavior: An introduction to theory and
research. Contemporary Sociology 6 (2): 244–245.

Fornell, C., and D. F. Larcker. 1981. Evaluating structural models with unobservable variable and mea-
surement. Journal of  Chemical Information and Modeling 53 (9): 1689–1699. http://doi.org/10.1017/
CBO9781107415324.004

Foss, N. J., K. Husted, and S. Michailova, S. 2010. Governing knowledge sharing in organizations: levels
of  analysis, governance mechanisms, and research directions. Jounal of  Management Studies 47 (3):
455–82. http://doi.org/10.1111/j.1467-6486.2009.00870.x

Foss, N. J., D. B. Minbaeva, T. Pedersen, and M. Reinholt. 2009. Encouraging knowledge sharing among
employees: How job design matters. Human Resource Management 48 (6): 871–893. http://doi.org/
10.1002/hrm

Gold, A. H., A. Malhotra, and A. H. Segars. 2001. Knowledge management: an organizational capabilities
perspectives. Journal of  Management Information Systems 18 (1): 185–214. http://doi.org/10.1002/
ceat.201000522



Balozi er al.

200

Hackman, J. R., and G. R. Oldham. 1974. The job diagnostic survey: An instrument for the diagnosis of
jobs and the evaluation of  job redesign projects. JSAC Catalog of  Selected Documents in Psychology 4
(148): 1–14.

Hair, J. F., W. Black, B. J. Babin, R. E. Anderson, and R. L. Tatham. 2006. Multivariate Data Analysis. Upper
Saddle River, New Jersey: Prentice-Hall.

Hair, J. F. J., G. T. M. Hult, C. Ringle, and M. Sarstedt. 2014. A Primer on Partial Least Squares Structural
Equation Modeling (PLS-SEM). London: SAGE Publications Ltd. http://doi.org/10.1016/
j.lrp.2013.01.002

Hair, J. F., C. M. Ringle, and M. Sarstedt. 2011. PLS-SEM: Indeed a Silver Bullet. The Journal of  Marketing
Theory and Practice 19 (2): 139–152. http://doi.org/10.2753/MTP1069-6679190202

Hair, J. F., C. M. Ringle, and M. Sarstedt. 2013. Partial least squares structural equation modeling: Rigorous
applications, better results and higher acceptance. Long Range Planning 46 (1–2): 1–12. http://doi.org/
10.1016/j.lrp.2013.01.001

Hair, J., G. T. M. Hult, C. M. Ringle, and M. Sarstedt. 2014. Partial Least Squares Structural Equation Modeling
( PLS-SEM ). London EC1Y 1: SAGE Publications India Pvt. Ltd.

Hansen, S., and M. Avital. 2005. Contributing your “ wisdom” or showing your cards: A quantitative
inquiry of  knowledge sharing behavior. In Eleventh Americas Conference on Information Systems (pp.
1813–1817).

Hassandoust, F., R. Logeswaran, and M. F. Kazerouni. 2011. Behavioral factors influencing virtual knowl-
edge sharing: Theory of  reasoned action. Journal of  Applied Research in Higher Education 3 (2): 116–
134. http://doi.org/10.1108/17581181111198665

Henseler, J., C. M. Ringle, and R. R. Sinkovics. 2009. The use of  partial least squares path modeling in
international marketing. Journal of  the Academy of  Marketing Science 29 (3): 318–319. http://doi.org/
10.1016/0167-8116(92)90003-4

Huang, M.-C., Y-P. Chiu, and T-C. Lu. 2013. Knowledge governance mechanisms and repatriate’s knowledge
sharing: The mediating roles of  motivation and opportunity. Journal of  Knowledge Management17 (5):
677–694. http://doi.org/10.1108/JKM-01-2013-0048

Jeon, S., Y-G. Kim, and J. Koh. 2011. An integrative model for knowledge sharing in communities-of-
practice. Journal of  Knowledge Management 15 (2): 251–269. http://doi.org/10.1108/
13673271111119682

Juma, A., A. G. Kangalawe, F. Dalrymple, and T. Kanyenda. 2012. Brain Drain of  the Healthcare Professionals
in Tanzania. New York: Cornell University.

Kim, Y.-M., D. Newby-Bennet, and H-J. Song. 2012. Knowledge sharing and institutionalism in the
healthcare industry. Journal of  Knowledge Management16 (3): 480–494. http://doi.org/10.1108/
13673271211238788

Kim, T. T., and G. Lee. 2013. Hospitality employee knowledge-sharing behaviors in the relationship
between goal orientations and service innovative behavior. International Journal of  Hospitality Manage-
ment 34: 324–337. http://doi.org/10.1016/j.ijhm.2013.04.009

Kim, Y. W., and J. Ko. 2014. H R practices and knowledge sharing behavior: Focusing on the moderating
effect of  trust in supervisor. Public Personnel Management 43 (4): 586–607.

