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Abstract

In the recent past, knowledge management has become a critical topic in organizational psychology,
as effectively sharing intellectual capital has become a major challenge for firms seeking a competitive
edge. Even though it is frequently discussed in general terms, many studies in this area have not
explored the specific interplay of organizational culture and technology within the manufacturing
sector of developing economies. The current study goes beyond general management theory by
investigating the potential impact of four key motivational factors trust, communication, information
systems, and reward mechanisms on “employee job performance.” Data were collected from 377
manufacturing employees across Sri Lanka’s Western Province regarding their knowledge-sharing
behaviors and their subsequent impact on productivity and decision-making. The Correlation and
regression analysis confirmed that all four motivational factors significantly and positively influence
individual job performance. Specifically, the findings suggest that trust among coworkers and robust
information systems serve as the most critical antecedents to effective knowledge exchange. The results
of this study also highlight that a structured reward scheme is essential for sustaining long-term
knowledge-sharing behaviors in a high-demand manufacturing environment. Practical implications of
these findings for human resource policies are discussed, providing actionable guidance for managers

to enhance workforce effectiveness through targeted cultural and technological interventions.
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1. Introduction

In the modern business environment, organization operates in very dynamic and knowledge-intensive
environments. To maintain a competitive edge, they must adequately manage and use the available
knowledge resources. In these contexts, knowledge management has become a matter of greatest
strategic (Chen et al., 2007) competitive advantage not guaranteed by merely hiring people with
superior knowledge and skills as highlighted by (Brown et al., 2009), but knowledge sharing and
knowledge management among employees create sustainable competitive advantage (Mortensen et al.,
2001). by creating culture and an atmosphere where people are inspired to exchange knowledge, they
become better able to share the knowledge that they bear within the organization but can also open the

organization to valuable knowledge to the organization.

Previous studies show that knowledge sharing is a central process of knowledge management (Brown
et al., 1995; Nielsen, 2006) which is positively linked with the organization performance (Arthur et al.,
2005). Knowledge sharing allows employees to increase their productivity, thus adding to the overall
organizational outcomes. (Yeboah, 2023) note that employee effectiveness is directly determined by
the transfer of knowledge between those individuals who have access to it and those who need it.
However, a considerable number of employees are still reluctant to receive knowledge though co-
employees most of the time because of the perceived aspects of difficulty or discomfort. Therefore, it
is important to pay attention to knowledge sharing and create an organization that must develop an open
culture and reward. Incentive scheme that would encourage the employees to contribute to sharing

knowledge out of a willing and good attitude (Davenport, T.H et al.,1998).

1.1. Background of the study and problem statement

The role of employee performance has been subject to a lot of research papers and arguments have been
made declaring that employee performance has come into play in the realization of the organization’s
success in the current dynamic business environment. As (Striteska et al., 2020) state, the top
management of any organization has the major role to monitor the performance management procedures
in the business. As indicated by (Raluca Vosloban, 2012) employee performance and the growth of the
organization are positively related. That is why organizations should remain particularly concerned with

the performance of employees to gain a larger market share in such competitive environment.

Sri Lanka’s economy relies heavily on the manufacturing sector as a major source of growth and
employment. It provides many job opportunities and has been experiencing rapid growth in Sri Lanka
since the economy was open in 1977. Industries such as textiles, garments, food processing and rubber
products serve as a major contributor to Sri Lanka’s exports and employment. However, the

manufacturing industry in Sri Lanka has challenges. On the other hand, there is an availability of young
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and educated workforce, availability of key shipping routes and increasing numbers of factories. There
are also issues such as the increase in costs, intense competition in the fields of other countries, and
keeping up with modern technology. Retention of quality workers and ensuring there is no loss of
important work-related knowledge among employees leaving their job is one of the greatest challenges.

Due to this, knowledge management has become significant in the manufacturing industry.

Many studies have examined how knowledge sharing affects employee performance in service and IT
industries, where work involves flexible, creative tasks and sharing personal (tacit) knowledge through
teamwork (Wang et al., 2010) However, these results do not apply directly to Sri Lanka's manufacturing
sector because of key differences, such as machine-based repetitive jobs instead of idea-focused service
work (Nonaka et al., 1996) use of written-down (explicit) knowledge due to strict rules and Lean
methods, unlike IT's informal sharing top-down communication on shop floors that limits open talk,
compared to flat teams in services (Cummings, 2004) reliance on machines for efficiency rather than
customer dealings (Davenport, T.H et al.,1998) and strong pressures from safety, quality checks, and
production targets that restrict sharing (Linda Argote, 2013) These gaps mean existing theories miss
manufacturing realities like rigid processes and hierarchies and there is little research on Sri Lanka's

factories where trust issues slow knowledge flow so specific studies are needed.

According to recent studies that have been carried all over the world informal and formal knowledge
sharing plays a significant role in greater task performance, innovation, and worker innovativeness in
manufacturing firms (AlMulhim, 2023; Z. Wang & Wang, 2012). Organizational culture, aspects like
trust among coworkers, communication between staff, information system in use, and reward systems
play a huge role in encouraging knowledge sharing among employees (Meher et al., 2022) But these
conclusions are quite context specific and might not be directly applicable to organizational culture
resource, and technological capacities of the developing economies such as Sri Lanka. Common barriers
to effective knowledge sharing continue to exist within organization still. Which include job insecurity,
trust and poor mechanisms of knowledge capture and sharing. Without responding to them,
manufacturing organizations are unlikely to capitalize on the potential of their workforce and because

of that become less competitive and weak in terms of performance.

Therefore, a research gap exists in understanding how organizational culture, communication, reward
systems, and technological support directly drive the knowledge-sharing process which encompasses
both the intrinsic willingness of employees to contribute and the actual exchange of information and
how this contributes to employee performance in Sri Lanka’s manufacturing industry. This paper aims
to fill this gap by examining these enablers as direct predictors of performance, recognizing that
'knowledge sharing' is not merely a technical transfer but a behavioral outcome rooted in an employee's
readiness to participate. By analyzing these factors as direct drivers, the study provides a clear link

between organizational inputs and productivity outputs. The results will be useful in understanding best
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practices for knowledge management and in promoting top performance within the manufacturing

sector of the country.

