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ABSTRACT
Aim/Purpose

Based on the social exchange theory, this study aimed to explore the underlying mechanisms and boundary conditions between organizational socialization and knowledge sharing.

Background

With the advent of the era of the knowledge economy, knowledge has
been replacing traditional resources such as capital, labor, and land to become the critical resources of enterprises. The competitiveness of an organization depends much on the effectiveness of its knowledge management; the success of its knowledge management largely relies upon employees’ motivation and willingness to engage in knowledge sharing.

Methodology

This study is a longitudinal analysis of data collected from 281 newcomers
in Chinese enterprises at two-time points with a one-month interval.
Structural equation modeling (SEM) was conducted to test hypotheses by
calculating standardized path coefficients and their significance levels.

Contribution

The study examined models linking organizational socialization and
knowledge sharing that included organizational links and sacrifice as mediators and trust as a moderator.
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Organizational socialization and knowledge sharing
Findings

Results show that the influences of organizational socialization on
knowledge sharing change regularly over time. In the role management
stage, coworker support and prospects for the future impact the practices
of knowledge sharing through links and sacrifice. Moreover, the findings
show that trust moderates the effect of links and sacrifice on employees’
knowledge sharing.

Recommendations
for Practitioners

This study can help enterprises develop targeted human resource management strategies, improve the degree of job embeddedness within the organization, and thus encourage more knowledge sharing among employees.

Recommendations
for Researchers

First, researchers could pay attention to more underlying mechanisms and
boundary conditions in the relationship between organizational socialization and knowledge sharing. Second, focusing on specific cultural context
and dimension of concepts may provide a new insight for the future study
and help add greater theoretical precision to knowledge sharing.

Impact on Society

First, this study suggests that coworker support and prospects for the future improve knowledge sharing within the organization. Second, understanding how job embeddedness (organizational links and organizational
sacrifice) acts as a mediator enhancing knowledge sharing, managers
should consider raising their attachment relationship to organizations
from two aspects: links and sacrifice. Third, knowledge sharing takes place
in a team-oriented context, where the success of the team requires highquality relationships among individual team members within the team as a
whole.

Future Research

Researchers in the future should employ experimental research design or
utilize longitudinal data to ensure that the findings reveal causation. In addition, future research can investigate how the initial level and later
changes of organizational socialization are associated with knowledge
sharing beyond the observational scope of traditional cross-sectional and
lagged research designs.
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INTRODUCTION
With the advent of the era of the knowledge economy, knowledge has become a critical resource in
economies. The competitiveness of an organization depends much on the effectiveness of its
knowledge management (North, Maier, & Haas, 2018). Previous studies have contended that the
benefit of the stock or amount of knowledge is limited unless such knowledge is shared and flows
across individuals, teams, or organizations (Du Plessis, 2007). Knowledge sharing is defined as “the
act of making knowledge available to others within the organization” (Ipe, 2003, p. 341). A multitude
of studies have documented that knowledge sharing is crucial for achieving effectiveness and higher
productivity at the individual level (Kim & Lee, 2013), team level, and organizational level (Tsai,
2001). More and more organizations have invested in lots of knowledge management systems to facilitate knowledge sharing among their employees. However, researchers increasingly recognize the
major problem that knowledge management processes depend on people rather than systems or
technologies (Barley, Treem, & Kuhn, 2018; Lee, Kim, & Yun, 2018). For organizations to benefit
from knowledge management, knowledge needs to be shared amongst employees to transform individual knowledge into organizational knowledge. The success of an organization’s knowledge management largely relies upon its employees’ motivation and willingness to engage in knowledge sharing
(M. H. Wang & Yang, 2016). How to increase the ability of managing knowledge sharing within and
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across the organization is one of the significant challenges facing contemporary organizations. Obviously, knowledge sharing means that individuals need to share their specialized knowledge, unique
skills, expertise, and information, and the sharers needed to spend much time and energy to acquire
these valuable resources in the past. In addition, knowledge sharing can benefit the organization, but
it may undermine the competitive position and advantage of knowledge contributors and demand
higher costs or risks from them. Thus, individuals may hide their valuable knowledge for their success, and thus knowledge sharing is particularly challenging for organizations (Chae, Park, & Choi,
2019). Researchers need to investigate the factors that influence employees’ willingness and motivation to engage in knowledge sharing (Bock, Zmud, Kim, & Lee, 2005).
The literature on knowledge sharing has generally focused on the social and organizational contexts
and incentive practices (Chae et al., 2019). However, there is little knowledge about the role of organizational socialization in knowledge sharing. Thus, the research presented herein verifies the relationship between the different organizational socialization strategies and knowledge sharing. Social exchange theory is an essential perspective for the study of interpersonal relationship or employee-organization relationship. According to the theory, various parties take actions and exchange valuable
resources with each other according to the principle of reciprocity (Cropanzano, Anthony, Daniels,
& Hall, 2017). Drawing on the social exchange theory, we propose that organizational socialization
brings employees a variety of benefits, and employees would reward their organization through
knowledge sharing as one of the critical discretionary behaviors.
The study also examines the underlying mechanism through which organizational socialization affects employees’ knowledge-sharing. Employees under valid organizational socialization strategies
such as coworker support and prospects for the future are likely to perceive more links within the organization and more sacrifice if they leave from an organization, resulting in job embeddedness (a
secure attachment relationship with organization). In turn, the strong relationship between employees
and their organization makes employees engage in more knowledge sharing behaviors for both organizational benefits and their own benefits. Thus, based on the social exchange theory, this study
examines the mediating role of job embeddedness as a key mechanism linking organizational socialization to employees’ knowledge sharing. In addition, trust (i.e., a psychological state comprising the
intention to accept vulnerability based upon positive expectations of the intention or behavior of another) (Dirks & Ferrin, 2002), as an important variable, acutely affects employees’ attitudes and behaviors in the exchange relationship. Employees under organizational socialization strategies may be
more likely to maintain their level of knowledge sharing, because they anticipate that they will receive
the necessary support and benefits from their organization when the level of trust is high. Thus, trust
may strengthen the positive effects of organizational socialization on knowledge sharing.
Overall, this study proposes that the influences of organizational socialization on knowledge sharing
change regularly over time. In the role management stage, coworker support and prospects for future
gains impact knowledge sharing through the links and sacrifice. In addition, trust moderates the effect of links and sacrifice on employees’ knowledge sharing. This research provides several key contributions to enrich the understanding of knowledge sharing. First, by focusing on organizational socialization of newcomers, we answer the fundamental question: what are beneficial antecedents of
knowledge sharing for employees? Second, this study conducts a sub-dimensional investigation of
organizational socialization and job embeddedness, which provides new insights for the future study
and add greater theoretical precision to the concept of “knowledge sharing”. Third, exploring the
boundary conditions of organizational socialization benefiting employees’ knowledge sharing offers a
more comprehensive understanding of the effects of organizational socialization on newcomers.
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L ITERATURE R EVIEW
Organizational socialization
To date, the research on knowledge sharing generally follows the social capital approach to investigate the potential antecedents of knowledge sharing (e.g., Akhavan & Mahdi Hosseini, 2016; Cross &
Cummings, 2004; Inkpen & Tsang, 2005). This line of research has contributed to our understanding
of the important roles that contextual factors and organizational cues play in engendering effective
knowledge sharing. Specifically, organizational socialization can build a variety of attachment relationships between employees and their organizations, forming critical situations. When entering a
new organization, individuals need to learn the task requirements of their new jobs and the social behaviors acceptable in the organization in order to become functioning members of the organization.
The process through which individuals acquire the knowledge and skills necessary to assume an organizational role is defined as organizational socialization (T. N. Bauer, Bodner, Erdogan, Truxillo, &
Tucker, 2007). Gericke, Albrecht, Pundt, and Deller (2019) suggested that organizational socialization
has both proximal (role clarity, social acceptance, self-efficacy, fit) and distal outcomes of newcomers
(commitment, job performance, turnover). For the organization, successful socialization of newcomers means better retention of employees, higher productivity, and reduced recruitment and training
costs (T. N. Bauer et al., 2007; Yao & Le, 2011). Successful socialization of newcomers means better
role clarity, workgroup integration, task mastery, reduced role conflict, and greater willingness to
share own knowledge. Prior studies of organizational socialization provided empirical evidence of the
positive effects of this variable on knowledge sharing (Jeung, Yoon, & Choi 2017; Mohan, 2017;
Sarti, 2018). However, further research is needed regarding the specific mechanisms by which these
effects occur and the boundary conditions under which organizational socialization improves
knowledge sharing among employees.

