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Abstract. With the rapid development of information technology and the increas-
ing maturity of artificial intelligence, knowledge sharing has become the key for
enterprises to improve their innovation ability and competitiveness. However, the
promotion of inter-firm knowledge sharing faces many obstacles, especially the
role of emotional factors has been ignored for a long time. Based on the Cogni-
tive-Affective Processing System theory, this study explores the influence mech-
anism of organizational emotional capacity on inter-firm knowledge sharing will-
ingness. Surveying 268 employees in Jiangxi Province, findings reveal: (1) Or-
ganizational emotional capacity significantly enhances inter-firm knowledge
sharing willingness; (2) Organizational psychological safety partially mediates
this relationship; (3) Organizational culture positively moderates the influence of
organizational emotional capacity on organizational psychological safety, while
partner firm reputation shows insignificant moderating effects between psycho-
logical safety and knowledge sharing. This research not only enriches the theo-
retical research on knowledge sharing, but also provides practical guidance for
enterprises to promote knowledge sharing through emotion management.
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Introduction

Capacity on Inter-Firm Knowledge Sharing Willingness
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With the rapid advancement of information technology and artificial intelligence,
knowledge sharing has become essential for gaining sustainable competitive ad-
vantages. In this context, effective inter-firm knowledge sharing not only relies on con-
ventional trust-based mechanisms but increasingly demands organizations to possess
robust capabilities for recognizing and managing emotions. Akgiin et al.!!! empirically
demonstrated the role of organizational emotional capability in enhancing internal
product innovation and process optimization, yet their analysis remained strictly within
intra-organizational contexts, neglecting the potential emotional synergies across part-
nering firms. This study constructs a theoretical model that incorporates organizational
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psychological safety as a mediating variable and organizational culture and partner firm
reputation as moderating variables to cover the research gap, offering guidance for con-
structing knowledge sharing mechanisms.

2 Theory Foundation

The Cognitive-Affective Processing System (CAPS) theory primarily explores how in-
dividuals regulate emotions through cognitive processes and how emotions influence
behavior and decision-making®?!. With ongoing research, CAPS theory has gradually
extended from the individual to the organizational level, forming an "organizational
cognitive-affective system" perspectivel®. Organizations are viewed as collective cog-
nitive and affective systems, where members' behaviors are influenced by shared cog-
nitive frameworks and emotional states. From the CAPS perspective, organizations
with strong emotional capacity tend to establish open and inclusive communication en-
vironments that encourage members to express genuine feelings. Such organizational
climates and management strategies reduce members' risk perceptions of cross-organi-
zational interactions, foster trust and belongingness, and ultimately drive the emergence
of knowledge sharing among enterprises.

3 Research Hypothesis

3.1 Organizational Emotional Capacity and Organizational Psychological
Safety

According to the CAPS theory, individuals' perception and interpretation of emotions
are integral components of their internal cognitive-affective systems. Elfenbein!*!
pointed that when organizations have higher emotional intelligence, their members are
better at sensing and understanding others’ emotional cues, can regulate emotions ef-
fectively, and interact with more empathy and constructiveness. This positive emotional
processing and response mechanism strengthens internal trust and support, reduces con-
flicts and misunderstandings, and creates a safer psychological environment for em-
ployees. In conclusion, this paper proposes the following hypotheses:

HI1: Organizational emotional capability positively influences organizational psy-
chological safety.

3.2 Organizational Psychological Safety and Inter-Firm Knowledge Sharing
Willingness

The CAPS theory posits that when members' cognitive and affective systems jointly
influence organizational decision-making, enhanced psychological safety significantly
increases openness and proactivity in inter-organizational cooperation. Frazier et al.[’!
demonstrated that psychological safety is closely related to trust. It creates a positive
environment for inter-firm knowledge sharing, making employees more likely to col-
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laborate and share knowledge across organizational boundaries. When employees op-
erate in psychologically safe environments, their cognitive-affective systems reframe
the obstacles of sharing as surmountable challenges rather than insurmountable threats.
This perception reduces sensitivity to risks, facilitating knowledge exchange.In conclu-
sion, this paper proposes the following hypotheses:

H2: Organizational psychological safety positively influences inter-firm knowledge
sharing willingness.