1.2. Research Question/s

The preceding discussion underscores that in the manufacturing sector; employee performance is not
merely a product of individual skill but is significantly shaped by organizational and technological
factors that facilitate the exchange of intellectual capital. These factors trust, communication,
information systems, and rewards serve as the essential drivers of knowledge-sharing practices, as they
directly influence the environment required for employees to engage in productive knowledge exchange.
Guided by this background and the recognition that effective knowledge sharing is rooted in these

motivational enablers, the study is designed to address the following questions:

Main research question

e Do knowledge-sharing motivational factors significantly enhance employees’ willingness to
share knowledge and consequently improve employee performance in the manufacturing

industry of Sri Lanka?

Specific research questions

e Does trust among coworkers in knowledge sharing have a significant positive impact on

employee performance in the manufacturing industry?

e Does communication/interaction between staff in knowledge sharing have a significant positive

impact on employee performance in the manufacturing industry?

e Does the use of knowledge sharing information systems/technology have a significant positive

impact on employee performance in the manufacturing industry?

e Does a reward system designed to promote knowledge sharing have a significant positive

impact on employee performance in the manufacturing industry?

1.3. Research Objective/s

The primary objective of this study is by identifying the role of (trust, communication, information
system, and rewards system) in knowledge sharing, and to provide practical insights into how
organizations can strategically use knowledge-sharing practices to enhance productivity and

performance outcomes.
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Main research objectives

To examine whether knowledge-sharing motivational factors significantly enhance employees’
willingness to share knowledge and thereby improve employee performance in the manufacturing

industry of Sri Lanka.

Specific research objectives

o To examine whether trust among coworkers in knowledge sharing has a significant positive

impact on employee performance in the manufacturing industry.

e To examine whether communication (interaction between staff) in knowledge sharing has a

significant positive impact on employee performance in the manufacturing industry.

e To examine whether knowledge-sharing information systems/technology has a significant

positive impact on employee performance in the manufacturing industry.

e To examine whether a reward system designed to promote knowledge sharing has a significant

positive impact on employee performance in the manufacturing industry

1.4. Significance of the study

This study is important for several reasons. First, it adds new insight into how knowledge sharing affects
employee performance, especially in the manufacturing sector, a less explored area in academic studies
compared to other industries. By identifying the motivational factors that encourage knowledge sharing
among employees. The results will assist firms in establishing policies that encourage innovation,
teamwork and continuous learning by identifying the key factors that motivate employees to engage in
knowledge sharing practices. This research provides practical guidance for managers and policymakers
by demonstrating how key variables such as trust, communication, technology, and reward systems
encourage employees to engage in knowledge-sharing practices and how these practices impact
employees’ job performance. As a result, it can enhance workforce efficiency and organizational
productivity as well. The paper also emphasizes the role of human and technological factors in
sustaining competitive advantage as an indicator of the evidence-based recommendations for
performance improvement initiatives. In addition, this research also provides foundation for other
researchers who wish to investigate knowledge sharing and employee performance in the manufacturing
sector or similar industries. It can also be used by students and researchers who wish to conduct further
research in related fields. Finally, the findings from this research can be used as a strategic tool for
organizations and it helps employees by showing them how sharing knowledge can help them to grow
personally, do their jobs better and give them greater career opportunities which will make the

workforce more dynamic and future ready.
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1.5. Scop of the study

This study has several limitations that need to be addressed and must be acknowledged as follows: This
research was limited to the companies withing the manufacturing sector. It has been focused only on
selected aspects of organizational culture such as trust among coworkers, communication/interaction
between staff, information systems, and reward systems, while other significant factors like leadership
style, organizational structure, social capital, and group-based norms, were not examined. In addition,
the study employed only a quantitative approach and limited to the one point of data collection through
a cross-sectional survey design. It will rely on self-reported data, which may cause people to give
answers just to look good instead of true and fair. Those answers make it hard to know what really
caused the result. The way this can be improved in future research is through longitudinal methods and
qualitative approaches, such as in-depth interviews or observations, to give a proper understanding of

the factors involved.

Furthermore, the findings' generalizability was limited because the sample was selected from a
particular organizational context (the manufacturing sector). This may not be always the case because
organizations of diverse structures (like highly political governmental organizations) may use different
patterns of knowledge sharing behavior and performance outcomes. Also, the study mainly examined
knowledge sharing from the viewpoint of knowledge providers, ignoring the part played by knowledge
receivers, whose actions and attitudes may also have a big impact on performance outcomes. These
limitations present chances for future researchers to build a more comprehensive and better
understanding of knowledge sharing within organizational contexts and how it could impact employee

performance and organizational as a whole.

2. Literature Review

The literature review presents the theoretical framework and empirical foundations pertaining to
knowledge sharing and its influence on employee performance within organizations. It aims to explore
the components related to knowledge sharing practices, identify affecting factors, and analyze their

impact on employee outcomes to offer insights into how knowledge management shapes performance.

2.1. Theoretical related literature review

Knowledge is many things to many people. Knowledge is not simply understood, managed or quantified.
Knowledge is more than just information. Additionally, it contains experiences, skills and insights
(Huysman et al., 2002) Knowledge management (KM) has become one of the key organizational

capabilities of the modern business landscape, especially in knowledge-intensive sectors like

211



International Journal of Contemporary Business Research
Volume 4, Issue Il 2025

manufacturing. (Ponelis et al., 2014) give a detailed description of knowledge management as "the
identification, optimization, and active management of intellectual assets, either in the form of explicit
knowledge held in artifacts or as tacit knowledge possessed by individuals or communities." This
definition emphasizes two sides of knowledge assets and highlights the importance of managing both
explicit and tactic knowledge within organization. This distinction becomes particularly relevant in
manufacturing industry where both technical specifications (explicit) and operational know-how (tacit)

are pre-requisites to organizational performance.

The resource-based view of the firm provides a theoretical foundation for understanding knowledge as
an organizational asset. According to (Bollinger et al., 2001) this view makes knowledge a valuable,
rare and difficult to imitate resource and that can help to sustain the competitive advantage. Based on
empirical studies (Wang et al., 2012) prove that knowledge is a strategic resource that affects
organizational performance to a considerable extent because of its effects on the development of
intellectual capital. Their analysis shows that organizations that manage knowledge as a strategic asset
have superior performance, both in operational and financial aspects. Manufacturing organizations
gained advantage from this view because their competitiveness can largely be based on such proprietary
processes, technical experience and operational knowledge that cannot be easily replicated by their

competitors.