Job embeddedness
Embeddedness is the extent of an individual’s “stuckness”, or enmeshing, within a social system
(Mitchell, Holtom, Lee, Sablynski, & Erez, 2001). Drawing on the sociological view, Mitchell,
Holtom, Lee, Sablynski, and Erez (2001) metaphorically pointed out that job embeddedness is like a
net or a web in which one can become “stuck” and it results from numerous external (or contextual)
forces. These forces not only keep employees stay in the current organization, but also constitute a
comprehensive framework for understanding their actions (Sekiguchi, Burton, & Sablynski, 2008).
Job embeddedness has three underlying dimensions: links (formal or informal connections to people,
institutions, or locations), fit (compatibility or comfort with work or community environment), and
sacrifice (perceived cost of material or psychological benefits forfeited by quitting) (Crossley, Bennett, Jex, & Burnfield, 2007; Hom et al., 2009). Prior studies have shown that job embeddedness increases employees’ organizational commitment and reduces employee turnover (Akgunduz & Sanli,
2017; Hussain & Deery, 2018; Zainuddin & Noor, 2019). Moreover, Chen, Chou, and Wang (2010)
found that job embeddedness also has a strong relationship with the effectiveness of knowledge
work teams.

Organizational socialization stages
Integrating the definitions by domestic and foreign scholars, Chinese scholars Y. F. Wang and Zhu
(2009) defined “organizational socialization” as “the process in which individuals adjust their work
attitude, work behaviors, and values to adapt to the value system of a new organization, identify organizational goals and behavioral norms, and effectively integrate into the organization” (p. 1). Taking it as a multidimensional construct, Chao, O’Leary-Kelly, Wolf, Klein, and Gardner (1994) divided
organizational socialization into six dimensions, which are performance proficiency, politics, language, people, organizational goals/values, and history. However, Taormina (1994) summarized organizational socialization into four dimensions: training, understanding, coworker support, and prospects for the future in the Chinese context.
4

Yang & Chen
On the other hand, organizational socialization is divided into three stages by Feldman (1976),
namely anticipatory socialization, accommodation, and role management. The first stage of the socialization process (anticipatory socialization) encompasses all the learning that occurs before the recruit enters the organization (Berkelaar & Harrison, 2019; Clausen, 1968; Van Maanen, 1975). The
main activities of newly hired individuals are: forming expectations about jobs such as transmitting,
receiving, and evaluating information with prospective employers, and making decisions about employment (Dailey, 2016). Accommodation, the second stage of the socialization process, is a period
in which the individual sees the true face of the organization and attempts to become a participating
member of it. In this stage, newcomers mainly engage in learning new tasks, establishing new interpersonal relationships with coworkers, and clarifying their roles in the organization (Enneking &
Kleiner, 2017). Training and understanding are of vital importance to form newcomers’ behaviors in
the workplace in this stage. In the third stage of socialization (role management), newcomers face
two main types of conflicts. The first type of conflicts is between work life and home life, such as
schedules, demands by their families, and the effect of the job on the quality of home life. The second type of conflicts are between their work groups and other groups in the workplace. In this stage,
coworker support and prospects for the future play an important role. In this study, we mainly focus
on the role management stage of organizational socialization in order to gain insights on how employees solve conflicts and complete organizational socialization successfully.

