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Abstract. In the knowledge economy era, as a key asset of enterprises, the ac-

quisition, dissemination, and innovation of organizational knowledge are closely 

linked to the company's innovation performance and sustainable development. 

Knowledge sharing is influenced by various factors, including the organizational 

atmosphere, corporate culture, employee attitudes, and the degree of work em-

bedding. This study examines the impact of work embedding on knowledge shar-

ing, with work embedding as the independent variable and knowledge sharing as 

the dependent variable. The findings indicate that work embedding positively in-

fluences knowledge sharing behavior, significantly promoting it. By continu-

ously enhancing employees' work embedding, aligning their values, career goals, 

and capabilities can foster a positive attitude towards knowledge sharing. A 

deeper connection with the enterprise plays a crucial role in shaping the subjec-

tive paradigms of knowledge sharing. The research conclusions offer valuable 

insights for companies in motivating employees to share knowledge and improv-

ing management effectiveness. 
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1 Introduction 

The advent of the knowledge economy has made organizational knowledge a crucial 

asset for businesses. The atmosphere and efficiency of knowledge sharing within com-

panies directly impact the innovation capabilities and performance of their R&D teams. 

However, knowledge sharing does not occur spontaneously; it requires a specific envi-

ronment to stimulate employees 'willingness to share and relies on mechanisms to en-

sure that information is effectively shared within the organization. While numerous 

studies have explored corporate knowledge sharing mechanisms and the factors that 

influence these mechanisms, the research is often complex and lacks a systematic ap-

proach. According to social exchange theory, employees' knowledge can be viewed as 

a social resource circulating through personal networks. The degree of work embed-

dedness reflects the closeness of the social network formed between employees and the 

organization. Research indicates that this has a significant predictive and promoting 

effect on employees' willingness to share knowledge. However, the mechanisms cur-

rently in place for fostering employee knowledge sharing are still underdeveloped.  
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Knowledge sharing among employees is at a low level, with insufficient depth in con-
tent and low efficiency, and exhibits characteristics of randomness and instability. 
Therefore, exploring the impact of work embeddedness on knowledge sharing is of 
significant practical importance for corporate knowledge management, organizational 
capability enhancement, property rights accumulation, product innovation, and innova-
tion performance.  

2 Literature Review 

The concept of knowledge sharing originates from knowledge management. As a sub-
system of knowledge management, knowledge sharing encompasses behaviors at both 
individual and organizational levels, and is often viewed as the process of knowledge 
circulating within organizations, between organizations, among individuals, and from 
individuals to groups[1-2]. Knowledge sharing can stimulate internal knowledge creation 
within organizations and enhance the intellectual capabilities and mental models of or-
ganizational members. 

However, in the practice of enterprise management, knowledge sharing faces nu-
merous challenges, including psychological, capability, and situational barriers. The 
primary reasons for these challenges are the multifaceted influences of organizations, 
individuals, and teams [3]. An individual's personality, emotional state, and motivation 
can all impact knowledge sharing behavior. Employees with extroverted personalities, 
proactive traits, and prosocial motives, as well as those with high self-efficacy and a 
positive attitude towards their tasks, are more likely to engage in knowledge sharing [4]. 
Excess qualifications can enhance self-efficacy and promote knowledge sharing, but 
they can also lead to negative emotions if they fail to meet employees' needs for self-
actualization, thereby inhibiting knowledge sharing. Scholars have analyzed 
knowledge sharing behavior from the perspective of resource conservation theory and 
competitive motivation. Research has shown that individuals driven by dominant com-
petitive motives tend to have strong defensive awareness, making it difficult for them 
to engage in knowledge sharing. In contrast, individuals motivated by prestige seek 
support and recognition from others, which enables them to actively participate in 
knowledge sharing [5]. Therefore, knowledge sharing is not a natural occurrence and 
requires certain incentives to be encouraged [6]. These incentives can be either material 
or spiritual [7]. 

In the discussion of corporate knowledge sharing, work embeddedness, which is cur-
rently the most accurate predictor of employee turnover intentions, has gradually gained 
attention. Work embeddedness refers to the alignment and connection between an in-
dividual and their organization or community, as well as the sacrifices they would face 
if they were to leave. It significantly impacts job performance， innovation [8], and 
organizational citizenship behavior [9-10]. The relational dimension of work embed-
dedness influences the breadth and quantity of social exchanges among employees, 
thereby facilitating resource sharing, transfer, and information exchange. 
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Overall, both domestic and international scholars have made significant progress in 
the research on knowledge sharing, laying a solid foundation for future studies. How-
ever, existing research has primarily focused on personal traits such as personality and 
attitudes, as well as situational factors like leadership behavior and organizational cul-
ture, with less attention paid to organizational behavior variables, such as the fit be-
tween individuals and organizations, and between individuals and their work. There-
fore, exploring the impact and mechanisms of work embeddedness and organizational 
citizenship behavior on knowledge sharing, using knowledge sharing as a dependent 
variable, is crucial for uncovering the internal motivations behind employee knowledge 
sharing. 