Sharing knowledge is the essence of knowledge management, the process according to which individual
knowledge is transformed into organizational knowledge. Empirical study by (Almashari et al., 2002)
indicated that knowledge sharing has a great influence on the organizational performance through the
creation, transfer, and utilization of knowledge across the organizational boundaries. Their results prove
that organizations that possess positive knowledge sharing practices have higher innovation, decision-
making processes, and operational efficiency. As a result, Knowledge sharing can have an effect
organization’s long-term performance and competitiveness (Armaghan & Renaud, 2017). The
significance of knowledge sharing in the manufacturing industry could not be overestimated. To sustain
quality, efficiency and innovation, manufacturing organizations are highly dependent on explicit

technical knowledge as well as tacit operational experience.

2.2. Factors affecting knowledge sharing behavior

Knowledge sharing behavior is shaped by a range of factors operating at individual, team, and
organizational levels. Researchers have identified organizational cultural factors such as trust,
communication, Information system and reward system, as significant drivers that can either promote

or hinder effective knowledge sharing within various contexts.

1.1.1  Trust among coworkers
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There is no universally accepted definition for trust, but many researchers have emphasized the
importance of trust. (Lewis et al., 1985) indicated that trust is a feeling of confidence and security in
the caring responses, while explained that belief is an expectation held by an individual or group of
words, promises, or verbal or written statements of another individual or group. Trust is a basic factor
in knowledge sharing. (Raza et al., 2018)If individuals sharing their own knowledge fail to receive the
benefits they expect, they probably won't share it. In many studies trusts is considered as a key variable
for knowledge sharing, and knowledge sharing can occur when people have trust in each other (Wasko
et al., 2005). Basically, knowledge sharing will be initiated in an organization only with individuals
who have trust between each other. Human factors such as trust are a major component to obtaining

effective knowledge and are an attribute to the enhancement of performance.
1.1.2  Communication/Interaction between staff

Communication refers to face-to-face interactions in common languages and human interactions
through oral conversations and the use of body language while communicating (Al-Alawi et al.,
2007).Some previous studies suggest that communication plays an important role in knowledge sharing,

as it helps build trust in different types of inter-organizational relationships (Chen et al., 2007). In their

empirical study of the South Korean public employees (Kang et al., 2008) established that the openness
in communication positively affects employees to share knowledge and this would enhance individual
work performance. Communication infrastructure and patterns define the flow of knowledge in
organizations. Explicit knowledge is shared through formal communication channels, including
meetings, reports, and structured information systems. However, it is usually more effective that
informal communication networks can share tacit knowledge and provide social relationships that
facilitate continuous knowledge sharing. Manufacturing sector usually has formal and informal
communication systems in place to exchange technical knowledge, operating processes, and

improvement ideas.
1.1.3  Existence of knowledge sharing Information System

Information systems are very important for an organization because they can connect people, data, and
processes together to support day-to-day work while solving problems and making informed decisions
(Whitten et al., 2001). By using a knowledge-sharing information system, best practices can be
standardized and ensuring everyone uses the most relevant and updated information also becomes easier
when knowledge is shared through these systems. Collections of shared knowledge platforms like
electronic databases allow employees to store and access valuable information, making it simpler for
everyone to learn from shared experiences and build on each other’s knowledge (Connelly et al., 2003).
When it comes to manufacturing companies, these systems have become even more important for
knowledge sharing, where the utilization of those systems can reduce errors and speed up training

(Bollinger et al., 2001) as they provide digital platforms where every employee can access and share
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their expertise and experience with each other. It plays a crucial role in supporting knowledge sharing

and improving employee performance in the end, leading to better overall organizational results.
1.1.4 Reward System

An effective reward system is essential for organizations. In accordance with (Oliver et al., 2006)
organizational reward systems play a huge role in motivating employees towards knowledge sharing
and fostering a knowledge culture. They have suggested that indirect rewards like appreciation and
recognition play a greater role than monetary rewards in knowledge sharing. (Al-Shammari & Al-
Musharraf, n.d.) observed that reward systems and knowledge sharing had positive relationships,
meaning that proper rewards could encourage employees to share their knowledge with fellow
employees. Similarly, (Nguyen Kim et al., 2024) found that monetary rewards have an immediate effect
on motivation to share knowledge. But in the long run, people should be encouraged to share their
knowledge through non-monetary rewards. Manufacturing organizations experience challenges in
creating efficient reward systems to share knowledge because of the technical nature of knowledge,
safety concerns, and the need to create a balance between individual performance and collaboration
within a team. Effective reward systems in the manufacturing environment usually combine incentives
based on projects and teams with individual incentives based on knowledge repository and mentoring

efforts.

2.3. Concept of performance management

Performance management is the process of determining if the work of employees’ activities and outputs
are in line with the organization's goals and objectives. It involves setting achievable objectives, targets
and expectations, as well as providing feedback and supporting employee development (Kyriakidou,

2010)
1.1.5 Knowledge - sharing propensity, behavior and employee performance

Knowledge-sharing activities cannot be forced, they ought to be voluntary(Késer et al., 2002).The
authors posit that an individual’s propensity to share knowledge consists of three elements: a general
positive attitude towards sharing knowledge; the perceived benefits of knowledge sharing and
knowledge sharing-related self-efficacy. Taken together, these three factors represent an individual’s
likelihood for sharing knowledge in his/her work organization and impact the extent to which they
engage in knowledge-sharing behaviors and improving work performance. In terms of knowledge
sharing, this leads to the assertion that positive attitudes towards knowledge sharing are likely to
increase the propensity of knowledge-sharing behaviors. A study by (Du et al., 2007) found that

knowledge sharing is related to performance and different knowledge sharing dimensions influence
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performance differently. When carrying out knowledge sharing and Individual Performance, people are

assumed to accumulate, adopt and share knowledge in order to perform well on the job.
1.1.6  Relationship with Knowledge Management and Employee Performance

Trust facilitates knowledge sharing and enhances the individual and team performance by providing
improved access to information, better decision making, and increased innovation. The manufacturing
industry benefits significantly from the trust-based knowledge sharing due to complex processes and
all the functions are interdependent. Trust allows the sharing of troubleshooting expertise, process
enhancements, and safety observations that have a direct influence on the operational performance and

the wellbeing of employees.

