
  
 

 

1 INTRODUCTION 

Knowledge has become a strategic resource 
that is believed to play an essential role in 
supporting organizational performance 
(Masa'deh et al., 2016). Therefore, every or-
ganization needs to encourage knowledge-
sharing, which helps form new knowledge, 
complement old knowledge, and integrate 
more knowledge in the future (Masa'deh et 
al., 2016). As one of the fundamental activi-
ties of an organization (Ahmad & Karim, 
2019), knowledge sharing has been proven 
to support organizational sustainability 
(Cugueró-Escofet et al. 2019) with its posi-
tive influence on individual learning (Zhu 
2017), work performance (Masa'deh et al. 

2016), and team innovation (Cheung et al. 
2016). 

Not limited to the private sector, 
knowledge sharing is also seen as a vital fac-
tor in human resource management in public 
sector organizations which could function as 
a complementary mechanism to fill the 
knowledge gap among public sector em-
ployees (Tuan, 2016). This view is in line 
with the characteristics of public sector or-
ganizations known as knowledge-intensive 
organizations (Kim, 2018), considering the 
large amount of information continuously 
generated within organizations (Rasdi & 
Tangaraja 2020). It is not surprising then 
that many research results confirm the posi-
tive influence of knowledge sharing on pub-
lic sector organizations. Knowledge sharing 
is   thought   to   be    positively   related   to             
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individual work performance (Tripathi et al. 
2020), innovative work behavior (Khorakian 
et al. 2019), and organizational innovation 
(Al-Husseini & Elbeltagi 2018). 

Throughout time, knowledge sharing re-
mains a crucial aspect for the organization, 
including in Society 5.0. Society 5.0 is a 
concept put forward by Japan as a human-
oriented approach that aims to improve the 
quality of people's lives (Konno & Schillaci 
2021) by utilizing the potential that exists in 
Industry 4.0 (Pereira et al. 2020). Achieving 
these goals requires collaboration between 
the private and public sectors in solving so-
cial problems and creating a viable business 
environment (Roblek et al. 2020). Further-
more, the presence of a knowledge-intensive 
society as a crucial aspect of Society 5.0 
(Deguchi et al. 2020) also demands the prac-
tice of sharing knowledge and information in 
creating new social values in it (Hysa et al. 
2021). Thus, knowledge sharing at the inter-
nal organization is the first step to creating 
knowledge sharing practices with a broader 
Society 5.0. 

According to the above discussion, identi-
fying and managing the factors considered to 
be antecedents of knowledge sharing be-
comes critical for every organization. Based 
on the social exchange theory, knowledge 
sharing, which is the embodiment of positive 
interaction efforts, will be realized if only an 
individual receives an equal treatment or re-
ward (Bock & Kim, 2002; Cabrera & Cabre-
ra, 2005). At work, organizational support 
and leadership style become part of that in-
teraction. Therefore, previous research also 
confirms the role of perceived organizational 
support (POS) and servant leadership as the 
antecedents of knowledge sharing. 

POS, which can be interpreted as em-
ployees' perceptions of organizational care 
and appreciation for their contributions (Ei-
senberger et al. 1986), had been proven to 
have a positive effect on knowledge sharing 
(Cugueró-Escofet et al. 2019). On the other 
hand, servant leadership as a context for 
more minor interactions was also confirmed 
to positively affect knowledge sharing (Ka-
darusman & Bunyamin 2021, Tripathi et al. 

2020). Besides, previous research showed 
the role of organizational citizenship behav-
ior (OCB) in the relationship between POS, 
servant leadership, and knowledge sharing. 
OCB is considered mediating the relation-
ship of POS and servant leadership on 
knowledge sharing (Han et al. 2019; Tuan 
2017). 

Based on the previous explanation, this 
study aims to examine the role of POS, serv-
ant leadership, and OCB in predicting 
knowledge sharing, particularly in public 
sector organizations. In addition, the results 
could complement the lack of previous re-
search concerning the consequences of OCB 
in the public sector (de Geus et al. 2020). 

2 RESEARCH METHODS 

 This study used a self-administered ques-
tionnaire instrument in terms of data collec-
tion. The questionnaire contained 43 closed-
ended questions on a six-point Likert scale 
compiled and distributed online (Google 
Forms) to be filled in anonymously and in-
dependently by respondents. The purposive 
sampling technique targeting specific criteria 
of people as information providers (Sekaran 
& Bougie, 2016) was used since the sample 
involved was 225 public sector employees. 
The questionnaire data was then processed 
and analyzed using a structural equation 
model (SEM). 