DEVELOPING HYPOTHESES
C OWORKER SUPPORT AND ORGANIZATIONAL L INKS
Coworker support refers to the extent to which employees have confidence in their coworker’s willingness to assist them in carrying out work-related duties (Susskind, Kacmar, & Borchgrevink, 2003),
which includes providing encouragement and supporting one another while completing assigned
tasks (Zhou & George, 2001). Coworker support also involves emotional support such as concern
for life (Pennaforte, 2016). Working with helpful and supportive colleagues encourages creation of
interpersonal links within the organizational environment where members can communicate freely.
Overall, coworkers are critical sources of task-related support (e.g., information and feedback) and
social resources (e.g., care and encouragement) that promote goal accomplishments and well-being in
the work context (Judge & Zapata, 2015).
The Social Exchange Theory (SET) was established on the basis that both the employers and the employees may be devoted to each other in an emotional manner (Chernyak-Hai & Rabenu, 2018). The
theory essentially believes that people help each other even if they do not have to, and in return, help
is expected from other people in the future. Social exchange relationships are associated with close
personal attachments and open-ended obligations. People feel obliged towards those who helped
them and respond accordingly. In this context, employees who have high anticipation of support
from coworkers will have positive behaviors regarding their organizations. According to the social
exchange theory, if employees perceive that the organization and coworkers meet their needs, then
their positive emotions about their jobs and organizations increase (Golden & Veiga, 2018). Support
from the coworkers may generate robust social and normative contingencies for employees to reciprocate favors and sharing resources they received, thereby increasing their intention of organizational
attachment. That is, if employees work in an environment where there are quality relationships between employees and coworkers, they feel obliged to respond via high levels of job embeddedness,
especially organizational links. Specifically, employees who have trusting and quality relationships
with their supervisors and coworkers are embedded in the social web of the organization. Such quality relationships with coworkers indicate that employees have good connections to individuals in the
organization. The presence of adequate and quality coworker support also signals that the organization amply invests in employees in terms of learning and skill acquisition. Accordingly, employees
who receive emotional support and instrumental aid from their coworkers when things get difficult
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in the workplace reciprocate via organizational links. Employees would engage in more mutual support and resource sharing to build and develop social networks within the organizations. Akgunduz
and Sanli (2017) found that employees with more perceived organizational support are more likely to
have a high level of job embeddedness. Karatepe (2013) found that frontline employees with work
social support, including support from supervisors and coworkers, are more embedded in their jobs.
Hence, the following hypothesis is proposed:
H1: Coworker support has a significant positive influence on organizational links.