Effective communication and interaction between staff are essential for employee performance. Open
and frequent communication allows employees to exchange ideas, clarify expectations and coordinate
their efforts with greater efficiency (Smith and Mc Keen, 2003). This leads to improved teamwork,

faster resolution of issues, and higher levels of innovation.

Information systems that support knowledge sharing can have a significant impact on employee
performance. When employees have access to reliable and user-friendly knowledge management tools,
they can find the information they need quickly and easily, reducing time wasted on searching for
answers. This leads to increased efficiency, better decision-making, and higher quality work.
Organizations that invest in effective information systems can gain a competitive advantage by enabling

their employees to work more effectively.

Reward systems that recognize and incentivize knowledge sharing can motivate employees to perform
at a higher level.(Omar Sharifuddin Syed-lkhsan et al, 2004a).When employees know that their
contributions are valued and rewarded, they are more likely to share their knowledge and collaborate
with others. This leads to a more innovative and productive work environment, where employees are

motivated to achieve both individual and organizational goals (Goh, 2002).

3. Research Methodology

The population of interest for this research consists of employees working in manufacturing sector
organizations located in the Western Province of Sri Lanka. The manufacturing sector is a critical
contributor to the country’s economic growth, employing a diverse workforce across various
hierarchical levels including operational staff, middle management, and executive management. For
this study, organizations employing workers directly or indirectly in knowledge sharing activities were
considered eligible. A Simple random sampling technique was employed in this study because it gives

each employee an equal chance of being selected, which helps reduce bias and makes the results more
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reliable for the whole group (Saunders et al., 2019)This method is common in studies like this for
example, (Tadesse, 2020) used it on manufacturing workers in Ethiopia to check performance factors,
while a Sri Lankan bank employee study on knowledge management also used simple random sampling
to achieve unbiased results (Dilshani et al., 2021). Following these examples, this research also used
simple random sampling based on Krejcie and Morgan’s (1970) guidelines for known populations, the
sample size was determined as 384 employees to achieve a representative sample. Out of these, 377
valid responses were obtained, representing a response rate of approximately 98%, indicating strong

participant engagement.

For this study the cross-sectional survey design was used. The questionnaire instrument was developed
to measure constructs related to motivational enablers of knowledge sharing namely trust among
coworkers, communication/interaction between staff, information systems, and reward systems and
their impact on employee performance. Measurement items were adapted from established scales
validated in prior knowledge management research to ensure content and construct validity. Responses
were captured using a five-point Likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree).
Data collection was conducted through a self-administered survey distributed in person to carefully
selected employees. Confidentiality and anonymity were assured to encourage honest and accurate
responses. Missing data was handled by excluding incomplete responses from final analyses, while
responses with valid data on particular variables were retained for those analyses to maximize data

usage.

Statistical analysis included descriptive statistics to profile the sample and assess variable distributions.
Reliability was assessed using Cronbach’s alpha. Inferential analyses employed correlation and multiple
regression techniques to test hypothesized relationships between knowledge sharing motivators and

employee performance outcomes. IBM SPSS software was utilized for all analysis.

3.1. Conceptual Diagram

Figure 1 shows a conceptual model of how knowledge sharing improves employee performance. The
framework is drawn from an extensive review of literature on organizational knowledge management
and sharing relies on such main factors as trust among coworkers, communication/interaction between
staff, information systems, and reward systems as main attendance of knowledge sharing. As per the
model, Knowledge sharing is the independent variable of the study and employee performance is the

dependent variable.
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Independent Variables Dependent Variable

Trust Among Coworkers Employee Performance

e sclf-efficacy
e Adaptability
e Innovation

Communication/Interaction

Between Staff > e Quality of work

e  Quantity of work
Information System

Reward System

Figure 2. Conceptual model of Knowledge sharing and Employee Performance

3.2. Hypothesis

Based on the conceptual model (Figure 1), this study identifies trust, communication, information
systems, and rewards as the primary drivers of knowledge-sharing practices. These factors directly
shape the environment for knowledge exchange, which in turn influences individual performance

outcomes. By referring to prior literature, the following hypotheses are developed:

H1: Trust among coworkers in knowledge sharing has a significant positive impact on employee

performance.

H2: Communication (interaction between staff) in knowledge sharing has a significant positive impact

on employee performance.

H3: Knowledge sharing information system/technology has a significant positive impact on employee

performance.

H4: Reward systems designed to promote knowledge sharing have a significant positive impact on

employee performance.

4. Data analysis and results

The sample size for this study was decided using a simple random sampling method. The decision
considered the research scope constant and accessibility of the target population; the desired sample

size was set at 384. A structured questionnaire was administered for data collection. Out of the 384
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questionnaires distributed, 377 valid responses were selected, while 7 were excluded from analysis due

to inconsistencies and the presence of outlier effects.

Table 1 Response Rate

No. of questionnaires No of questioner No of questioner Response
distributed distributed rejected rate
384 384 7 98.18%

This 98.18% response rate is considered satisfactory and demonstrates strong commitment from the
target population. This facilitated access to respondents relevant to the research topic that ensuring both
the adequacy and quality of data collected. The collected data has been organized, tabulated, and

analyzed to draw meaningful conclusions and assess relationships between the identified variables.

4.1. Reliability of the variables

To assess the reliability of measures, this study used the inter-item Cronbach alpha coefficient,
following the recommendation of (Ursachi et al., 2015) the Cronbach alpha values of 0.6-0.7 indicate
an acceptable level of reliability, while values of 0.8 or higher are considered to represent a very good

level.

Table 2 Value of the Cronbach's Alpha

Variable Number of items Cronbach's Alpha
Independent Variable

Trust among coworkers 5 0.675
Communication between staff 5 0.712

Information System 5 0.744

Reward System 5 0.808

Dependent Variable

Employee Performance 5 0.688

The alpha values for the variables in this study were trust among coworkers (0.675), communication

between staff (0.712), information system (0.744), reward system (0.808), and employee performance
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(0.688). Based on these thresholds, all variables exhibit acceptable level of reliability, with the reward
system variable achieving very good internal consistency and the remaining variables demonstrating
acceptable reliability. Therefore, it can be concluded that the measures used in this study are reliable

and internally consistent.

