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Abstract

The smdy swengthens the liwrawre of organizatonal culwre in the
perspectuve of knowledge sharing and positve psychological capiml.
The conceprof organizatonal culwre includes several dimengions viz.
Auwonomy, Inwerdeparmenml Cooperation and other orientatons.
They play a viml role in promoton of positve psychological capiml
and enhance the knowledge sharing process in organizatons. These
atribuws could produce the plausible compewrncy ® organizatons’
success in oday’s market with variant and challenging environment
The smdy has been conducwed © undersmnd this associaton with the
help of survey method through well-developed questonnaire among
the scientsts of ICAR. The paper provides the positve result in
support of the above propositdon. Based on the results practcal
implicaton and directons for fuwre research are also discussed.

Keywords: Knowledge Sharing, Organizatonal Culwre, Positve
Psychological Capial.

Introduction

The present globalized economic world has bought high competitve
market, greater innovaton, and rapid wchnological changes. Every
organizaton is learning contnuously © overcome and w adapt the
changes posed by the globalization. The focus of organizatons shifwed
from mangible asserts  inmngible assets, which are imbibed in the
people and process. Knowledge is weated as the mostvaluable assert
and Nonaka and Takeuchi (1995), Nahapiet and Ghoshal (1998)
described knowledge as organizaton’s most impormnt valuable
resource. Organizatons are wying o find differentways w© wansfer the
skills, experience and expertse of an individual in organizatonal
knowledge. The knowledge wansfer in organizatdons is leveraged
effecuvely by it employees, who creaw, share and make use of the
knowledge. Since itis linked with behavioral aspects of individuals
finds very difficult © convert that individual’s knowledge inw
organizational knowledge. Organizatons need  creaw a SysEm
where people can artculaw and exaggeraw that knowledge. To
facilime 1he diffusion and amplificaton processes organizatons will
require a gpecific behaviour as facilimror. Itis impormnt© know that
organisatonal culwmre drives knowledge conversion for the
organisational development and will play a significant role in the
organizatonal change. When organizatons insmll new process,
chnologies, they expectknowledge o flow. Organizatonal culwre is
the key 1 success for any actvity within and outside the organization
and also for individuals working in the organizaton.
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Johngon (1993) has seen organizatonal culmre ag a macro
medium for inwractdon and also as an inwrprenve
framegwork in which communicaton is feasible. Barngy
(1986), argued that organizational culmre has developed
over a period with complex form of norms and valugs which
affects the organizational behaviors and processes. As we
are mlking about behavior of the individuals it is very
impormntt conwol the behavior in a positve way. (Luthans
2002) developed the conceptpositve psychological capil.
Which enables the people in the organizatdon w act
positvely and he identfied four positve dimensions like
hope, resilience, efficacy and opumism. The above
mentoned ™o variables are inwingically linked with the
people and depend on the individual’s behavior;
organization culmre has it impact © promot these ™Wo
aspects and overall growth of the organizaton. In this piece
of work we are going © swdy the relaion among
organizatdonal culmre, positve psychological capiml and
knowledge sharing.

Review of Literature:

The liwrawre provides an in depth views of behavioural
scientsts about the knowledge and its impormnce in the
organisatons. Nonaka and Takeuchi (1995), Nahapiet and
Ghoshal (1999) recognised knowledge as an impormnt
intangible resource for organisatons. Zack (1999),
described knowledge as “organized accumulaton of
information through experience, communicaton, or
inference”. The definiton given by Davenport and Prusak
(1998) suies © our current smdy, they mentdoned
knowledge as a “fluid mix of framed experience, values,
conexmal informaton and expert ingight that provides a
framework for evaluating and incorporating new
experiences and informaton”. The informaton, experience,
expertuse and values thatindividual possess should mix with
the organisational knowledge. The organisational
knowledge generally imbibed in it products and process,
the inregraton of these wo knowledge helps in creatung new
products and services, or © improve the exisung business
performance. Gold et al.(2001) and Zack (1999) also
mentoned that the organizational knowledge and expertse
mist be shared © remain compentve in the marketplace.
Many other researchers were also investgatwed the impactof
culure on knowledge sharing and positve psychological
capiml. Latwr part in this secton deals with li‘ramre on
these three variables.