Kim, W. C., and R. Mauborgne. 1998. Procedural justice, strategic decision making, and the knowledge
economy. Strategic Management Journal 19 (4): 323–338.



201

Gadjah Mada International Journal of  Business – May-August, Vol. 20, No. 2, 2018

Lee, C., J. Farh, and Z. Chen. 2011. Promoting Group Potency in Project Teams: The Importance of  Group Identi-
fication 1162 (March 2009): 1147–1162. http://doi.org/10.1002/job

Menguc, B., S. Auh, and Y. C. Kim. 2011. Salespeople’s knowledge-sharing behaviors with coworkers
outside the sales unit. Journal of  Personal Selling and Sales Management 31 (2): 103–122. http://doi.org/
10.2753/PSS0885-3134310201

Mboera, L. E. G., K. P. Senkoro, B. K. Mayala, and E. H. Shayo. 2007. Knowledge and health informa-
tion communication in. East African Journal of  Public Health 4 (1): 1–7.

Munga, M., and O. Mæstad. 2009. Measuring inequalities in the distribution of  health workers: The case
of  Tanzania. Human Resources for Health 7 (4). Retrieved from http://www.biomedcentral.com/
1478-4491/7/4

Nabi, G. R. 2003. Situational characteristics and subjective career success The mediating role of  career-
enhancing strategies. International Journal of  Management Reviews 24 (6): 653–671.

Nahapiet, J., and S. Ghoshal. 1998.  Social capital, intellectual capital, and the organizational advantage.
Academy of Management Review 23 (2): 242–266.

Ngowi, H. P. 2009. Economic development and change in Tanzania since independence: The political
leadership factor. African Journal of  Political Science and International Relations 3 (4): 259–267.

Pizzi, N. J. 2009. Information processing in biomedical applications. Human-Centric Information Processing
Through Granular Modelling 182: 289–311. http://doi.org/10.1007/978-3-540-92916-1

Polanyi, M. 1966. The Tacit Dimension. London: Routledge and Kegan Paul. Retrieved from https://
www.google.com/search?q=sci hub org#q=Polanyi%2C+M.+(1966)%2C+The+Tacit+
Dimension%2C+Routledge+and+Kegan+Paul%2C+London

Prytherch, H., D. C. V. Kakoko, M. T. Leshabari, and R. M. M. Sauerborn. 2012. Maternal and newborn
health care providers in rural Tanzania: In-depth interviews exploring influences on motivation,
performance and job satisfaction. Rural Rem Health. Retrieved April 12, 2016, from https://
www.google.com/#q=Prytherch+H%2C+Kakoko+DCV%2C+Leshabari+MT%2C+
Sauerborn+R%2C+Marx+M.+Maternal+and+newborn+health+care+providers+in+rural+Tanzania:+in-
depth+interviews+exploring+influences+on+motivation%2C+performance+and+job+satisfaction.+Rural+R

Rehman, M., and A. K. B. Mahmood. 2011. Review of  factors affecting knowledge sharing behavior. In
International Conference on E-business, Management and Economics IPEDR 3: 223–227. Hong Kong: IACSIT
Press.

Reinartz, W., M. Haenlein, and J. Henseler. 2009. An empirical comparison of  the efficacy of  covariance-
based and variance-based SEM. International Journal of  Research in Marketing 26 (4): 332–344. http:/
/doi.org/10.1016/j.ijresmar.2009.08.001

Rezazadeh, A. and M. Mahjoub. 2016. Alliance entrepreneurship and entrepreneurial orientation: The
Mediating effect of  knowledge transfer. Gadjah Mada International Journal of  Business 18 (3): 263-284.
https://doi.org/10.22146/gamaijb.22220

Rockers, P., M. Jaskiewicz, L. Wurts, M. Kruk, G. Mgomella, and F. Ntalazi. 2012. Preferences for work-
ing in rural clinics among trainee health professionals in Uganda: A discrete choice experiment.
BMC Health Serv Res. Retrieved from https://www.google.com/#q=Rockers+ PC%2C+
Ja s k i e w i c z + W % 2 C + Wu r t s + L % 2 C + K r u k + M E % 2 C + M g o m e l l a + G S % 2 C +
Ntalazi+F.+Preferences+for+working+in+rural+clinics+among+trainee+health+professionals+
in+Uganda:+a+discrete+choice+experiment.+BMC+Health+Serv+Res.+2012%3B12:212.