4.2. Normality of variables

Normal tests are conducted based on skewness and kurtosis measures. The cutoff value for skewness
between -1 to +1 and kurtosis is -3 to +3 (Hair et al., 2019).When the critical value is within the range

then the data is normally distributed and acceptable.

Table 3 Test of Normality

Variable Symbol Skewness Kurtosis
Trust among coworkers TC -0.382 0.433
Communication between staff CO -0.656 1.635
Information System IS -0.673 1.698
Reward System RS -0.791 0.943
Employee Performance EP -0.412 0.820

According to the results of this study, both dependent variable and independent variables have the
acceptable values for skewness and kurtosis within them. Therefore, according to the results of the SPSS

this data set is acceptable for normality.

4.3. Descriptive data analysis

Table 4 shows demographic characteristics of the research sample of 377 total usable respondents. The
respondent profile was analyzed from five aspects, namely the gender, age, education level, job position

and years of work experience.
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Table 4 Demographic characteristics of respondents

Variables Frequency (%)
Gender
Male 108 28.6
Female 269 71.4
Age
Less than 25 64 17
25-35 242 64.2
36-45 56 14.9
46-50 14 3.7
Above 50 1 0.3

Education Level

High School 14 3.7
Diploma 31 8.2
Bachelors 270 71.6
Masters 59 15.6
PhD 3 .8

Jon Position

Operational Staff 227 60.2
Middle-level managers 82 21.8
Executive managers 25 6.6

Other 43 11.4

Years of work experience

Less than one year 43 11.4
1-5 years 262 69.5
6-10 years 44 11.7
11-20 years 19 5
More than 20 years 9 2.4

Beyond these general demographic statistics, several important relationships emerge among the
variables. The large number of young employees in both age and years of work experience suggests
either recent hiring expansion or higher turnover rates among entry-level roles, further supported by the
concentration of operational staff within these categories a significant proportion of respondents
possesses a bachelor’s degree reflecting the largest job category (operational staff) within in sector but

middle and executive management positions are filled by respondents holding master’s or higher
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degrees. Similarly, managerial and executive roles trend towards both higher educational qualifications
and longer professional tenure emphasizing age, education level, job position, and years of work
experience are closely connected and together they influence career growth, promotion opportunities,

and the overall structure of the organization.

The description of the survey is also shown in following Table 5. The study used a 1-5 Likert scale to
assess the independent and dependent variables, where respondents rated their level of agreement from

“strongly disagree” to “strongly agree.”

Table 5 Descriptive statistics

Variable Mean Range SD Range

Trust 3.92-4.13 0.596 - 0.681
Communication 3.90-4.19 0.627 - 0.721
Information System 3.96 -4.14 0.616 - 0.736
Reward System 3.77 - 4.00 0.672 - 0.853
Employee Performance 3.96-4.12 0.597 - 0.717

The descriptive analysis of the Trust variable shows that mean scores for the five items range from
(M =3.92 - 4.13) and (SD = 0.596 - 0.681) suggesting that most participants agreed or nearly agreed
with the statements and have a positive view of trust amount coworkers. This suggests that trust is well-
established in the workplace, creating a safe space where employees feel comfortable sharing

knowledge without fear of negative consequences.

The analysis of the Communication variable shows consistently positive responses, with mean scores
of (M = 3.90-4.19) with the standard deviations (SD = 0.627- 0.721). This suggests that employees

generally have a positive view of communication within their workplace.

The descriptive analysis of the Information System variable indicates a strong positive perception
among respondents. Mean scores for the five items range from (M= 3.96 - 4.14) with standard
deviations between (SD = 0.616 - 0.736) reflecting a high level of agreement and low response
variability. These results suggest that employees are generally satisfied with the technological tools

provided by the organization and feel comfortable using them.

The descriptive analysis of the Reward System variable shows moderately high mean scores, ranging

from about (M= 3.77 — 4.00) , with standard deviations between (SD = 0.672 - 0.853) . This indicates

221



International Journal of Contemporary Business Research
Volume 4, Issue Il 2025

that most employees view the reward system positively, although there is some variation in opinions,

particularly regarding the fairness and motivational impact of the incentives.

The descriptive analysis of the dependent variable, Employee Performance, shows generally positive
responses, with mean scores ranging from (M = 3.96 - 4.12) and standard deviations between (SD=
0.597- 0.717) , indicating low variability in responses. Overall, employees perceive that their
performance considering adaptability, innovation, work quality, and collaboration is positively
influenced by knowledge sharing activities. These findings support the idea that knowledge sharing can
significantly enhance both individual and organizational performance.The results suggest that factors
such as trust among coworkers, effective communication, information systems, and motivating reward
structures work together to improve employee outcomes. This reinforces the important relationship

between knowledge management practices and performance within organizations.

4.4. Correlation Analysis

Correlation analysis is an important statistical technique used to examine the strength and direction of
between pairs of variables. It indicates whether variables tend to move in the same direction (positive

correlation) or in opposite directions (negative correlation).

Table 6 Results of Pearson’s correlation test

Trust Communication Information Reward Employee

System System  Performance
Trust Pearson 1 599" 587 .529™ 600"
Correlation
Communication Pearson 5997 1 537 480" 518
Correlation
Information Pearson 5877 5377 1 6127 634"
System Correlation
Reward System  Pearson 529 480" 6127 1 583"
Correlation
Employee Pearson 600 518" 634" 583" 1
Performance Correlation

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

Table 6 shows the bi-variate correlation coefficients of factors related to knowledge sharing and their
relationship with employee performance. The correlation coefficients in total were generally above 0.5

and all were highly significant. Notably, all the four examined variables trust, communication,
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information system, and reward system exhibited significant and positive relationships with employee
performance. The strength of these correlations aligns with the guideline suggested by(Evans, 1996) for
the absolute value of ( -1 <r <+1) indicating moderate relationships between the factors and employee

performance.

4.5. Multiple regression analysis

To test the hypotheses formulated, multiple regression analysis was conducted. The assumptions of the
analysis were first ascertained before the final interpretation was done. The results are presented in

Table 7 below.