ORGANIZATIONAL L INKS AND KNOWLEDGE S H ARING
The greater extent of organizational links represents the employees’ good relationship in their organizations. Several scholars have conceptualized social capital as a set of social resources embedded in
relationships (Flap & Boxman, 2017; Lin, 2017; Soulard, Knollenberg, Boley, Perdue, & McGehee,
2018). Wide and close connections constitute social capital, which is defined as “the sum of the actual and potential resources embedded within, available through, and derived from the network of
relationships possessed by an individual or social unit” (Nahapiet & Ghoshal, 1998) that create valued outcomes (Burt, 2000). Social networks can facilitate access to information, resources, and opportunities, coordinate critical task interdependencies, overcome the dilemmas of cooperation and
collective action, and promote a normative environment that facilitates communication and cooperation between actors. Positive organizational links provide increased opportunities for interpersonal
contact. People have more positive feelings about sharing ideas and resources with those with whom
they have developed a close relationship. Smith (2005) further observes that daily activities and human interactions of employees promote formal and informal knowledge sharing. In addition, the motivation and behaviors of sharing knowledge can be influenced by the perceived “cost of transfer”
(Hansen, 1999). The higher the cost of a knowledge transfer, the less motivated the employee will be
to share his or her knowledge with coworkers within the organization. Strong links reduce the cost of
knowledge transfer (Szulanski, 1996). Specifically, when the knowledge to be transferred is tacit,
strong ties between employees can facilitate the transfer. By establishing a higher level of intimacy
between the provider and the recipient, strong organizational links increase the potential for extensive two-way knowledge sharing. Employees and coworkers who are bound by strong links typically
have established rules of communication that enable them to exchange information and knowledge
on a more complex and nuanced level. We therefore hypothesize:
H2: Organizational links have a significant positive influence on knowledge sharing.
H3: Organizational links mediate the relationship between coworker support and knowledge
sharing.
Prospects for the future are the individual’s perceptions of his or her prospects for a rewarding future within the new social context. When a worker realizes that his or her goals may not be forthcoming or attainable, it could lead to behaviors that are unproductive and counterproductive, or it
could lead to resignation. Organizational sacrifice is the degree to which employees would have to
give up or sacrifice things should they quit their job or leave the organization. Research evidence has
shown that the more an employee gives up when leaving, the more difficult it is to sever employment
with the organization. Conversely, when workers perceive they have little chance of success in an organization, it means they gain few visible and invisible benefits (Self & Gordon, 2019). Besides, the
perception that one has favorable prospects for success in an organization can result in more positive
interests, such as active reward systems in a company. Based on the social exchange theory, after the
employees have worked in the organization for an extended period, they get more interested in the
organization and have a relatively clear understanding of future career development. If employees
choose to leave the organization, they may suffer from a significant loss of benefits. When employees
perceive that the loss caused by leaving the organization is increasing, the organization’s binding
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force on employees is more significant, thus affecting the behavior of employees within the organization. Also, Yao and Le (2011) studied the “reality shock” caused by the gap between expectation and
reality after employees entered the organization, which prevented employees from adapting to the
organization and affected the results of organizational socialization, such as organizational attachment of employees. Thus, we postulate:
H4: Prospects for the future has a significant positive influence on organizational sacrifice.
The principle of exchange is among the most influential conceptual paradigms for understanding
workplace behavior. When one party gives another party benefits, the individual expects the same return from the other party. The return of benefits is forced by reciprocity norms (Blau, 2017; Hann,
2018). Newcomers enter the organization over time, and the prospects for the future begin to have a
significant impact on them. As noted earlier, organizational sacrifice is the sacrifice of material
and/or psychological benefits that would be lost by quitting. The greater the sacrifices associated
with leaving, the less likely individuals are to give up those benefits by quitting. A major role of organizational sacrifice is to encourage employees to become and remain participating members. At the
stage of role management, employees gain more vested interests in the organization, and they begin
to grow higher expectations for future development and career opportunities within the organization.
That is, if employees choose to leave the organization at this stage, they will face more organizational
sacrifices. To some extent, organizational sacrifice reflects various benefits from the organization.
Due to all kinds of interests and future expectations, employees develop a close relationship with the
organization (Allen, Eby, Chao, & Bauer, 2017). In order to keep vested interests in the organization
and future development of career, employees will not take the initiative to quit from the organization,
and the organization will have a binding force on the employees and also create a positive force of
knowledge sharing among the employees. Hence, this study puts forward the following hypotheses:
H5: Organizational sacrifice has a significant positive influence on knowledge sharing.
H6: Organizational sacrifice mediates the relationship between prospects for the future and
knowledge sharing.
According to Fehr (2009), trust plays a role in almost all interpersonal relationships, and it penetrates
friendship, family, and economic relationships. McEvily, Perrone, and Zaheer (2003) proposed that
trust is the basic principle of an organization and a way to solve dependency and uncertainty within
an organization or market. Bradach and Eccles (1989) found that trust strongly influences the mechanism of action within an organization. Previous studies have documented that as individuals grow
closer in their relationship with one another, they are increasingly motivated to act in ways that benefit the other (Flavian, Guinalíu, & Jordan, 2019). The intention to share valuable organizational
knowledge with a coworker is likely to be heavily influenced by emotional relationships. Several studies have highlighted the importance of trust developed through close personal relationships (Rong,
Li, & Xie, 2019). For instance, Le and Lei (2018) found that trust can improve the level of knowledge
sharing within the organization.
Trust plays a vital role in knowledge sharing between peoples and explains the variance in transferring knowledge between employees in an organization. However, trust is not only an antecedent to
knowledge sharing but also a boundary condition in the process of knowledge transfer. Specifically,
trust in an organization affects how an employee assesses the future behavior of an organization in
an exchange relationship with the organization. Trust provides positive clues or context regarding
how facilitative or supportive the organization is expected to be in reaction to an employee’s action,
how forgiving in case of mistakes, and how appreciative the organization is predicted to be in response to contributions the employee makes (Ozyilmaz, Erdogan, & Karaeminogullari, 2018). High
trust in an organization involves expectation of benevolence and predictability in interactions, facilitating transformation of employee confidence into action. Thus, trust will strengthen the positive relationship between organizational links and knowledge sharing. Similarly, trust can enhance employees’ confidence in access to resources and benefits and reduce the risk of loss. When trust is high,
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there is a greater level of predictability regarding how the organization will react, encouraging confident employees to turn their motivation into action, affecting their knowledge sharing. However,
once the level of trust within the organization is low, employees can’t trust their colleagues and leaders, they don’t trust the operating mechanism within the organization, and they don’t want to share
their knowledge capital with other members in the organization. This becomes obstacles to
knowledge sharing within the organization. Trust level plays a moderating role in the influence of organizational links and organizational sacrifice on knowledge sharing behaviors. Thus, we forward the
following hypotheses:
H7: Trust moderates the relationship between organizational links and knowledge sharing.
H8: Trust moderates the relationship between organizational sacrifice and knowledge sharing.
All the hypotheses developed above form a theoretical model, which is represented in the diagram
depicted in Figure 1.

Figure 1: Proposed theoretical model

METHOD
To evaluate the proposed theoretical model empirically by testing hypotheses H1 through H8, a
questionnaire survey was conducted of new employees in 10 Chinese companies. The collected survey data were analyzed using the Structural Equation Modeling technique. The subsections below
document methodological specifics of research implementation.

