
Ming-Tien Tsai, Nai-Chang Cheng 

 

Sharing through Commitment: Organizational Justice and Trust as Antecedents of 
Knowledge Sharing between IT Professionals 

 
Mingtien Tsai, Naichang Cheng*  

Department of Business Administrator, National Cheng Kung University, Tainan, Taiwan 
*EMAIL: chengnaichang@hotmail.com  

 
 

Abstract: Knowledge sharing is an important process in 
modern organizations, as successful knowledge sharing can 
result in shared intellectual capital, an increasingly important 
resource. In this paper, we study the influence of 

organizational commitment and the use of some crucial 
organizational environment factors (perceived trust and 
organizational justice) on knowledge sharing. In knowledge 
sharing, an important 

distinction is made between knowledge sharing self-efficacy 
and knowledge sharing intention. Based on relevant 
literature, we hypothesize that commitment, self-efficacy are 
both positively related to knowledge sharing intention. 
Organizational commitment as a mediator, we also 
hypothesize that organizational justice and trust positively 
influences commitment. Well-known and widely publicized 
findings from the literature are logically turned into 
hypotheses, proved or rejected through a well-constructed 
survey among 252 IT professionals. Our conclusion is that 
organizational justice and perceived trust are antecedents of 
organizational commitment, and that such commitment, in 
turn, influences the confidence and willingness to share 
knowledge. The results suggest the need for consideration of 
commitment as a mediator when encouraging individual to 
share knowledge. 
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I. Introduction 
 
Organizations recognize that knowledge constitutes an 
intangible asset for creating and sustaining competitive 
advantage [1-4]. Knowledge that resides within individuals 
often is referred to as tacit knowledge, and successful 
knowledge management must convert internalized tacit 
knowledge into explicit codified knowledge in order for it to 
be stored and shared effectively [5]. Knowledge sharing is 
the behavior of disseminating acquired knowledge to other 
members of an organization, and often presents major 
challenges, because some employees resist sharing their 
knowledge with others [6].  
Most studies take trust as a major environmental factor to 
connect the knowledge providers and the knowledge 
receivers. For example, when two parties begin to trust each 
other, they become more willing to share their resources 
without worrying that they will be taken advantage of by the 
other party. This study takes trust as an important factor with 
regard to knowledge sharing cognition and behavioral 
intentions.  
This study argues that when people feel their organizational 
environment is fair, they display a high level of knowledge 

sharing behavioral intention based on their perceptions of 
trust and commitment. Conversely, when people feel that the 
organization environment is unfair, they refuse to share 
knowledge. Organizations tend to arouse innovative thinking 
if they offer a non-judgmental organizational climate [7]. A 
theoretical basis for a relationship between fairness and 
organizational behavior (i.e. knowledge sharing) has also 
been drawn from justice theory. Justice theory attempts to 
explain relational satisfaction in terms of perceptions of 
fair/unfair distributions of resources within interpersonal 
relationships, and is considered as one of the various justice 
theories. The belief is that people value fair treatment, which 
then motivates them to maintain fairness in their 
relationships with their co-workers and the organization. 
Overall, the purpose of this study is to identify the 
antecedents that support or hinder an individual’s knowledge 
sharing behavior from both environment factors and 
personal cognition aspects. Especially, this study aims to 
explore the nature of trust and organizational justice to 
examine their impacts on an individual’s knowledge sharing 
self-efficacy and behavior. Perceived self-efficacy is served 
as a behavioral control variable to deal with situations in 
which people face the challenge of exchanging knowledge 
among individuals in organization.  
This paper is organized as follows: first, the social exchange 
theory is described as a theoretical background to link trust, 
commitment, and a research model is proposed. Then, 
research methodology and data analysis are discussed. 
Finally, the conclusion and limitations are presented. 