The concept of organizatonal culwre is very broad,
complex, comprehensive and inclusive in scope. Furnham
and Gunwr (1993), defined the organizatonal culmre ag
“common beliefy, viewpoint and values existung in an
organizaton. In simple words the culmre means the quality
of our performing. Petngrew (1990) considered
organizatonal culwre as key element in organizatonal
change and development Quinn & Cameron (1999)
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described organizatonal culwmre comprigses of complex,
comprehensive and inwerrelaed set of ambiguous factors.
Barngy (1986) is also explained similarly thatas a complex
sysem of values and norms accumulated over a period of
time and influence the individual behavior and
organizatonal process. The organization success is wholly
depends on how effectvely itcan share its functdons, goals
and values © its employees and  its cuswomers. Johnson
(1993), has seen organizatonal culwmre ag an inwrpretve
framework in which communication is possible and act as
medium of interacton.

The impormance of knowledge sharing was swessed by many
smdies, smarts with Davenport and Prusak (1998) who
defined knowledge sharing as processes that involve
exchanging knowledge between individuals and groups.
Since knowledge sharing is behavioural aspect of
individuals, itwill be governed by work environment, gthics
and values of the organisaton. Ardichvili gt al (2006)
mentoned that this knowledge sharing behaviour changes
from organizaton w organizadon as we find different
culmres within them. Davenport and Prusak (1998)
mendoned that common wrms, language and goals are
impormnt in sharing knowledge in organisatons. Ulrich
(1998) points that culwmre brings challenging work for
people and motvates © work. Barwl and Srivagtava (2002)
have emphasized the roles of managerial and organizatonal
culwre on encouraging knowledge sharing.

The behavioural agpects of employees can be predicted by
swudying their psychology or can be conwoled by inducing
positvity in employees. The posituve dimension is further
swessed by Luthans and colleagues. They developed the
concept of Psychological Capiml (PsyCap) (Luthanset
al.2007). They definge PsyCap as “individual’s positve
psychological state of development” and that is
characwrized by four elements smars with efficacy,
optumism, hope and regilience. Innovatve research
ambignce is necessary for the firms  wke a new move
towards © HR management in regard © withgsmand and
congmuct the wlerable progress and advancement (Luthans
etal, 2008).

Inculcatng psychological capiml in work place leads
positve business ambiance which in wrn induce positve
workforce in the organizaton. Research has shown that
when an individual has a positive congideration towards the
work climat, he or she will be more likely w help the co—
workers and the organizaton by expending the effort and
adjusting the input (Organ & Near, 1985). Positve
employees will build the co-worker reladonship by sharing
their knowledge and ideag among colleges. The behavior of
sharing knowledge is the product of complex inwractons
bewween employee behavior and organizaton (Wang,
Gweru, Shanker and Troutr, 2009). In recentyears, we have
sudied the relatonship between knowledge sharing

53



Volume 9 Issue 8, Feb. 2017

behavior and psychological variables of individual, group
and organizatonal level.

Luthang and Jengen (2002) proposed thathope can serve ag
an impormnt underlying connectwor and inclusive processes
of change in organizatonal culmre. An organizatonal
culmure with high levels of hope and which is characwrized
by being flexible, resilient and provide an environment of
wust, hopeful employees have a real chance © win a key
competutve advanmage for the organizaton and successfully
confrontthreats care and oppormnities (Luthans and Jensen,
2002). In this conwext, no doubt, a compettve advanmge is
the fact of exhibiting high raws of behavior w share
knowledge among employees. With regard 10 the
relationship bewween selfefficacy and knowledge sharing
behavior, the liwramre provides further investgatons
report (Cabrera and Cabrera, 2002, Cabrera, William and
Salgado, 2006; Lu, Leung and Koch, 2006;; Chen, Chen and
Kinghuk, 2009) w© agree that self€fficacy has a positve
influence on the behavior of knowledge sharing. These
results are broadly consisentwith those found in the present
investgaton.