P ARTICIPANTS AND P ROCEDURES
The research data were collected from 281 recently hired graduates in China. These graduates are often assumed to be neophytes with little or no experience of workplace realities. First, we recruited
our participants through getting in touch with HR supervisors of 10 companies in China. We briefly
introduced our research to the HR manager in order to get their agreement and help. Specifically, HR
supervisors help us to ask whether their newcomers were willing to participate in the study and identify potential participants. All new employees must be already hired by the company in the current
season but had not yet started their jobs. These new employees were from various functional units of
the branch, including operation units, security units, finance units, marketing units, HR units, and
customer service units. As an incentive, participants would receive 10 RMB for each completed survey. Then we got the list of names and contact information of newcomers who can participant in the
survey from human resources supervisors. We directly communicated with those employees via
WeChat or telephone. After expressing gratitude for participating in the survey, we gave each em-
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ployee a unique code with a researcher-assigned identification number, to match employees’ responses with their responses at different points of time. The research objectives, procedures, rules,
and matters needing attention when completing the questionnaire were all explained to each participant in detail via WeChat or telephone.
The role management stage of organizational socialization focusing on the first 10 months of the
newcomers’ employment. Thus, before the newcomers started their jobs in the company, and they
filled out a baseline survey that included measures of demographics. We sent them a link to the first
survey (Time 1) via WeChat. After they started their employment in the company, we collected data
from them at two-time points with a 1-month interval. At Time-2 (after ten months), employees received the links to the second survey via WeChat. Employees were asked to fill in the assigned code
from researchers in each link. Participants completed measures of coworker support, prospects for
the future, links, and sacrifice. At Time-3, employees received the link to the third survey via
WeChat. The measure of knowledge sharing and trust were also completed.
During this survey process, 366 questionnaires were initially distributed at Time 1. Later, some participants dropped from the survey at Time 2 and Time 3. After deleting some incomplete responses, we
ended up with 281 valid responses from the third survey at Time 3, yielding a response rate of
76.78%. The range of their ages was mostly (95.8%) from 23 to 26 years old. Gender distribution was
nearly equal, with 54.8% of the participants self-identified as male, and 94. 7% of them had a college
degree. The summary of participant demographics is presented in Table 1.
Table 1: The demographics summary of survey participants
Demographic Variable

Gender
Age

Education

Categories

Male
Female
22 or below
23-26
27 or above
Junior college or below
College degree
Graduate degree

Frequencies

154
127
6
269
6
14
266
1

Percentage

54.8
45.2
2.1
95.8
2.3
5.0
94.7
0.4

MEASURING INSTRUMENTS
The survey questionnaire, included as appendix, consists of multiple construct-measuring instruments adopted from previous research, all translated from English into Chinese with the translationback translation procedure (Brislin, 1980). All questionnaire items (questions) are of 7-point Likert
scale, ranging from 1 (“Strongly Disagree”) to 7 (“Strongly Agree”). Each of the adopted constructmeasuring instruments is explained below, construct by construct.

ORGANIZATIONAL SOCIALIZATION
Organizational socialization was measured using Taormina’s scale (Taormina, 2004). Taormina’s scale
divides organizational socialization into four dimensions: training, understanding, coworker support,
and prospects for the future. Only the items measuring the constructs “coworker support” and “prospects for the future”, altogether 10 in total, were adopted. Cronbach’s alpha of coworker support
was 0.841. Cronbach’s alpha of prospects for the future was 0.897.

J OB E MBEDDEDNESS & ORGANIZATIONAL L INKS
The construct “job embeddedness” was measured with 13 items adopted from C. J. Yang (2013).
“Organizational links” was measured with three items, and “organizational sacrifice” was measured
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with five items. Cronbach’s alpha of organizational links was 0.870. Cronbach’s alpha of organizational sacrifice was 0.810.

T RUST
Trust was measured with seven items adopted from Cook and Wall (1980)’s scale. Cronbach’s alpha
of trust was 0.891.

KNOWLEDGE SH ARING
Knowledge sharing was measured with seven items adopted from Bock and Kim’s (2002) scale.
Cronbach’s alpha of knowledge sharing was 0.888.

DATA ANALYSIS & RESULTS
The first author did data coding and data entry. During the process, the author did not find any issues. First, SPSS.21 software was used to conduct the descriptive statistical analysis, including means,
standard deviations, and bivariate correlations of variables. It was also used to compute Cronbach’s
alphas to assess instrument validity and reliability. Second, AMOS17.0 software was used to conduct
a series of confirmatory factor analyses to test whether the constructs had good convergent validity
and discriminate validity. In addition, AMOS 17.0 software was used to conduct a structural equation
modeling (SEM) to test the hypotheses.
Means, standard deviations, and bivariate correlations of variables in the study are presented in Table
2 and Table 3. The bivariate Pearson correlation coefficients (critical values) appear to be congruent
with the proposed hypotheses. For example, Coworker support was positively correlated with organizational links (r=0.539, p<0.01) and knowledge sharing (r=0.485, p<0.01). Organizational links was
positively correlated with knowledge sharing (r=0.422, p<0.01). Prospects for the future was positively correlated with organizational sacrifice (r=0.513, p<0.01) and knowledge sharing (r=0.230,
p<0.01). Organizational links was positively correlated with knowledge sharing (r =0.280, p<0.01).
Results in Table 2 and Table 3 show that the value of AVE square root of constructs was greater
than 0.5.
The standard factor loadings of indicators on their respective latent variables were all significant (see
Table 5). Thus, those results indicate that the convergent validity of constructs was acceptable. As
shown in Table 4, confirmatory factor analyses were conducted, and the results showed that the constructs had good discriminate validity.
Table 2: Means Standard Deviations, and Bivariate Correlations among Studied Variables
in the first Mode
Variable

M

SD

AVE square
root

Coworker support
5.327 0.860 0.723
0.5236 －
－
－
Organizational links
5.550 0.770 0.776
.539** 0.602 －
－
Trust
5.459 1.186 0.719
.449** .555** 0.516 －
Knowledge sharing
5.210 0.815 0.717
.485** .422** .345** 0.494
Note: *** p＜0.001; ** p＜0.01; * p＜0.05 (two-sided test). AVE square root for each
construct are reported on the diagonal.
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Table 3: Means Standard Deviations, and Bivariate Correlations among Studied Variables
in the second Model
Variable