 
II. Theoretical background and hypotheses 
 
Self-efficacy and knowledge sharing process 
Self-efficacy is defined as the judgments of individuals 
regarding their capabilities to organize and execute courses 
of action required to achieve specific levels of performance 
[8]. People who have high self-efficacy will be more likely 
to perform related behavior than those with low self-efficacy. 
Therefore, self-efficacy can help motivate employees to 
share knowledge with colleagues [9, 10]. 
This study use self-efficacy to understand in the context of 
knowledge sharing process. Researchers have also found 
that employees with high confidence in their ability to 
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provide valuable knowledge are more likely to accomplish 
specific tasks [11]. Employees who believe that they can 
contribute organizational performance by sharing their 
knowledge will develop more positive attitudes toward and 
intentions regarding knowledge sharing. Hence, the 
following hypothesis is proposed. 
Hypothesis 1: Perceived self-efficacy has a positive effect on 
knowledge sharing intention. 
Commitment, self-efficacy and knowledge sharing 
Commitment is “the relative strength of an individual’s 
identification with, and involvement in a particular 
organization” [12]. Commitment to the organization is an 
important variable in explaining knowledge sharing [13, 14]. 
Commitment is positively related to individuals’ willingness 
to commit extra effort to their work, and this kind of 
commitment can be expected to relate to willingness to share 
and receive knowledge [15].  
Greater commitment may engender beliefs that the 
organization has rights to the information and knowledge 
one has created or acquired [14]. Kelloway and Barling [13] 
report a number of empirical studies that confirm that 
commitment is a predictor of performance, and is based on a 
reciprocal relationship wherein the individual offers his or 
her talents to the organization in exchange for the rewards of 
organizational membership.  
In sum, the literature leads us to expect that commitment to 
the organization positively influences the extent to which 
people share their knowledge. As commitment influences 
both the willingness to contribute to the organization and the 
cognition of knowledge sharing, this study thus proposes the 
following hypotheses.  
Hypothesis 2a: Commitment has a positive effect on 
perceived self-efficacy.  
Hypothesis 2b: Commitment has a positive effect on 
knowledge sharing intention. 
Trust and knowledge sharing 
Trust, an implicit set of beliefs that the other party will 
behave in a dependent manner and will not take advantage 
of the situation, has been recognized as an important factor 
affecting knowledge sharing [16, 17]. This means that the 
higher the degree of trust, the more individuals will be 
willing to share their knowledge with other members in the 
organization [7, 18, 19].  
Trust in the organization have a strong and robust influence 
on a variety of organizational phenomena including job 
satisfaction, commitment, and, most relevant to the current 
research, knowledge sharing [20, 21].  
Organizational justice as an antecedent of trust and 
commitment 
Organizational justice describes individual and group 
perceptions of the fairness of an organization, as well as 
behavioral reactions to such perceptions. Generally, 
maintaining good organizational justice can lead to 
favorable outcomes in the workplace. It is expected that 
employees will act according to organizational rules and 
regulations if they are treated and receive the outcomes 

fairly. Moreover, research has shown that employees have 
more trust, are more committed to the organization, and are 
more satisfied when justice is perceived as being fair [22, 
23]. 
Konovsky and Pugh [24] found that trust in one’s supervisor 
mediated between justice and organizational citizenship 
behaviors (OCBs). Additionally, trust in the organization 
mediates the impact of justice on commitment [25]. Trust 
posits to affect job satisfaction, commitment, and OCB [26]. 
This study thus proposes the following hypotheses.  
Hypothesis 3: Perceived trust has a positive effect on 
commitment. 
Hypothesis 4a: Organizational justice has a positive effect 
on perceived trust.  
Hypothesis 4b: Organizational justice has a positive effect 
on commitment. 
Development of the research model 
 
Figure 1 depicts our research model. Organizational justice 
and perceived trust is posited to indirectly (through 
commitment) influence intention to share knowledge, and 
commitment is posited to both directly and indirectly 
(through self-efficacy) influence intention to share 
knowledge. The research model analyzes primarily using 
structural equation modeling, supported by LISREL 8 
software [27].  

 
 
Numerous researchers have proposed a two-stage 
model-building process to apply structural equation 
modeling, in which the measurement models were tested 
before testing the structural model. The measurement 
models specify how hypothetical constructs are measured in 
terms of the observed variables (such as organizational 
climate, self-efficacy, intentions, and behavior). Furthermore, 
the structural models specify causal relationships among the 
latent variables. This study utilizes the causal effects and 
amount of unexplained variance. 
Research Method 
Measurement 
Table 1 lists the construct definitions of instruments and the 
relevant literature. Items measure the constructs included in 
each investigated model was adopted from previous studies 
for use in the knowledge-sharing context. This study 
measure six constructs: knowledge-sharing intention, 
self-efficacy, trust, commitment and organizational justice. 
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Multiple items measure all constructs and items using a 
seven-point Likert scale (ranging from 1 = strongly disagree, 
to 7=strongly agree). This study measures knowledge 
sharing intention using five items adapted from the work of 
Bock [18] using terms such as “likely”, “acceptable”, and 
“needed” to assess employees’ intentions to share 
knowledge. 
 