Table 7 Results of multiple regression analyses

Variables B Std. Error Std B t Sig.
Trust 254 .051 246 4.939 .000
Communication 102 .046 .104 2.209 .028
Information System .284 .048 .300 5.948 .000
Reward System 167 .036 219 4.597 .000

R?=0.519; Adjusted R? = 0.514; F = 100.548; Sig.000

Hypothesis 1 in this study predicted that there would be a significance positive relationship between
trust among coworkers and employee performance. consistent with previous studies that view trust as
a fundamental quality for effective knowledge sharing (Raza et al., 2018; Smith and Mc Keen, 2003).
According to the results of the correlation analysis, there is a significant positive relationship between
trust and employee performance (» = 0.600, p < 0.01). Trust also appeared as a significant predictor of
employee performance in the regression analysis. According to Table 2, trust significantly predicted
employee performance (f = 0.246, p < .000). Hence, there is adequate evidence to support hypothesis
1; that trust among coworkers is positively related to the performance of an employee. supporting the

integrative model of organizational trust proposed by (Schoorman et al., 2007).

A significance positive relationship between communication and employee performance was predicted
in the Hypothesis 2, aligning with findings that openness in communication enhances individual work
performance. According to the data shown in Table 1, it is evident that there is a significant positive
correlation between communication and employee performance (» = 0.518, p < 0.01). Although

communication appeared as a significant predictor in the regression analysis (f = 0.104, p = 0.028).
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Thus, hypothesis 2 was supported by the data, confirming (Smith et al., 2002) assertion that clear

communication builds trust and strengthens team relationships.

Hypothesis 3 predicted that there would be a significance positive relationship between knowledge
sharing information systems and employee performance. The results of both correlation (» = 0.634, p
< 0.01) and regression analysis suggest that information systems have a significant positive relationship
with employee performance. Specifically, the information system emerged as the strongest unique
predictor of employee performance in the regression analysis (f = 0.300, p < 0.000). Thus, there is
strong evidence to support hypothesis 3, consistent with (Smith et al., 2003), who noted that advanced

information infrastructure directly correlates with organizational performance.

In hypothesis 4, it was expected that there would be a significant positive impact from reward systems
on employee performance, as incentives are crucial for motivating knowledge transfer. According to
Table 2, the reward system was found to be a significant predictor (8= 0.219, p < 0.000). This is further
supported by the correlation analysis, which showed a significant positive relationship ( = 0.583, p <
0.01). Thus, hypothesis 4 is supported, corroborating the view that valued rewards lead to a more

productive work environment (Omar Sharifuddin Syed-Ikhsan et al., 2004)

According to the Model Summary, it is clear that these motivational variables contribute to the variance
accounted for in employee performance. The four independent variables accounted for significant
variance in the outcome, explaining approximately 51.9% (R? = .519, Adjusted R?> = .514) of the
variation in employee performance can be explained by the independent variables; Trust among
coworkers, Communication, Information System, and Reward System. This suggests that just over half
of the variation in the outcome was accounted for by the predictors included in the model, with the
remaining 48.1% explained by the other predictors, which are in out of this study. In social science
research, an adjusted R-squared value below 0.7 (0.4-0.6 range) is also acceptable due to the complexity
of human behaviour and performance in organizations. (Al-Alawi et al., 2007; Henttonen et al., 2016).

Hence the overall model is statistically significant (F' = 100.548, p < 0.000).

5. Conclusion

The findings of the current study pave the way for an unexplored area in knowledge management
research within the Sri Lankan context. The present study goes beyond the current empirical base by
identifying specific motivational enablers in the manufacturing sector. Similar to previous studies on
organizational trust (Schoorman et al., 2007), the current study also found that trust facilitates
knowledge sharing and enhances individual performance. This effect highlights that when employees
trust their colleagues' reliability and goodwill, they are more likely to share troubleshooting expertise

and safety observations without fear of negative consequences. Thus, the current findings are in line
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with past literature. The current study found evidence to support the positive relationship between
communication and employee performance, thereby validating previous research evidence (Smith et al.,
2002). According to the result of this study, it is clear that clear and open communication helps reduce
confusion and strengthens team relationships. Nevertheless, the results suggest that communication has
a smaller relative effect compared to other factors. This may be because communication acts as a
facilitator that requires other structural mechanisms to fully translate into performance gains. Consistent
with prior findings (Alavi et al., 2001; Smith et al, 2003), the information system appeared as the
strongest predictor of employee performance. This result suggests that robust technological
infrastructure is essential in manufacturing environments to reduce errors and speed up training. The
favourable evaluation of these systems indicates that easy access to knowledge directly enhances

employee efficiency.

Further, the findings regarding the reward system support theoretical arguments by (Omar Sharifuddin
Syed-Ikhsan et al., 2004), confirming that external rewards effectively motivate employees to engage
in knowledge transfer. When employees perceive the reward system as fair and transparent, they are
more likely to collaborate, leading to a more innovative and productive work environment.Nevertheless,
findings of the current study suggest that knowledge sharing is an important factor which relates to
employee performance. The identified factors accounted for 51.9% variance in performance levels.
Hence, managers and HR practitioners must consider these motivational profiles when devising
organizational interventions. Organizations should foster trustful relationships and invest in user-
friendly information systems. Further, organizations can implement transparent reward schemes that

align with collaborative goals.

There are several limitations in the current study which are worthy to be noted. One of them is that the
study’s results may be influenced by common method bias as the data was collected through self-report
from a single source. Such a self-report bias could have been further compounded as this study relied
on employees' perceptions of their own performance. Hence, the researchers are distant from the
objective performance metrics. Even though self-report is a suited methodological choice for this type
of study, taking insights from supervisors or objective HR records could potentially enhance the picture.
A solution to tackle this issue in the future is employing mixed methods research rather than depending

on quantitative methods.

Secondly, this study is a cross-sectional study, which may prevent a firm holding of causal inferences
made in this study. However, it must be noted that the current study is built on a sound theoretical basis
supported by previous evidence. Future research in this area could overcome cross-sectional bias
through adopting longitudinal designs to assess changes over time.Further, the sample of the current
study only consists of participants from the Western Province of Sri Lanka’s manufacturing sector; thus,
the generalizing of these current findings to other regions or industries may be problematic. There are

many other sectors which are socially and economically different. In future, it is encouraged to perform
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these types of studies on a broader scale, gathering information from other provinces and industries

such as the service or agricultural sectors.