M

SD

AVE square
root

Prospects for the future 4.811 1.113 0.782
0.620 －
－
－
Organizational sacrifice 4.311 1.171 0.736
.513** 0.541 －
－
Trust
5.459 1.186 0.719
.339** .363** 0.516 －
Knowledge sharing
5.210 0.815 0.717
.230** .280** .345** 0.494
Note: *** p＜0.001; ** p＜0.01; * p＜0.05 (two-sided test). AVE square root for each construct are
reported on the diagonal.
Table 4: Confirmatory factor analyses of variables
Variable

Coworker support
Organizational links
Prospects for the future
Organizational sacrifice
Trust
Knowledge sharing

χ2/df

1.496
1.487
1.357
2.159
1.083
1.889

RMR

0.027
0.023
0.014
0.020
0.031
0.038

GFI

0.990
0.992
0.996
0.997
0.993
0.974

AGFI

0.969
0.965
0.971
0.954
0.970
0.942

RMSEA

0.042
0.044.
0.036
0.064
0.017
0.056

Table 5: Factor Loadings of Indicators
Construct

Coworker support

Organizational links
Prospects for the future

Organizational sacrifice

Trust

Indicators

CS1
CS2
CS3
CS4
CS5
OL1
OL2
OL3
PF1
PF2
PF3
PF4
PF5
OS1
OS2
OS3
OS4
OS5
T1
T2
T3
T4
T5
T6
T7

Factor Loadings

0.71**
0.67**
0.71**
0.72**
0.80**
0.74**
0.89**
0.68**
0.84**
0.56**
0.43**
0.33**
0.44**
0.26**
0.81**
0.71**
0.45**
0.70**
0.66**
0.65**
0.76**
0.68**
0.69**
0.89**
0.66**
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Construct

Knowledge sharing

Indicators

Factor Loadings

KS1
0.64**
KS2
0.65**
KS3
0.72**
KS4
0.65**
KS5
0.66**
KS6
0.92**
KS7
0.63**
KS8
0.71**
Note: * p < 0.05. ** p < 0.01. CS= Coworker support; PF= Prospects for the future; OS=
Organizational sacrifice; T= Trust; KS= Knowledge sharing.

H YPOTH ESIS T ESTING
We conducted a structural equation modeling (SEM) to test the hypotheses. Table 6 summarizes the
results of hypothesis testing, and the standardized values of path coefficients are presented in form
of the theoretical model in Figure 2 for ease of interpretation. All of the hypotheses about direct effects (H1, H2, H4, H5) are supported by the empirical evidence. Mediating effects are tested by
recomputing path coefficients while controlling for the mediating/moderating factor, and all of the
hypotheses about meditating effects (H3, H6, H7 and H8) are supported as well. Nevertheless, some
special notes of explanation are in order.
In the case of H3, there is a significant and positive path from coworker support to knowledge sharing (β=0.546, p<0.01). After controlling for the influence of organizational links, the path remains
significant (β=0.429, p<0.01), but became weaker. The result provides support for hypothesis H3
such that organizational links mediate the relationship between coworker support and knowledge
sharing. As to H6, similarly there is a significant and positive path from prospects for the future to
knowledge sharing (β=0.262, p<0.01). However, after controlling for the influence of organizational
sacrifice, the path became insignificant (β=0.079, p=0.359, not significant) and also weaker. Therefore, the result provides support for the hypothesis that organizational sacrifice mediates the relationship between prospects for the future and knowledge sharing.

All direct and indirect effects are significant. * p<0.05, ** p<0.01.

Figure 2: Hypothesized model test results using structural equation modeling
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Knowledge sharing

Finally, recall H7 that trust moderates the relationship between organizational links and knowledge
sharing and H8 that trust moderates the relationship between organizational sacrifice and knowledge
sharing. When testing these two hypotheses, we added the interaction of organizational links with
trust in Model 1 and the interaction of organizational sacrifice with trust in Model 2. As shown in
Figure 2, the results indicated that the joint effect of organizational links and trust on knowledge
sharing was positive and significant (β=0.15, p<0.01). Thus, H7 was supported. Similarly, the joint
effect of organizational sacrifice and trust on knowledge sharing was positive and significant
(β=0.160, p<0.01). Thus, hypothesis H8 was supported. To examine the interactions, we plotted the
simple slopes using the Johnson–Neyman technique (D. J. Bauer & Curran, 2005). Figure 3 illustrates
the effects of organizational links on knowledge sharing at the low and high levels of trust. The result
shows that the direct effect of organizational links on knowledge sharing has a significant difference
between high trust and low trust. Organizational links have a stronger influence on knowledge sharing when trust is high. Similarly, Figure 4 shows the effects of organizational sacrifice on knowledge
sharing at the low and high levels of trust. The result shows that the direct effect of organizational
sacrifice on knowledge sharing has a significant difference between high trust and low trust. Organizational sacrifice has a stronger influence on knowledge sharing when trust is high.