We can say thatso far has notbeen smdied the relatonship
bewween psychological capiml and knowledge sharing, as
well ag the influence of gither opumism, hope and resilience,
separawly on the behavior of knowledge sharing; however,
on the relatonghip between self-efficacy and knowledge
sharing behavior, have themselves been found and few
recent smdies. Cabrera, William and Salgado (2006), an
investugaton found that self¢fficacy was a variable that
facilimted the exchange of knowledge. Lu, Leung and Koch
(2006) found thatwhile greed decreased knowledge sharing
behavior, the self¢fficacy increased. Similarly, itwas found
that selfefficacy in the management of the web and the
creation of knowledge is impormnt anecedent thatlead

Organizational
culture {(OC)

Knowledge

Sharing (KS)

knowledge sharing behavior (Chen, Chen and Kinghuk,
2009). The variables analyzed in this project, only recent
smdies on the influence of one of them, self¢fficacy, on the
knowledge sharing behavior was found and few. There is
gvidence  conclude thatthere is some connection between
the wwo that is worth investgatng. Furthermore,
considering that selfefficacy i3 a component of
psychological capiml and ithas been identfied as a nuclear
factor (core facwr) second order (Avey, Pawra and Wesrt,
2000), it is reagonable  think that there may be link
beween psychological capiml and knowledge sharing
behavior.

Objective of the study:

The smdy objectve is © find the role of organizatonal
culmre in promotng posituve psychological capiml and
knowledge sharing.

Hypotheses & Proposed Model:

H1: Organizatonal culwure (viz. Auonomy (OA), Exwmrnal
Orienmatdon (EO), Inwrdeparmental Cooperaton (IC),
Human Resource Orientaton (HRO), Improvement
Orienmton (IO)) has a positve and significantrelatonghip
with positve psychological capirl (PsyCap)

H2: Organizatonal culwre (viz. Autonomy (OA), Exwrnal
Orienmton (EO), Inwmrdeparmenml Cooperaton (IC),
Human Resource Orientmaton (HRO), Improvement
Orienmaton (I0)) has a positve and significantrelatonship
with Knowledge Sharing (KS).

H3: Positve Psychological Capiml has a positve and
significantrelatonghip with knowledge sharing (KS).

H4: There is a mediatng effectof Knowledge Sharing (KS)
beween Organizational Culmre (OC) and Positve
Psychological Capiml (Psy Cap).

Fig. 1: Structural Equation Modeling path coefficients and hypothesized model

Methodology:
Sampling:

The swmdy hag been conducwed on Scientsts working in
differentresearch insdwdons of ICAR in India. The ICAR
scientsts are well known in the world and are playing a
significant role in the agriculmral development in the
county. The growing populaton and scarcity of nawral
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resource forces the naton w bring innovaton, the role of
ICAR has increased m bring the high yield varietes and
drought resismnt varieties in the nadon. The research
ingdwtons are facilimting in solving the ariging problems in
the agriculmre fields. The organizatons are much more
swessing on the other variables which are influencing the
innovaton. The paper atempt © find the Organizatonal
Culwre (and ity dimengions) impact in Promoting Positive
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Psychological Capiml and Knowledge Sharing. The simple
random sampling method has been used w© collectthe dam
from ICAR scientgts through well stucmred questonnaire.