III. Sampling and Data Collection 
 
Knowledge sharing is an important research topic in 
information technology department [28]. Knowledge sharing 
in the high technology industry is a key component of an 
organization's knowledge management strategy, as it will 
significantly affect organizational effectiveness. This is 
because software development is an intense cognitive 
activity that requires collaborative problem solving. In this 
study, we examine the role of the social exchange 
perspective in promoting knowledge sharing between IT 
software professionals. 
The population in this study mainly consists of programmers 
and software engineers in Taiwan. Four hundred 
questionnaires were mailed to software companies, and a 
total of 276 usable questionnaires were returned, giving a 
response rate of 69 percent. The respondents consisted of 
employees (83.3%), supervisors (12.3%), and managers 
(3.6%), with more details shown in Table 2. 
 

 
 
IV. Results and analyses 
 
Analyses of Reliability and Validity 
Table 3 lists means, standard deviations, and alpha 
coefficients for each summed scale. Internal consistency 
reliability is a statement about the stability of individual 
measurement items across replications from the same source 
of information (Straub, 1989). Computing Cronbach alpha 
assesses internal consistency reliability. As shown in Table 3, 
the values range from 0.862 (for Knowledge Sharing 
Intention) to 0.952 (for Organizational Justice). The 
Cronbach alpha of all measures exceeds the benchmark of 
0.7 recommended by Hair et al [29]. 

 
Convergent validity is the degree to which multiple attempts 
to measure the same concept in agreement. Table 4 presents 
the factor loadings of the measurement items. The factor 
loading for all items exceeds the recommended level of 0.6. 
Discriminant validity is the degree to which the measures of 
different concepts are distinct. Discriminant validity can be 
examined by comparing the squared correlations between 
constructs and variance extracted for a construct [30]. The 
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analysis results shows that the square correlations for each 
construct is less than the variance extracted by the indicators 
measuring that construct, as shown in Table 3, indicating the 
measure has adequately discriminant validity. In summary, 
the measurement model demonstrated adequate convergent 
validity and discriminant validity. Since this study includes 
some measures in our study, this study considers both 
loadings and cross-loadings to establish discriminant validity; 
these are shown in Appendix A.  

 
V. Results of Hypothesis Testing 
 
This research aims to investigate how social cognition 
affects individual knowledge sharing behavior by applying 
self-efficacy theory in the knowledge sharing context to 
understand how the relevant factors affect such behavioral 
intentions. This study discusses results in the following 
sequence: self-efficacy (hypothesis 1), commitment 
(hypotheses 2a and 2b), perceived trust (hypotheses 3), and 
organizational justice (hypotheses 4a and 4b).  
Figure 2 display the results of structural model analysis. The 
structural model analysis has a good fit (see Table 5), as 
judged from the goodness of fit indices (GFI = 0.93; AGFI = 
0.90; CFI = 0.985; RMSEA = 0.05), and the chi-square 
index is significant (χ2 = 153.67; d.f. = 95; χ2/d.f. = 1.618). 
 

 

 

 
 
The result shows that perceived self-efficacy (β = 0.412; p < 
0.001) is positively related to knowledge sharing intention, 
providing support for hypothesis 1. The results also reveal 
that commitment is related to perceived self-efficacy (β = 
0.489; p < 0.001) and intention (β = 0.393; p < 0.001), 
providing support for hypotheses 3a and 3b. Finally, this 
study examines the exogenous factor of organizational 
justice in the knowledge-sharing context. The results support 
both hypotheses 4a and 4b, as organizational justice is 
positively related to perceived trust (β = 0.651; p < 0.001) 
and commitment (β = 0.184; p < 0.05).  

 
VI. Conclusion and future research  
 
The main contribution of this study is first to explore IT 
professionals’ knowledge sharing behavioral intention using 
existing theories of social psychology. We demonstrate the 
applicability of some major environmental factors with 
regard to explaining knowledge sharing, and find 
individual’s social cognition have the strongest overall effect 
on their intentions to share knowledge. Further, 
organizational justice is an antecedent of perceived trust and 
commitment, and such commitment, in turn, influences both 
self-efficacy and the intention to share knowledge.  
Additionally, it is important to distinguish different 
cognitions of knowledge sharing (self-efficacy and intention) 
and different levels of social environmental factor of 
knowledge sharing (trust and justice) in order to obtain a 
more comprehensive understanding of the relationship 
between crucial environmental factors and knowledge 
sharing in an organization. 
 