High trust
Low trust
Low links

High links

Knowledge sharing

Figure 3: The interactive effect of organizational links and trust on knowledge sharing

High trust
Low trust
Low sacrifice

High sacrifice

Figure 4: The interactive effect of organizational sacrifice and trust on knowledge sharing
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Table 6: The results of hypothesis testing
Hypotheses

Hypotheses statement

β

p

Results

H1

Coworker support has a significant positive influence on
organizational links
Organizational links have a
significant positive influence
on knowledge sharing.
Organizational links mediate
the relationship between
coworker support and
knowledge sharing

0.653

<0.01

Support

0.196

<0.01

Support

coworker supportknowledge sharing
0.546

<0.01

Support

coworker support knowledge sharing
(after controlling for
the influence of organizational links)
0.429
0.598

<0.01

<0.01

Support

0.303

<0.01

Support

prospects for the future-knowledge sharing
0.262

<0.01

Support

prospects for the future-knowledge sharing
(after controlling for
the influence of organizational sacrifice)
0.079
0.150

0.359

<0.01

Support

0.160

<0.01

Support

H2
H3

H4

H5
H6

H7

H8

Prospects for the future has
a significant positive influence on organizational sacrifice.
Organizational sacrifice has
a significant positive influence on knowledge sharing.
Organizational sacrifice mediates the relationship between prospects for the future and knowledge sharing.

Trust moderates the relationship between organizational links and knowledge
sharing.
Trust moderates the relationship between organizational sacrifice and
knowledge sharing.

FINDING
Drawing from the social exchange theory, we evaluated a theoretical model linking organizational socialization (coworker support and prospects for the future) to knowledge sharing, with job embeddedness (organizational links and organizational sacrifice) and trust included as a mediator and a
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moderator respectively. Our results show that coworker support and prospects for the future are associated with organizational links and sacrifice. In turn, the organizational links and sacrifice serve as
a linking mechanism, providing an explanation of the process through which coworker support and
prospects for the future result in more knowledge sharing. Furthermore, our results indicate positive
interaction between organizational links and trust as well as between organizational sacrifice and trust
in predicting knowledge sharing. These results offer a glimpse into the mechanisms by which organizational socialization (coworker support and prospects for the future) manifests itself in knowledge
sharing and understanding of the boundary conditions surrounding its effectiveness.

DISCUSSION
Our research findings are consistent with that of some previous studies. First, colleague support can
directly involve assisting coworkers with demands and supporting/showing concern for one another,
which is likely to make employees increase their links with others, organizational fit, and sense of belonging (Chênevert, Kilroy, & Bosak, 2019; Wolgast & Fischer, 2017). For instance, Berkman (2000)
found that social support could develop and extend more social networks of individuals. It is also argued that when individuals perceive that they are socially supported in the workplace, they are more
likely to feel “central, included, valued, and respected” in their organization, which may lead to person-organization fit (Wiesenfeld, Raghuram, & Garud, 2001, p. 218). In addition, job social support
may create a more positive work environment (Carlson & Perrewé, 1999) in which employees are
more likely to feel valued and increase organizational identification. Second, newcomers who had a
more extensive social network with their colleagues would perceive greater social pressure for sharing
their knowledge, because a good relationship results in high expectation of colleagues, including favorable actions. Chow and Chan (2008) found that links with others contributed to a person’s volition to share knowledge based on the data from 190 managers of Hong Kong firms. Third, in today’s
fast changing world, people turn to personal relationships for guidance or help, and the quality of
these relationships is mainly determined by the level of trust. Many studies have suggested that trust
or mutual trust among members is one of many factors critical to the success of knowledge sharing
(Chow & Chan, 2008). In addition, a variety of studies (such as Bal, de Lange, Ybema, Jansen, & van
der Velde, 2011; Chang & Wong, 2010) investigated the moderating role of ‘‘trust’’ and recognized
trust as an important factor for the goodness of an organization. Trust is essential for maintaining
cooperation within the organizational settings (Williams & Belkin, 2016). To some extent, our results
support these arguments in the previous studies.
However, some researchers point out that there is a difference in job embeddedness and trust between the East Asian and Western cultures (I. Yang & Horak, 2019). One is based on the sharedness
of category membership (Western) while the other is based on indirect interpersonal connections
(East Asian), and this difference may in fact stem from two distinct psychological processes
(Akgunduz & Cin, 2015). Meanwhile, the cognition and behavior of links and fit may differ across
certain cultural contexts. Additionally, the findings point to a positive aspect of trust that trust
strengthens the positive relationships between organizational links and organizational sacrifice and
knowledge sharing. However, this result is inconsistent with some previous studies. Molina-Morales,
Martínez-Fernández, and Torlò (2011) found that trust increased the opportunity of misallocating
precious resources and/or unnecessary risks in the western context. Skinner, Dietz, and Weibel
(2014) found that trust could become a poisoned chalice for one or other of the parties involved.
Both of these studies suggested that trust might have a dark side.

CONCLUSION
T H EORETICAL I MPLICATIONS
The findings of this study have several important theoretical implications. First, previous studies on
organizational socialization are mainly focused on its positive influence on newcomers’ performance,
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while this study turned attention to another vital problem for knowledge industry-employees’
knowledge sharing. By examining the effect of organizational socialization on knowledge sharing and
its underlying mechanisms and boundary condition, this study extended the understanding of the
roles of organizational socialization of newcomers.
Second, this study did a sub-dimensional investigation of organizational socialization and job embeddedness, which provides new insight for future research. Prior studies in the areas of organizational
socialization and job embeddedness did not consider the specificity of their subdimensions, but instead regarded organizational socialization and job embeddedness as a whole construct when exploring their effects respectively (Batistič, 2018; Nguyen, Taylor, & Bergiel, 2017; Nifadkar, 2018). Thus,
most studies failed to take into account the different mechanisms for different dimensions of organizational socialization and job embeddedness. In response to the call for sub-dimensional research,
our study focused on the sub-dimension of organizational socialization (coworker support and prospects for the future) and job embeddedness (organizational links and organizational sacrifice) and
investigated their effects on knowledge sharing and different mechanisms in such relationships respectively.
Third, this research explored the boundary conditions that qualify the relationship between organizational links and sacrifice. Although previous research has underlined the importance of trust (e.g.,
Olaisen & Revang, 2017; Yasir & Majid, 2017), to the best of our knowledge, researchers have not
yet explored the moderating role of trust in the relationship of organizational links and sacrifice with
knowledge sharing. Our results show that trust is important, as the positive effects of organizational
links and sacrifice are strengthened when trust is high. Therefore, the relationships between organizational links and sacrifice and knowledge sharing within the organization should not be regarded as
constant, since they depend on the organizational context, such as trust. In other words, these relationships are not the same for all organizations, but differ depending on organizational trust. As
such, this study reinforces the idea that trust should be considered as a means to account for heterogeneity in the relationships between organizational links and sacrifice and knowledge sharing. It contributes to the literature on job embeddedness and knowledge sharing and is one more step forward
toward a better understanding of how trust influence employees’ perceptions and responses to complex organizational socialization (Yasir & Majid, 2017).