Measures:

Organizatonal Culure (OC) is measured with the scale
developed by Widerom and Vandernberg (2004) having 21
iems with 5 dimensions (viz. Aumnomy, OA, a=0.86,
Exwrnal Orienmton, EO, a=0.88, Inwrdeparmmenmal
Cooperation, IC, a=0.90, Human Resource Orienmaton,
HRO,a=0.875, Improvement Orienmton, 10,a=0.878),
overall Cronbach's alpha, a=0.88. The sample includes
iems €.g. “In my Organizatdon there is freedom for
employees © depart from rules”, “In my Organizaton
employees closely monitwor their own way of working” etc.
The Positve Psychological Capiml (PsyCap) is measured
with the scale developed by Luthans, Avolio, gtal. (2007)
having 24 iwms, a=0.868, with questons like “I feel
confidentanalyzing a long rm problem w find a solution”.
Knowledge Sharing (KS) is measured with 10 iems
developed by the van den Hooff gtal. (2003),a=0.785. The
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measures include queston like “I share the informaton I
have with colleagues with in my organization”. Five point
Likert scale ranging from “smwongly disagree=1" w
“swongly agree=5" was used in measuring.

Results:

The Table.1 represents the descriptve analysis among OC
(Dimensions — OA, EO, IC, HRO and 10), PsyCap and KS
with the correlation values.

That is, OA-PsyCap (R2=0.426; Sign.
=0.00), EO-PsyCap (R2=0.429; Sign.
=0.00), ICPsyCap (R2=0.450; Sign. 2-miled=0.01;
©=0.00), HRO-PsyCap (R2=0.387; Sign. 2-miled=0.01;
=0.00), I0PsyCap (R2=0.46; Sign. 2-wiled=0.01; =0.00)
and OAKS (R2=0.295; Sign. 2-miled=0.01; =0.00), EO—
KS (R2=0.333; Sign. 2-miled=0.01; +=0.00), ICKS
(R2=0.444; Sign. 2-wiled=0.01; ©=0.00), HROXKS
(R2=0.295; Sign. 2-wiled=0.01; =0.00), IOKS (R2=0.410;
Sign. 2-miled=0.01; =0.00). Also, PsyCapKS (R2=0.532;
Sign. 2-wiled=0.01; =0.00).

2-wiled=0.01;
2-1ailed=0.01;

Table.1: Mean, SD and Correlation

Mean | SD | o0 | E0 | 1c |HRO| 10 |Psvcap
OA 3.42] 790
EO Pearson Correlation 368 .770] .601"
Sig. (2-tailed) .000
IC Pearson Correlation 379 .748] 5637 .6227
Sig. (2-tailed) .000| .000
HRO Pearson Correlation 368 .872| .6847| .6417| 567
Sig. (2-tailed) .000| .000| .000
10 Pearson Correlation 362 .806|] .5387| .5937| 5777 563"
Sig. (2-tailed) .000| .000| .000| .000
PSYCAP  Pearson Correlation 360 .462| .4267| .4207| 4507 3877 468~
Sig. (2-tailed) .000| .000| .000| .000 .000
KS Pearson Correlation 303 468 2957 3337 .4447| 2957| 4107 5327
Sig. (2-tailed) .001| .000| .000| .002 .000 .000

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

(OA— Autwonomy, EO— Extwrnal Orientaton, IC —
In'erdeparmenml Cooperation, HRO -Human Resource
Orienmtion,]JO-dmprovementOrientaton)

The dam found  be normally diswibuwrd and correlaton
analysis proved the accepmance of hypothesis HI1 as
Organizatonal Culwure (and it dimengions Aumonomy
(OA), Exmrnal Orienmton (EO), Inwrdeparmental
Cooperation (IC), Human Resource Orienmton (HRO),
Improvement Orientaton (I0)) is posituvely and
significantdy relaed w© Positve Psychological Capiml,
PsyCap.
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The hypothesis H2 also suppored as Organizational Culwre
(and ity dimensions Auwmonomy (OA), Exwrnal Orienmton
(EO), Intwrdeparmental Cooperaton (IC), Human
Regource Orienmaton (HRO), Improvement Orienmton
(10)) is positvely and significandy relaed © Knowledge
Sharing (KS). Again, the significant positve relationghip
bewween Positive Psychological Capiml and Knowledge
Sharing, KS (R2=0.532; Sign. 2-miled=0.01; ©=0.00)
provide evidence in supportof hypothesis, H3.The findings
give supports for acceptance of hypotheses i.e. H1, H2 and
H3. It validaws that Organizaton Culmre impact both
Knowledge Sharing and positive psychological capital.
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Further, Smucwral equaton modeling (SEM) was
performed © know the begt fit reladonship among the

Organizational

variables. Also the mediating effect(i.e. H4) is evaluatwd on
comparison between wo alwrnatw partal mediating models.