3 Research Hypothesis and Theoretical Model 

3.1 Research Hypotheses 

3.1.1 The Role of Work Connection in Knowledge Sharing.  
The connection between employees and their companies can be simply described as 

the degree of reliance employees have on their companies. The interdependence of em-
ployees 'tasks also amplifies the impact of non-financial incentives on knowledge shar-
ing. Employees' satisfaction with their companies and their sense of belonging to the 
company, departments, or teams they work in significantly influence this connection. 
Through the mediating role of resource contribution (sharing), employee work engage-
ment positively impacts corporate performance [11]. Research indicates that the level of 
employee work engagement can predict job satisfaction, which is closely linked to the 
willingness and enthusiasm for knowledge sharing. Based on these findings, this paper 
proposes the following hypothesis: 

Hypothesis 1: Work connection can promote knowledge sharing among employees, 
especially the attitude of knowledge sharing among employees. 

3.1.2 Work Sacrifice and Knowledge Sharing.  
Work sacrifice encompasses both economic losses due to employees leaving their 

jobs and emotional sacrifices. Employees sharing knowledge require time, effort, and 
risk of losing their competitive edge. In the context of social dilemmas in knowledge 
sharing, those who choose to share tend to prioritize others' well-being over personal 
gains when making decisions. Research indicates that external incentives positively in-
fluence employee knowledge sharing and the formation of subjective norms for 
knowledge sharing. Trust between employees and colleagues is a crucial antecedent 
variable affecting knowledge sharing. Scholars have noted that employee work engage-
ment is significantly linked to organizational commitment, which is positively pre-
dicted by both organizational fit and organizational sacrifice, with the predictive power 
of organizational sacrifice being stronger than that of organizational fit. Organizational 
commitment among employees promotes a positive attitude towards knowledge shar-
ing . Based on this, the following hypothesis is proposed: 
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Hypothesis 2: Work sacrifice is conducive to promoting employees to form a posi-
tive attitude of knowledge sharing. The higher the perceived work sacrifice, the stronger 
their willingness to share knowledge. 

3.1.3 Work Matching and Knowledge Sharing.  
The alignment between employees and their work is a critical phase in the process 

of employees adapting to and recognizing the organization. Employees with high job 
fit exhibit strong feelings of belonging and organizational commitment, as well as a 
positive attitude towards knowledge sharing. When employees are highly aligned with 
the organization, they are motivated to continuously gather resources and information 
that can drive organizational growth, and by expanding their work boundaries, they can 
enhance their performance. Knowledge, as a key resource, facilitates knowledge shar-
ing, which is a crucial method for highly embedded employees to improve organiza-
tional performance [12]. Additionally, interpersonal relationships significantly influence 
knowledge sharing; highly embedded employees frequently interact with their col-
leagues, thereby promoting knowledge sharing. Based on this, the following hypothesis 
is proposed: 

Hypothesis 3: Work matching has a positive impact on knowledge sharing, which 
can correct employees' attitude towards knowledge sharing and promote the formation 
of knowledge sharing supervisor paradigm. 

Hypothesis 4: Work embeds positive effects on knowledge sharing.  

3.2 Theoretical Model 

Based on the above theoretical review and hypothesis analysis, this paper constructs a 
theoretical model of work embedding influencing knowledge sharing, as shown in Fig-
ure 1: 

 

Fig. 1. Theoretical model of work embedding and knowledge sharing 

4 Research Design 

4.1 Data Collection and Analysis 

To ensure the consistency between the sample sources and the survey subjects, ques-
tionnaires were distributed through online channels in major cities, and paper question-
naires were also distributed and collected in several industrial parks and commercial 
centers in Nanchang. A total of 220 questionnaires were distributed, with 161 valid 
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responses after excluding invalid ones. Among the respondents, women and men made 
up approximately 41% and 59% of the sample, respectively. In terms of age, 57.1% of 
the respondents were aged 26 to 30, indicating a relatively young demographic. Over 
80% of the respondents had a college degree or higher. The sample was well-distributed 
and representative. 

4.2 Survey Tools  

Work embedding: which included 13 items in three dimensions of work sacrifice, work 
connection and work fit. 

Knowledge sharing: The knowledge sharing scale designed includes knowledge 
sharing attitude and subjective knowledge sharing, with a total of 8 questions. 

4.3 Homogeneity of Variance Tests 

This paper employs a one-way ANOVA to conduct homogeneity tests. It conducts ex-
ploratory factor analysis on work embedding and knowledge sharing, with the cumula-
tive variance explained by the common factors reaching 54.176%. The first common 
factor explains 15.904% of the variance before rotation, indicating that no single factor 
dominates. This suggests that the study is free from homogeneity issues and that the 
collected data is credible. 