In conclusion, this study provides a unique contribution to the area of knowledge management research
through exploring how trust, communication, information systems, and rewards impact performance in
the manufacturing sector. Based on findings of the present study, it is clear that knowledge sharing is
an important factor which contributes to the employee performance. Information systems were the most
related factor to performance, followed by trust among coworkers. Communication and reward systems
also showed substantial relationships with performance. These findings indicate that integrating both
the human and technological dimensions of knowledge sharing is critical for achieving sustainable

performance improvement.

226



International Journal of Contemporary Business Research
Volume 4, Issue Il 2025

References

Al-Alawi, A. 1., Al-Marzooqi, N. Y., & Mohammed, Y. F. (2007). Organizational culture and
knowledge sharing: Critical success factors. Journal of Knowledge Management, 11(2), 22—42.
https://doi.org/10.1108/13673270710738898

Alavi, M., & Leidner, D. E. (2001). Review: Knowledge management and knowledge management
systems: Conceptual foundations and research issues. MIS Quarterly: Management Information

Systems, 25(1), 107-136. https://doi.org/10.2307/3250961

Almashari, M., Zairi, M., & Alathari, A. (2002). An Empirical Study of the Impact of Knowledge
Management on Organizational Performance. Journal of Computer Information Systems, 42(5

SPEC. ISS.), 74-82. https://doi.org/10.1080/08874417.2002.11647611

AlMulhim, A. F. (2023). Knowledge management capability and organizational performance:
a moderated mediation model of environmental dynamism and opportunity recognition.
Business Process Management Journal, 29(6), 1655-1679. https://doi.org/10.1108/BPMJ-10-
2022-0515

Al-Shammari, & Al-Musharraf, H. (n.d.). International Journal of Economics, Commerce and
Management KNOWLEDGE SHARING CULTURE IN A RESEARCH AND DEVELOPMENT
DEPARTMENT OF AN ARABIAN GULF COMPANY. Retrieved September 15, 2025, from
http://ijecm.co.uk/

Armaghan, N., & Renaud, J. (2017). Evaluation of Knowledge Management in an Organisation. Journal
of Information and Knowledge Management, 16(1).
https://doi.org/10.1142/S021964921750006X

Arthur, J. B., & Huntley, C. L. (2005). Ramping up the organizational learning curve: Assessing the
impact of deliberate learning on organizational performance under gainsharing. Academy of

Management Journal, 48(6), 1159-1170. https://doi.org/10.5465/AMJ.2005.19573115

Bollinger, A. S., & Smith, R. D. (2001). Managing organizational knowledge as a strategic asset.
Journal of Knowledge Management, 5(1), 8—18. https://doi.org/10.1108/13673270110384365

Brown, J. S., & Duguid, P. (2009). Organizational learning and communities of practice: Toward a
Unified View of working, learning, and innovation. Knowledge and Communities, 99—122.

https://doi.org/10.1287/ORSC.2.1.40

Brown, S. L., & Eisenhardt, K. M. (1995). Product Development: Past Research, Present Findings, and
Future  Directions. The  Academy of Management  Review, 20(2), 343.
https://doi.org/10.2307/258850

227



International Journal of Contemporary Business Research
Volume 4, Issue Il 2025

Chen, J., Tong, L., & Ngai, E. W. T. (2007). Inter-organizational knowledge management in complex
products and systems. Journal of Technology Management in China, 2(2), 134-144.
https://doi.org/10.1108/17468770710756077

Connelly, C. E., & Kevin Kelloway, E. (2003). Predictors of employees’ perceptions of knowledge
sharing cultures. Leadership & Organization Development Journal, 24(5), 294-301.
https://doi.org/10.1108/01437730310485815

Cummings, J. N. (2004). Work Groups, Structural Diversity, and Knowledge Sharing in a Global
Organization on JSTOR. https://www.jstor.org/stable/30046072

Davenport, T.H. and Prusak, L. (1998) Working Knowledge How Organizations Manage What They
Know. Harvard Business School Press, Boston. - References - Scientific Research Publishing.
(n.d.). Retrieved September 3, 2025, from

https://www.scirp.org/reference/referencespapers?referenceid=1733382

Dilshani, W. G. L. S., & Welmilla, . (2021). Impact of Knowledge Management Practices on Employee
Performance: Evidence from the Employees of People’s Bank in Sri Lanka.
http://repository.kln.ac.lk/handle/123456789/25118

Du, R., Ai, S., & Ren, Y. (2007). Relationship between knowledge sharing and performance: A survey
in Xi’an, China.  Expert  Systems  with  Applications,  32(1), 38-46.
https://doi.org/10.1016/J. ESWA.2005.11.001

Evans, J. (1996). Straightforward  statistics  for the behavioral  sciences.
https://psycnet.apa.org/record/1995-98499-000

Goh, S. C. (2002). Managing effective knowledge transfer: An integrative framework and some practice
implications. Journal of Knowledge Management, 6(1), 23-30.
https://doi.org/10.1108/13673270210417664

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2019). MULTIVARIATE DATA ANALYSIS
EIGHTH EDITION. www.cengage.com/highered

Henttonen, K., Kianto, A., & Ritala, P. (2016). Knowledge sharing and individual work performance:
an empirical study of a public sector organisation. Journal of Knowledge Management, 20(4),

749-768. https://doi.org/10.1108/JKM-10-2015-0414

Huysman, M., & de Wit, D. (2002). Knowledge Sharing in Practice. Information Science and
Knowledge Management, 4. https://doi.org/10.1007/978-94-015-9992-4

Kang, Y. J., Kim, S. E., & Chang, G. W. (2008). The impact of knowledge sharing on work

performance: An empirical analysis of the public employees’ perceptions in South Korea.