Positive

culture (OC)

Knowledge
Sharing (KS)

Psychological
Capital (PsyCap)

Fig. 2: Structural Equation Modeling path coefficients and hvpothesized model

The fitindices of posmlared model (OCKS-PSYCAP) have
the values, ¥2 (1485) = 12695.82, Non-norm fit index
(NNFI) =1.13, Standardized root mean square residual
(SRMR) = 0.09, Comparative Fit Index (CFI) =.99. It
confirms that all assumption correct for this model.

Another alternative model (OC-PSYCAP-KS) has been
tried for verification. This model showed almost near results
but a non-significant path having y2 (1485) = 12695.82;
NNFI =1.13, SRMR =0.09 and CFI=0.99. Based on the
argument proposed by Bollen, (1989), gives the acceptance
to postulated model over another model. Therefore
hypothesis H4 (i.e. KS is positively and significantly
mediate to Organizational Culture (OC) and Positive
Psychological capital (PsyCap) is corroborated.

Discussion:

The study tries to know the relations for Organizational
Culture (OC), Positive Psychological Capital (PsyCap) and
Knowledge Sharing (KS). The positive and significant
correlations between OC-PsyCap demonstrate that the
organizational culture plays an imperative role for
enhancement of positive psychological capital. The
relationship of positive psychology capital with the
dimensions of organizational culture has the following
trend: Improvement Orientation, IO >External Orientation,
EO >Interdepartmental Cooperation, IC >Autonomy OA
>Human Resource Orientation, HRO. The trend in
relationship clearly supports for more importance on
improvement orientation for individual or group of
employees. It will transform them as a positive
psychological capital for organization along the side of other
OC dimensions.

Similarly, the positive and significant correlations between
OC-KS highlight the need for supporting organizational
cultures as prerequisites for knowledge sharing. Therefore,
the knowledge sharing follows given relationship order with
the dimensions of organizational culture i.e.
Interdepartmental Cooperation, IC>Improvement
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Orientation IO>External Orientation, EO>Autonomy OA,
Human Resource Orientation HRO. This trend verifies the
general understanding as well as literature support for
interdepartmental cooperation is the first and foremost
request for knowledge sharing process along with other
dimensions of organizational culture. Again the positive and
significant relation between KS-PsyCap strengthens the
above argument that knowledge sharing promotes the
positive psychological capital.

Limitations, Scope and Theoretical Implication:

The study helps to enrich the literature about Organizational
Culture (OC), Positive Psychological Capital (PsyCap) and
Knowledge Sharing (KS). The verification of hypotheses
put further awareness that the OC provides the indirect
assistance to knowledge sharing (KS) for being positive
contributors.The findings have managerial implications to
make organizational culture more effective for increased
knowledge sharing process and makeover of human
resource as a positive psychological capital. Also, the study
advocates development of value based liberal organization.
The human resource should consider as psychological
capital and treat them accordingly.

The limitation of this study contains 430 responses from
north-Indian ICAR institutions. The findings are derived
from one time data, so, enduring a directional model for
other studies are less acceptable. The study is limited to
scientists only. It may be carried to other industrial sectors.

Conclusion:

The culture of any organization plays very significant role
toward the association of its stakeholders. Employees are
the most important part of any organization. Basically they
are the faces of organization therefore a positive and
supportive organizational culture should be there to made
them a positive psychological capital. It helps to grow both
organization and individual. The study furthermore unlocks
the lucid ability of investigators.
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