Implications for practitioners  
The results show that organizational justice builds the main 
determinant of knowledge-sharing intention, and trust and 
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commitment foster commitment. Commitment will help to 
built individual perceived self-efficacy, and both directly 
and indirectly affect intentions to share knowledge. 
Karriker [31] asserted that organizational justice, if efforts 
are taken to ensure they are fair, can increase citizenship 
behavior like knowledge sharing. According to justice 
theory, people weigh the potential benefits and risks of 
social relationships and then build the appropriate kind of 
relationship in terms of factors such as trust and 
commitment. In this study, organizational justice would 
directly increase trust among IT professionals. Trust leads to 
increased overall knowledge exchange, makes knowledge 
exchanges less costly, and increases the likelihood that 
knowledge acquired from a member is sufficiently 
understood and absorbed so that others can put it to use [21].  
In addition, an employee who is more committed to the 
organization, and has more trust in both management and 
coworkers, is more likely to share their knowledge. Equity 
theory predicts that people will choose to leave the 
relationship when they perceive the costs as outweighing the 
perceived benefits. Therefore, managers should place greater 
emphasis on creating a just environment and building good 
relationships based on some social theory. 
 
Implications for researcher  
There are several theoretical implications of our study. First, 
this study employs some social factors to investigate IT 
professionals' knowledge sharing intentions within an 
organization. This study provides a compelling theoretical 
framework for conducting an  Empirical study in this line 
of research, and future works can extend more social 
environmental factors (i.e. organizational support, social 
exchange) to better investigate knowledge sharing within 
organizations. 
Second, this study finds that the significant factor 
influencing knowledge sharing intention is organizational 
justice, and the main mediating variables for the impact of 
organizational justice on knowledge sharing intention are 
trust, commitment and self-efficacy. Organizational justice 
is found to have a positive influence on both trust and 
commitment, and commitment itself is an important 
determinant of knowledge sharing intention. Specifically, 
perceived trust will mediate the relationship between 
organizational justice and commitment. Third, the 
distinction between self-efficacy and outcome expectancy is 
also an important one, which should receive more attention 
in social cognitive theories about knowledge sharing.  
Furthermore, we strongly encourage others to examine our 
findings through more rigorous research designs and across 
different national cultures. We also recognize the value, in 
future studies, of extending research models to (1) include 
other variables like actual knowledge-sharing behaviors and 
supervisor support; (2) examine the sharing behavior 
through internal KMS (knowledge management system) 
usage and satisfaction in organization; (3) examine 
knowledge sharing beyond the boundaries of single 

organizations (reflecting the increasing necessity for 
organizational members to share knowledge with customers, 
suppliers, and other partners); and (4) recognize that 
individuals share motivation by expectancy theory and some 
other motivational theory. 
 
References 
  

[1] Crone, M. and S. Roper, 2001. Local learning from multinational 
plants:  knowledge transfers in the supply chain. Regional Studies, 
35(6), 535-548. 

[2] Howells, J.,2002. Tacit knowledge, innovation and economic 
geography. Urban Studies, 39(5-6), 871-884. 

[3] Lee, J. 2001. The impact of knowledge sharing, organizational 
capability and partnership quality on IS outsourcing success. 
Information & Management, 38(5), 323-335. 

[4] Miller, D. and J. Shamsie. 1996. The resource-based view of the firm 
in two environments: The Hollywood film studios from 1936 to 1965. 
Academy of management journal, 39(3), 519-543. 

[5] Nonaka, I. and N. Konno. 1999. The Concept of Ba: Building a 
Foundation for Knowledge Creation. The Knowledge Management 
Yearbook 1999-2000, 37. 

[6] Ciborra, C. and G. Patriotta. 1998. Groupware and teamwork in R&D: 
limits to learning and innovation. R&D Management, 28(1), 43-52. 

[7] Cabrera, E. and A. Cabrera. 2005. Fostering knowledge sharing 
through people management practices. International Journal of Human 
Resource Management, 16(5), 720-735. 

[8] Bandura, A. 1986. Social foundations of thought and action: a social 
cognitive theory. Prentice-Hall series in social learning theory.  
Englewood Cliffs, N.J.: Prentice-Hall. 

[9] Wasko, M. and S. Faraj. 2005. Why should I share? Examining social 
capital and knowledge contribution in electronic networks of practice. 
Mis Quarterly, 29(1), 35-57. 

[10] Kankanhalli, A., B. Tan, and K. Wei. 2005. Contributing knowledge to 
electronic repositories: an empirical investigation. Management 
Information Systems Quarterly, 29(1), 7. 