Knowledge sharing is measured by four 
questions that adopted Lin (2007) with the 
sample question "I share my job experience 
with my co-workers." Meanwhile, OCB is 
determined using 24-item questions intro-
duced by Podsakoff et al. (1990) to measure 
five dimensions of OCB with the sample 
question "I do not take extra breaks." Based 
on SL-7 developed by Liden et al. (2015), 
servant leadership is calculated through sev-
en questions with the sample question "my 
leader emphasizes the importance of giving 
back to the community." Subsequently, POS 
is assessed by eight questions from the sur-
vey of perceived organizational support 
questions (Eisenberger et al., 1997) with the 
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sample question "my organization cares 
about my opinions." 

3 RESULTS AND DISCUSSION 

 As given in Table 1, the results of the 
measurement model test reveal that each 
variable in this study has AVE and CR val-
ues that exceed the minimum threshold for 
feasibility. An AVE value of more than 0.5 
and a CR value of more than 0.7 indicate the 
adequacy level of convergent validity and 
construct reliability for the respective varia-
ble (Hair et al., 2019).  

 
Table 1. AVE & CR Values of Variables 

Variables AVE CR 

POS 0.522 0.881 

Servant Leadership 0.504 0.750 

OCB 0.574 0.962 

Knowledge Sharing 0.583 0.805 

 
Moreover, Table 2 shows the results of 

the goodness-of-fit test of the structural 
model, which estimates how well the theo-
retical structure formed describes the condi-
tions represented by the research data (Hair 
et al. 2019). According to Hair et al. (2019), 
a model is said to have a decent level of fit if 
it meets 3 to 4 criteria, with the provision of 
at least one indicator for each index catego-
ry, namely absolute fit indices, and incre-
mental fit indices. Furthermore, the inclu-
sion of x2, degrees of freedom, CFI, and 
RMSEA will provide sufficient information 
to assess the level of suitability of a model 
(Hair, 2019).  

 
Table 2. Goodness-of-Fit Test Results 

Criteria Results Remarks 

GFI 0.88 Marginal Fit 

RMSEA 0.075 Good Fit 

Chi Square 2.25: 1 Good Fit 

NFI 0.93 Good Fit 

TLI 0.95 Good Fit 

CFI 0.96 Good Fit 

AGFI 0.83 Marginal Fit 

PNFI 0.64 Good Fit 

With most of the criteria being in the 
good fit category, it can be inferred that the 
developed model of this study has met the 
good fit criteria. 

The results of the path analysis test are 
exhibited in Figure 1 below. The first hy-
pothesis of this study states that POS has a 
significant and positive impact on 
knowledge sharing. The test results show 
that the path coefficient value between POS 
and knowledge sharing is positive (0.08) 
with a t-value of 0.84. This value indicates 
that POS has no significant positive effect 
on knowledge sharing because the t-value 
does not satisfy the minimum requirement of 
significance, i.e., 1.645. This result means 
that an increase in the perception of organi-
zational support will not significantly 
change the tendency of an individual's 
knowledge sharing, so the first hypothesis of 
this study is rejected. Similar results 
emerged in a study conducted by Swift & 
Virick (2013), demonstrating no significant 
relationship between POS and knowledge 
sharing. They argued that the insignificant 
relationship between POS and knowledge 
sharing might occur due to several things. At 
a certain point, POS condition would no 
longer encourage reciprocal behavior from 
employees, while the extent of organization-
al support satisfaction could make them inat-
tentive. Furthermore, they could perform 
other behaviors as reciprocal actions of or-
ganizational support, such as organizational 
commitment other than knowledge sharing. 

 
 
 
 
 
 
 
 

 

Figure 1. Path Analysis Results of Research Model 
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A path coefficient value of 0.31 and a t-
value of 3.24 in the relationship between 
POS and OCB indicates the significance of 
POS's positive influence on OCB. The re-
sults support the second hypothesis of this 
study which states that POS has a significant 
and positive impact on OCB. These results 
may imply that the increasing perception of 
employees on organizational support will 
encourage these employees to manifest 
OCB. This is in line with a study by Han et 
al. (2019), showing a positive and significant 
effect of POS on OCB. 