3.3 The Mediating Role of Organizational Psychological Safety

Purwanto found that organizational emotional capacity can mobilize the sense of be-
longing of organizational members, so as to stimulate their active learning behavior and
promote organizational learning!®!. In this process, it can more effectively translate em-
ployees’ positive psychological resources into proactive behaviors, thereby fostering a
climate of psychological safety!”). Rivera et al.®! propose that psychological safety fa-
cilitates knowledge-sharing behaviors by reducing concerns about opportunism, foster-
ing error-tolerant environments, and enhancing emotional alignment. Therefore, psy-
chological safety fosters innovation-oriented cultures internally and builds trust exter-
nally, ultimately enhancing inter-firm knowledge sharing. In conclusion, this paper pro-
poses the following hypotheses:

H3: Organizational psychological safety mediates the relationship between organi-
zational emotional capability and inter-firm knowledge sharing willingness.

3.4  The Moderating Role of Organizational Culture

In the organizational knowledge sharing culture, both internal and external enterprises
actively participate in knowledge sharing behaviorsl®), which greatly promotes inter-
firm knowledge sharing. Process-oriented cultures emphasize methodologies and tech-
niques during execution, encouraging employees to learn and grow through processes.
In such cultures, organizations prioritize collaboration, learning, and communication
quality, fostering an inclusive environment and leading to higher psychological safety.
In contrast, outcome-oriented cultures prioritize goal achievement and performance
evaluation, treating emotional management as a tool to serve short-term goals. Under
such cultures, employees may perceive emotional expression as inefficient due to com-
petitive pressures, psychological safety may be suppressed by performance anxiety. In
conclusion, this paper proposes the following hypotheses:

H4: Organizational culture positively moderates the relationship between organiza-
tional emotional capacity and organizational psychological safety.

3.5 The Moderating Role of Partner Firm Reputation

From the CAPS perspective, when navigating external environments and internal op-
erations, enterprises rely not only on tangible and intangible resources but also on in-
ternal cognitive structures and affective experiences. Franco and Haase!'”) argue that
mutual trust is paramount in knowledge sharing among enterprises. When partners have
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strong reputations, cognitive evaluation systems within enterprises tend to view them
as reliable collaborators, while affective systems elevate trust in cross-organizational
cooperation, increasing willingness to engage in such exchanges. Thus, this study pro-

poses the following hypothesis:

HS5: Partner firm reputation positively moderates the relationship between organiza-
tional psychological safety and inter-firm knowledge sharing willingness.
The theoretical model constructed in this paper is shown in Fig. 1:
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Fig. 1. The Theoretical Model

4 Results

4.1 Hierarchical Regression Analysis

Table 1. Results of the Hierarchical Regression Analysis

Psychological Safety

Knowledge Sharing

Variable
Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7Model 8Model 9
(Constants) 3331 0.081 -0.146 -0.452 3802 1.565 1.543 1.409 1.411
Sex 0.020 -0.065 -0.056 -0.045 0.102 0.043 0.061 0.063 0.063
Age 0.113  0.002 -0.020 -0.020 0.131** 0.055 0.054 0.064 0.064
Vocation X -0.005 -0.002 0.000 -0.023**-0.012* -0.011* -0.009 -0.009
0.022%*
Year 0.040 0.072 0.044 0.047 -0.018* 0.005 -0.015 -0.018 -0.018
Scale -0.119* -0.02 -0.015 -0.012 -0.09 -0.022 -0.016 -0.021 -0.021
Company Nature 0.046 0.003 -0.009 -0.011 0.034 0.005 0.004 0.002 0.002
Role 0.121* 0.052 0.051 0.062 0.074 0.026 0.012 0.015 0.014
. . 0.889%* (0.388** (0.424** 0.612%*(.374%**
Emotional Capacity N N N N " 0.269%*0.269**
0.268%*

Psychological Safety

Culture

Reputation

Emotional Capacity x Cul-
ture
Psychological Safety x Rep-

utation

*

0.594** 0.608**

*

0.171%*

0.187**(.187**

0.212*%*0.211**

*

*

-0.001
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As shown in Table 1, organizational emotional capability has a significant positive
impact on organizational psychological safety (f=0.889, p<0.001), H1 is supported.
The positive impact of organizational psychological safety on the willingness to share
knowledge among enterprises is significant (3=0.268, p<0.001), H2 is supported.