228



International Journal of Contemporary Business Research
Volume 4, Issue Il 2025

International Journal of Public Administration, 31(14), 1548-1568.
https://doi.org/10.1080/01900690802243607

Kaéser, P. A. W., & Miles, R. E. (2002). Understanding Knowledge Activists’ Successes and Failures.
Long Range Planning, 35(1), 9-28. https://doi.org/10.1016/S0024-6301(02)00020-1

Kyriakidou, N. (2010). The Handbook of Human Resource Management Practice — By Michael
Armstrong. [International Journal of Training and Development, 14(1), 77-79.
https://doi.org/10.1111/J.1468-2419.2009.00342.X

Lewis, J. D., & Weigert, A. (1985). Trust as a Social Reality. Social Forces, 63(4), 967.
https://doi.org/10.2307/2578601

Linda Argote. (2013). Organizational Learning: Creating, Retaining and Transferring Knowledge - -.
https://books.google.lk/books?id=4m_I10BnfOoCé&printsec=frontcover&source=gbs ge sum
mary_r&cad=0#v=onepage&q&f=false

Meher, J. R., & Mishra, R. K. (2022). Examining the role of knowledge sharing on employee
performance with a mediating effect of organizational learning. VINE Journal of Information
and Knowledge Management Systems, 52(2), 205-223. https://doi.org/10.1108/VIIKMS-04-
2020-0056

Mortensen, M., & Hinds, P. J. (2001). CONFLICT AND SHARED IDENTITY IN
GEOGRAPHICALLY DISTRIBUTED TEAMS. [International Journal of Conflict
Management, 12(3), 212-238. https://doi.org/10.1108/EB022856

Nguyen Kim, N., Nguyen Thi Hang, N., nguyen Kim, nam, & nguyen thi hang, nga. (2024). Rewards,
knowledge sharing and individual work performance: an empirical study. Cogent Business &

Management, 11(1), 2359372. https://doi.org/10.1080/23311975.2024.2359372

Nielsen, A. P. (2006). Understanding dynamic capabilities through knowledge management. Journal of
Knowledge Management, 10(4), 59—71. https://doi.org/10.1108/13673270610679363

Nonaka, I., & Takeuchi, H. (1996). The knowledge-creating company: How Japanese companies create
the dynamics of innovation. Long Range Planning, 29(4), 592. https://doi.org/10.1016/0024-
6301(96)81509-3

Oliver, S., & Reddy Kandadi, K. (2006). How to develop knowledge culture in organizations? A

multiple case study of large distributed organizations. Journal of Knowledge Management,

10(4), 6-24. https://doi.org/10.1108/13673270610679336

Omar Sharifuddin Syed-Ikhsan, S., & Rowland, F. (2004). Knowledge management in a public

organization: A study on the relationship between organizational elements and the performance

229



International Journal of Contemporary Business Research
Volume 4, Issue Il 2025

of knowledge transfer. Journal of Knowledge Management, 8(2), 95-111.
https://doi.org/10.1108/13673270410529145

Ponelis, S., & Fairer-Wessels, F. A. (2014). Knowledge management: a literature overview. South

African Journal of Libraries and Information Science, 66(1). https://doi.org/10.7553/66-1-1449

Raluca Vosloban. (2012). The Influence of the Employee’s Performance on the company’s growth - a
managerial perspective.
https://www.researchgate.net/publication/257744510 The Influence of the Employee’s Per
formance on _the Company’s Growth -

_A_ Managerial Perspective/fulltext/0267900f0cf2946d9a2 1 ec4f/The-Influence-of-the-

Employees-Performance-on-the-Companys-Growth-A-Managerial-Perspective.pdf

Raza, S. A., Abidi, M., Arsalan, G. M., Shairf, A., & Qureshi, M. A. (2018). The impact of student
attitude, trust, subjective norms, motivation and rewards on knowledge sharing attitudes among
university students. International Journal of Knowledge and Learning, 12(4), 287-304.
https://doi.org/10.1504/1JKL.2018.095955

Saunders, M.N.K., Lewis, P. and Thornhill, A. (2019) Research Methods for Business Students. 8th
Edition, Pearson, New York. - References - Scientific Research Publishing. (2019).

https://www.scirp.org/reference/referencespapers?referenceid=2907709

Schoorman, F. D., Mayer, R. C., & Davis, J. H. (2007). An integrative model of organizational trust:
Past, present, and future. Academy of Management Review, 32(2), 344-354.
https://doi.org/10.5465/AMR.2007.24348410

Smith, A. D., & Rupp, W. T. (2002). Communication and loyalty among knowledge workers: A
resource of the firm theory view. Journal of Knowledge Management, 6(3), 250-261.
https://doi.org/10.1108/13673270210434359

Smith and Mc Keen. (2003). (PDF) The Evolution of the KM  Function.
https://www.researchgate.net/publication/267377893 The Evolution of the KM Function

Striteska, M. K., & Zapletal, D. (2020). The role of corporate culture in performance measurement and
management systems. [International Journal of Financial Studies, 8(4), 1-12.

https://doi.org/10.3390/1JFS8040075

Tadesse, S. (2020). DETERMINANTS OF EMPLOYEE PERFORMANCE IN MANUFACTURING
SECTOR: THE CASE OF EPHARM Addis Ababa, Ethiopia.

Ursachi, G., Horodnic, I. A., & Zait, A. (2015). How Reliable are Measurement Scales? External Factors
with Indirect Influence on Reliability Estimators. Procedia Economics and Finance, 20, 679—

686. https://doi.org/10.1016/52212-5671(15)00123-9

230



International Journal of Contemporary Business Research
Volume 4, Issue Il 2025

Wang, S., & Noe, R. A. (2010). Knowledge sharing: A review and directions for future research. Human
Resource Management Review, 20(2), 115—131. https://doi.org/10.1016/j.hrmr.2009.10.001

Wang, Z., & Wang, N. (2012). Knowledge sharing, innovation and firm performance. Expert Systems
with Applications, 39(10), 8899—-8908. https://doi.org/10.1016/J. ESWA.2012.02.017

Wasko, M. M. L., & Faraj, S. (2005). Why should I share? Examining social capital and knowledge
contribution in electronic networks of practice. MIS Quarterly: Management Information

Systems, 29(1), 35-57. https://doi.org/10.2307/25148667

Whitten, T., Holmes, D., & MacKinnon, K. (2001). Conservation biology: A displacement behavior for
academia?  Conservation  Biology,  15(1), 1-3.  https://doi.org/10.1046/J.1523-
1739.2001.01_01.X

Yeboah, A. (2023). Knowledge sharing in organization: A systematic review. Cogent Business and
Management, 10(1).
https://doi.org/10.1080/23311975.2023.2195027;WGROUP:STRING:PUBLICATION

231