Balozi er al.

202

Saleh, S. D., and C. K. Wang. 1993. The management of  innovation: Strategy, structure, and organizational
climate. IEEE Transactions on Engineering Management 40 (1): 14–21. http://doi.org/10.1109/
17.206645

Sanders, A. E., and A. J. Spencer. 2004. Job characteristics and the subjective oral health of  Australian
workers. Australian and New Zealand Journal of  Public Health 28 (3): 259–266.

Shemdoe, A., G. Mbaruku, A. Dillip, Bradley, J. William, D. Wason, and Z. J-L. Hildon. 2016. Explaining
retention of  healthcare workers in Tanzania: Moving on, coming to “look, see and go,” or stay?
Human Resources for Health 14 (1): 2. http://doi.org/10.1186/s12960-016-0098-7

Sun, W., C-P. Chou, A. W. Stacy, M. Ma, J. Unger, and P. Gallaher. 2007. SAS and SPSS macros to calculate
standardized Cronbach’s alpha using the upper bound of  the phi coefficient for dichotomous
items. Behavior Research Methods 39 (1): 71–81. http://doi.org/10.3758/BF03192845

Su, Z., D. Ahlstrom, J. Li, and D. Cheng. 2013. Knowledge creation capability, absorptive capacity, and
product innovativeness. RandD Management43 (5): 473–485. http://doi.org/10.1111/radm.12033.

Teece, D. 1998. Capturing value from knowledge assets: The new economy, markets for know-how, and
intangible assets. California Management Review 40 (3): 55–79. Retrieved from http://cmr.ucpress.edu/
content/40/3/55.abstract

Tekleab, A. G., R. Takeuchi, and M. S. Taylor. 2005. Extending the chain of  relationships among organi-
zation justice, social exchange, and employee reactions: The role of  contract violations. Academy of
Management Journal 48 (1): 146–157. http://doi.org/10.5465/AMJ.2005.15993162

Tohidinia, Z., and M. Mosakhani. 2010. Knowledge sharing behaviour and its predictors. Industrial Man-
agement and Data Systems 110 (4): 611–631. http://doi.org/10.1108/02635571011039052

Wang-Cowham, C. 2008. The effect of  individual factors on the transfer of  human resource manage-
ment knowledge in Chinese subsidiaries: The perspective of  Chinese HR managers. Journal of
Technology Management in China 3(2): 224–241. http://doi.org/10.1108/17468770810881149

Wickramasinghe, V., and R. Widyaratne. 2012. Effects of  interpersonal trust, team leader support, re-
wards, and knowledge sharing mechanisms on knowledge sharing in project teams. VINE: The
Journal of  Information and Knowledge Management Systems 42 (2): 214–236. http://doi.org/10.1108/
03055721211227255

Willman, P., M. Fenton-O’Creevy, and E. Soane, E. 2001. Knowing the risk: theory and practice in finan-
cial trading market. Human Relations 54(200107): 887–910.

World Health Organization (WHO). 2010. Increasing access to health workers in remote and rural areas
through improved retention. Sciences New York 23 (February): 3–69. Retrieved from http://
www.who.int/entity/hrh/migration/hmr_expert_meeting_dolea.pdf

World Health Organization (WHO). 2013. Service Availability and Readiness Assessment (SARA).
Wu, Y., and W. Zhu. 2012. An integrated theoretical model for determinants of  knowledge sharing

behaviours. Kybernetes 41 (10): 1462–1482. http://doi.org/10.1108/03684921211276675
Yi, J. 2009. A measure of  knowledge sharing behavior: Scale development and validation. Knowledge

Management Research and Practice 7 (10): 65–81. http://doi.org/10.1057/kmrp.2008.36
Zhao, W., and X. Zhou. 2008. Intraorganizational career advancement and voluntary turnover in a multi-

national bank in Taiwan. Career Development International 13 (5): 402–424. http://doi.org/
10.1108/13620430810891446



203

Gadjah Mada International Journal of  Business – May-August, Vol. 20, No. 2, 2018

Zhou, L., and M. B. Nunes. 2012. Identifying knowledge sharing barriers in the collaboration of  tradi-
tional and western medicine professionals in Chinese hospitals: A case study. Journal of  Librarianship
and Information Science 44 (4): 238–248. http://doi.org/10.1177/0961000611434758

Zurn, P., C. Dolea, and B. Stilwell. 2005. Nurse retention and recruitment: developing a motivated workforce.
The Global Nursing Review Initiative (WHO).