4.2 Mediation Effect

After calculating, the bootstrapped 95% confidence intervals for both the direct effect
of organizational emotional capability on inter-firm knowledge sharing willingness and
the indirect effect mediated by organizational psychological safety did not include zero.
And organizational psychological safety partially mediates the relationship between or-
ganizational emotional capability and inter-firm knowledge sharing willingness, ac-
counting for 37% of the total effect. Thus, H3 is supported.

4.3 Moderating Effect

4.3.1 Moderating Role of Organizational Culture.

As can be seen from Fig. 2, organizational culture amplifies the impact of organiza-
tional emotional capability on psychological safety, with higher scores (outcome-ori-
ented cultures) demonstrating stronger moderating effects. In contrast, lower scores
(process-oriented cultures) exhibited weaker moderation. Therefore, H4 is supported.

5.00 9
=3 Low Moderation (M-1SD)
—#—High Moderation (M+1SD)

4.004 /

Organizaitonal Psychological Safety

Low Independent Variable (M-1SD)  High Independent Variable (M+1SD)
Organizaitonal Emotional Capacity

Fig. 2. Moderating Effect of Organizational Culture

4.3.2 Moderating Role of Partner Firm Reputation.

Model 9 in Table 1 reveals that partner firm reputation significantly influenced the
willingness to engage in inter-firm knowledge sharing (=0.211, p<0.001). However,
the interaction term between organizational psychological safety and partner firm rep-
utation showed no significant effect on inter-firm knowledge sharing willingness (p=-
0.001, non-significant). Consequently, HS is not supported.
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5 Conclusion

This paper makes the following theoretical contributions: First, advance the field of
organizational capability by broadening its theoretical scope. Second, highlight the es-
sential role of organizational emotional capability in facilitating cooperation among en-
terprises. Third, deepen scholarly understanding of organizational psychological safety
mechanisms.

Acknowledgments

This work is supported by grants from the National Natural Science Foundation of
China (72272070; U2268209; 72271111, 72002088).

References

1. Akgun Ali E., Keskin Halit, & Byrne John. Organizational emotional capability, prod-uct
and process innovation, and firm performance: An empirical analysis. Journal of Engineer-
ing and Technology Management, 26(3), 103-130 (2009)

2. Mischel, W., & Shoda, Y. A cognitive-affective system theory of personality: recon-ceptu-
alizing situations, dispositions, dynamics, and invariance in personality structure. Psycho-
logical review, 102(2), 246 (1995)

3. Hodgkinson, G. P., & Healey, M. P. Psychological foundations of dynamic capabilities: Re-
flexion and reflection in strategic management. Strategic management journal, 32(13), 1500-
1516 (2011)

4. Elfenbein H A. Emotion in organizations: Theory and research[J]. Annual Review of Psy-
chology, 74(1), 489-517 (2023)

5. Frazier M L, Fainshmidt S, Klinger R L, et al. Psychological safety: A meta-analytic review
and extension[J]. Personnel psychology, 70(1), 113-165 (2017)

6. Purwanto A. Effect of Knowledge Sharing dan Leader member Exchange (LMX) and Or-
ganizational Citizenship Behavior (OCB) to Indonesian Lectures’ Performance[J]. Sys Rev
Pharm, 11(9), 972-981 (2020)

7. Peng, C., Xue, K., Tian, Y., Zhang, X., Jing, X., & Luo, H. Organizational emotional capa-
bility perspective: Research on the impact of psychological capital on enterprise safety per-
formance. Frontiers in psychology, 13, 854620 (2022)

8. Rivera, A. E., Rodriguez-Aceves, L., & Mojarro-Duran, B. I. Enabling knowledge shar-ing
through psychological safety in inter-organisational arrangements. Journal of Knowledge
Management, 25(5), 1170-1193 (2021)

9. Umar M, Sial M H, Ali S A, et al. Trust and social network to boost tacit knowledge sharing
with mediation of commitment: does culture moderate?[J]. VINE Journal of Information
and Knowledge Management Systems, 53(6), 1135-1158 (2023)

10. Franco, M., & Haase, H. The role of reputation in the business cooperation process: multiple
case studies in small and medium-sized enterprises. Journal of Strategy and Management,
14(1), 82-95 (2021)



Bridging the Emotional Gap in Knowledge Sharing: The Impact... 689

Open Access This chapter is licensed under the terms of the Creative Commons Attribution-
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which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any
medium or format, as long as you give appropriate credit to the original author(s) and the
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