4.4 Convalidity Analysis 

This paper examines the differences between the final measurement values and the 
questionnaire structure through reliability, validity, and factor analysis of various vari-
ables. The results show that the α-values for work embedding are all above 0.7, and the 
Bartlett's sphericity test shows a Sig value of 0.000 <0.001. The α-values for the two 
dimensions of knowledge sharing are 0.906 and 0.889, respectively. The KMO value 
is 0.894, indicating sufficient sampling, and the Bartlett's sphericity test also shows a 
Sig value of 0.000 <0.001, suggesting that exploratory factor analysis can be conducted 
on the work embedding and knowledge sharing scales. 

5 Finding 

This paper uses the SEM method to examine the relationship between work embed-
dedness and knowledge sharing. It analyzes whether each dimension of the latent vari-
ables has a significant impact on different dimensions of the criterion variable. By com-
paring the contribution levels of different dimensions, it determines to what extent work 
embeddedness reveals knowledge sharing behavior. 
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5.1 Assumption Verification 

To test Hypothesis 4, this paper constructs two structural models: Model 1, which ex-
amines the direct impact of job embedding on employee knowledge sharing; and Model 
2, which explores the effects of job sacrifice, job connection, and job fit on knowledge 
sharing attitudes and supervisor paradigms, to verify Hypotheses 1-3. The models' fit 
is evaluated using structural equation modeling (SEM). The results indicate that both 
models exhibit good fit in all key fit indicators. 

The standardized path coefficient of work embedding and knowledge sharing is 0.21, 
P=0.02<0.05, reaching the significance level, indicating that work embedding posi-
tively affects knowledge sharing, and hypothesis 4 is verified. 

The standardized coefficients of work embedding across dimensions and knowledge 
sharing across dimensions indicate that work connection (0.25, P<0.001) and work fit 
(0.24, P<0.001) significantly influence the attitude towards knowledge sharing. Addi-
tionally, work sacrifice (0.21, P<0.001) and work fit (0.40, P<0.001) significantly affect 
the subjective paradigm of knowledge sharing. Hypotheses 1 and 3 are supported, while 
hypothesis 2 is not supported. 

6 Conclusion and Enlightenment 

6.1 Conclusion 

Through literature review and empirical data analysis, this paper constructs the mech-
anism by which job embeddedness influences knowledge sharing, leading to the fol-
lowing conclusions: Job embeddedness significantly impacts knowledge sharing. Spe-
cifically, job fit has the most significant effect on knowledge sharing. Job fit not only 
helps employees develop a positive attitude towards knowledge sharing but also aids in 
forming a favorable mindset for knowledge sharing. 

6.2 Enlightenment 

Sharing explicit knowledge and tacit knowledge among employees is of great signifi-
cance to the accumulation of intangible assets, core competitiveness, organizational 
learning ability and the construction of learning organization culture. 

(1) Creating a positive organizational atmosphere and fostering an attitude of 
knowledge sharing among employees. The attitude and subjective paradigm of 
knowledge sharing are crucial aspects of knowledge sharing, influenced primarily by 
the evaluations from other organizational members, with leadership evaluations being 
particularly significant. Leadership's affirmation and support serve as a signal to en-
courage knowledge sharing behavior. An open and harmonious organizational environ-
ment, along with leadership encouragement and advocacy, positively promotes the for-
mation of a knowledge-sharing attitude.  

(2) Emphasize the organizational, capability, and value alignment of employees. 
Work fit positively impacting knowledge sharing. Employee work fit encompasses ca-
reer development alignment, capability-matching with organizational needs, and value 
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alignment. To enhance work fit, it is essential to develop  feasible career plans for em-
ployees. This can be achieved through comprehensive training  programs that meet their 
knowledge and skill requirements, reinforcing their identification with the corporate 
culture, and thereby promoting knowledge sharing. 

(3) To foster a collective culture of mutual assistance . Sharing knowledge often 
faces significant psychological barriers. Sharing professional expertise or unique skills 
can lead to a loss of individuality and may result in jealousy from others.The deeper 
employees are embedded in the network of relational interests within the organization, 
the more deeply they connect with their work, and the greater the sense of personal 
sacrifice they experience. Enhancing the interaction among employees can help reduce 
interpersonal conflicts and cultivate a culture of mutual assistance, which can lower 
employees' sensitivity to perceived loss. 

(4) Appoint self-sacrificing leaders. The leader-member exchange theory suggests 
that during the interactive process between leaders and employees, employees tend to 
reciprocate by offering more value in return for greater relationship exchanges. Leaders' 
exemplary behavior often elicits positive responses, and their spirit of sacrifice and 
dedication is more likely to be recognized by employees, positively influencing their 
attitudes toward knowledge sharing and shaping their subjective paradigms of 
knowledge sharing. 
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