Furthermore, the third hypothesis of this 
study states that servant leadership has a 
significant and positive impact on 
knowledge sharing. As seen in Figure 1, the 
correlation between servant leadership and 
knowledge sharing is shown with a coeffi-
cient value of 0.01 and a t-value of 0.13. The 
t-value does not fulfill the minimum signifi-
cance effect value (1.645), so the third hy-
pothesis is rejected. These results explain 
that an increase in servant leadership by su-
pervisors in the organization will not signifi-
cantly affect the behavior of individual su-
pervisors of employees. Indirectly, the 
results of this study are similar to Xie 
(2020). In this regard, servant leadership 
does not significantly impact organizational 
learning, which is closely related to an or-
ganizational learning culture, including the 
transfer of knowledge within organizations. 
Xie (2020) further reveals that the insignifi-
cant impact of servant leadership is caused 
by the cultural context of the Chinese state 
as an object of research that has a high-
power distance. According to Hofstede 
(2011), Indonesia can be categorized as a 
country with high power distance characters; 
the same factors can then be used as the ba-
sis for the rejection of this hypothesis. 

On the other hand, the path analysis re-
sults support the fourth hypothesis of this 
study which states that servant leadership 
has a significant and positive impact on 
OCB. It could be concluded from the value 
of the path coefficient (0.28) and the t-value 
(2.70), both of which exceed the limit of the 
significance value. Thus, it can be stated that 

the higher the embodiment of servant leader-
ship performed by superiors in an organiza-
tion, the greater the incentive for employees 
to behave in OCB. Previous studies also 
confirmed the same findings as a study car-
ried out by Tuan (2017). 

Figure 1 also reveals the significant and 
positive impact of OCB on knowledge shar-
ing, which supports the fifth hypothesis of 
this study. The path coefficient value be-
tween OCB and knowledge sharing is 0.63, 
with a t-value of 7.12, indicating that the 
value exceeds the minimum requirement of 
significance. Based on these results, it could 
be interpreted that knowledge sharing will 
increase along with an increase in OCB 
exhibited by employees. These results align 
with various previous studies, which also 
stated the positive and significant effect of 
OCB on knowledge sharing (Tuan, 2017). 

As presented in Figure 1, the path coeffi-
cient of the indirect effect of POS on 
knowledge sharing through OCB (0.195) has 
a larger and more significant value than that 
of the direct effect (0.08). It can be conclud-
ed that OCB mediates the effect of POS on 
knowledge sharing. The mediating role of 
OCB in this study is included in the category 
of indirect-only mediation or full mediation 
because the emergence of the effect of me-
diation is not accompanied by a significant 
direct effect (Zhao et al., 2010). Thus, the 
sixth hypothesis of this study, which states 
that OCB mediates the relationship between 
POS and knowledge sharing, is supported. 
Although they are not entirely the same, 
these results relate to a study done by Han et 
al. (2019), which states that OCB fully me-
diates the relationship between POS and 
knowledge sharing. 

As explained earlier, Figure 1 also con-
firms the mediating role of OCB on the ef-
fect of servant leadership on knowledge 
sharing. The path coefficient value of the in-
direct effect of servant leadership on 
knowledge sharing through OCB (0.176) is 
greater and more significant than that of the 
direct effect of servant leadership on 
knowledge sharing (0.01). Hence, these re-
sults support the seventh hypothesis of this 
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research, which states that OCB mediates 
the relationship between servant leadership 
and knowledge sharing. A study by Tuan 
(2017) shows identical results to this study 
where OCB has a significant mediating ef-
fect on the impact of servant leadership on 
knowledge sharing. 

4 CONCLUSION 

The results of this study provide organi-
zations, especially the public sector, with a 
clearer picture of identifying the factors 
affecting knowledge sharing. POS, servant 
leadership and OCB were proven to influ-
ence knowledge sharing, aside from varying 
significance levels. This study confirms that 
OCB has a critical role in shaping 
knowledge sharing compared to POS and 
servant leadership. However, this does not 
mean that the roles of POS and servant lead-
ership can be overlooked. It is evident that 
POS and servant leadership influence OCB 
before finally impacting knowledge sharing 
significantly. This implies that organizations 
need to set internal policies that provide both 
adequate support and motivation for their 
employees to intensify servant leadership at 
the managerial level. The enhancement of 
those two aspects will indirectly lead to 
knowledge sharing through OCB, thus 
allowing it to play a pivotal role in support-
ing the era of Society 5.0. 
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