M ANAGERIAL I MPLICATIONS
Some practical suggestions for management may be made based on the findings of this study. First,
coworker support and prospects for the future may improve knowledge sharing within the organization. It would be beneficial for organizations to develop an environment or “culture” of support, including fostering support among coworkers. In addition, organizations should nurture a positive perspective and promising vision among newcomers.
Second, job embeddedness (organizational links and organizational sacrifice) enhances knowledge
sharing as a mediator. Managers should consider strengthening employees’ attachment relationship to
the organization from two aspects: organizational links and organizational sacrifice. Specifically, links
can be increased through team cooperation or complicated task, more communication with customers to achieve work value, and regularly organizing reunions and holiday events. Organizational captures the perceived cost of material or psychological benefits that may be forfeited by leaving one’s
job. Organizational sacrifice can be increased by increasing job or organizational rewards, offering
paid leave and flexible work schedules, and meeting employees’ needs for emotional and mental
health.
Third, trust plays an important role in improving knowledge sharing within the organizations. Managers should encourage employees to grow trust in their teams and organizations. Specifically, managers should exhibit empathy and sensitivity to the needs of staff members. In addition, managers

16

Yang & Chen
can also try to gain more trust from their employees. For example, managers should behave approachable and friendly, show support for team members even when they make mistakes, balance
the need for results with being considerate of others and their feelings, work hard to win over people
by being respectful of their ideas and perspectives, and ensure that words and actions match.

L IMITATIONS AND F UTURE DIRECTIONS
This study has some limitations nevertheless. First, it did not use the ideal approach of random sampling, but adopted the convenience sampling method instead for collecting survey data. However, the
vast majority of previous studies relied on the convenience samples method (Sarstedt, Bengart, Shaltoni, & Lehmann, 2018), and the findings of this study may still be generalizable to some extent. Future research can use additional samples (possibly with alternative sampling methods) to investigate
the validity and transportability of our findings. Second, the study used the time-lagged design to collect survey data at different points of time, which limits our ability to make inference of causal relations. Thus, future research should employ the experimental or longitudinal design to ensure that the
conclusion reflect causation. In addition, future research can investigate how the initial level and
changing trends of organizational socialization are associated with knowledge sharing -- beyond the
limited observational scope of the traditional cross-sectional and lagged design. Third, there may be
other mechanisms underlying the relationship between organizational socialization and knowledge
sharing. Hence, researchers can enrich and improve our theoretical model by conducting studies
based on other theoretical assumptions.
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APPENDIX
ORGANIZATIONAL SOCIALIZATION
Coworker support
1.
2.
3.
4.
5.

Other workers have helped me to understand my job requirements.
I received a lot of guidance from experienced company members.
Almost all my colleagues have given me personal or moral support.
My colleagues did a great deal to help me adjust to this company.
The interpersonal relations in this company are very good.

Prospects for the future
1.
2.
3.
4.
5.

I can predict my future career path in this organization.
The steps in the career ladder are clearly stated in this company.
I can readily anticipate my prospects for promotion in this company.
I’d like to continue working for this company for many more years.
I usually know in advance when I’ll receive a new job assignment.

JOB EMBEDDEDNESS
Organizational links
1. I have a close relationship with my colleagues at work.
2. I often eat or relax with my leaders or colleagues.
3. I socialize a lot with my colleagues.
Organizational sacrifice
1.
2.
3.
4.
5.
22

Leaving will have a big impact on my life now.
It would be difficult for me to get a better welfare package outside the organization.
I have a great job (e.g., personal development, respect, job stability, freedom, etc.).
It’s hard for me to leave the organization.
Leaving my job will cause great loss to me and my family

Yang & Chen
Trust
1. I believe the help I give to my colleagues will be returned in the future.
2. Many of my personal friends are my colleagues.
3. In a long-term view, getting on well with most colleagues is very important to my career development.
4. Generally speaking, I can trust my colleagues to do as they say they will.
5. My colleagues can be relied upon if I meet with critical incidents.
6. My colleagues and I trust each other.
7. Most conflicts among colleagues in the company are over work issues rather than personal conflicts.
Knowledge sharing
1.
2.
3.
4.
5.
6.
7.
8.

In daily work, I take the initiative to share my work-related knowledge to my colleagues.
I keep my work experience and never share it out with others easily.
I share with others useful work experience and know-how.
After learning new knowledge useful to work, I promote it to let more people learn it.
I never tell others my work expertise unless it is required in the company.
In workplace I take out my knowledge to share with more people.
I actively use IT sources available in the company to share my knowledge.
So long as the other colleagues need it, I always tell whatever I know without any hoarding.
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