[11] Bock, G. and Y. Kim,, 2002. Breaking the myths of rewards: An 
exploratory study of attitudes about knowledge sharing. Information 
Resources Management Journal, 15(2), 14-21. 

[12] Mowday, R. 1979. The measurement of organizational commitment. 
Journal of Vocational Behavior, 14(2), 224-47. 

[13] Barling, J., F. Slater, and E. Kelloway, Transformational leadership 
and emotional intelligence: an exploratory study. Leadership & 
Organization Development Journal, 2000. 21(3), 157-161. 

[14] Jarvenpaa, S. and D. 2001. Staples, Exploring perceptions of 
organizational ownership of information and expertise. Journal of 
Management Information Systems, 18(1), 151-183. 

[15] Meyer, J. and N. Allen, 1997, Commitment in the workplace: Theory, 
research, and application. Sage Pubns. 

[16] Gefen, D., E. Karahanna, and D. Straub. 2003. Trust and TAM in 
online shopping: An integrated model. MIS Quarterly, 27(1), 51-90 

[17] Gefen, D. and C. Ridings, 2002. Implementation team responsiveness 
and user evaluation of customer relationship management: A 
quasi-experimental design study of social exchange theory. Journal of 
Management Information Systems, 19(1), 47-69. 

[18] Bock, G., et al. 2005. Behavioral Intention Formation in Knowledge 
Sharing: Examining the Roles of Extrinsic Motivators, 
Social-Psychological Forces, and Organizational Climate. MIS 
Quarterly, 29(1), 87-111. 

[19] Hsu, M., et al. 2007. Knowledge sharing behavior in virtual 
communities: the relationship between trust, self-efficacy, and 

The 4th International Conference on Operations and Supply Chain Management, Hongkong&Guangzhou, Jul.25 to Jul.31, 2010 

706



Ming-Tien Tsai, Nai-Chang Cheng 

 

The 4th International Conference on Operations and Supply Chain Management, Hongkong&Guangzhou, Jul.25 to Jul.31, 2010 

outcome expectations. International Journal of Human-Computer 
Studies, 65(2), 153-169. 

[20] Kramer, R. 1999. Trust and distrust in organizations: Emerging 
perspectives, enduring questions. Annual Review of Psychology, 50(1), 
569-598. 

[21] Abrams, L., et al., 2003. Nurturing interpersonal trust in 
knowledge-sharing networks. The Academy of Management Executive. 
17(4), 64-77. 

[22] Greenberg, J. and J. Colquitt, Handbook of organizational justice. 2005: 
Lawrence Erlbaum. 

[23] Moorman, R. 1991.Relationship between organizational justice and 
organizational citizenship behaviors: do fairness perceptions influence 
employee citizenship? Journal of Applied Psychology, 76(6), 845-855. 

[24] Konovsky, M. and S. Pugh, 1994.Citizenship behavior and social 
exchange. The Academy of Management Journal, 37(3), 656-669. 

[25] Aryee, S., P. Budhwar, and Z. Chen, 2002 Trust as a Mediator of the 
Relationship between Organizational Justice and Work Outcomes: 
Test of a Social Exchange Model. Journal of Organizational Behavior, 
23(3), 267-285. 

[26] Cropanzano, R. and M. Mitchell, 2005 Social exchange theory: An 
interdisciplinary review. Journal of Management, 31(6), 874-900. 

[27] Joreskog, K. and D. Sorbom, LISREL 8: User’s reference guide. 1997, 
Lincolnwood, IL: Scientific Software. 

[28] Cabrera, A. and E. Cabrera. 2002. Knowledge-sharing dilemmas. 
Organization Studies, 23(5), 687-710. 

[29] Hair, J., et al. 2006. Multivariate data analysis. Prentice Hall. 
[30] Fornell, C. and D. Larcker, Evaluating structural equation models with 

unobservable variables and measurement error. Journal of Marketing 
Research, 1981. 18(1), 39-50. 

[31] Karriker, J., & Williams, M. 2009. Organizational justice and 
organizational citizenship behavior: A mediated multifoci model. 
Journal of management, 35(1), 112-135 

  

Background of Authors 
*Ming-Tien, Tsai received B.S. degree from National Cheng Kung 
University, Taiwan, in 1975, the MBA degree from St. John’s University, 
New York, in 1981, and the Ph.D. degree from Columbia University, New 
York, in 1985.  
**Nai-Chang, Cheng received his MBA Degree from Concordia 
University in Wisconsin. He current research interests include knowledge 
management, organizational learning, and the impacts of knowledge flow 
on organizations and individuals. 

 

707




