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ABSTRACT

When it comes to the knowlege management field, knowledge resource, particularly tacit
knowledge, is a primary contributing factor to the survival of the small family business.
However, a limited amount of knowledge management and family business literature has
simultaneously inveggated knowledge sharing and hiding behaviours. -&etérmination
theory (SDT) is aextensively applietheory to probe knowledge sharing behaviour through
diverse individual motivations but few in knowledge hiding areas. Therefore, this study
explores kowledge sharing and hiding behaviours concurrently in the si@aihese

manufacturingfamily business based on SDT.

This thesis employs an interpretivism philosophy, and data was collected bymattiods

of document analysis and sesstructured intervievs from twentytwo participants in a single

casestudy company. The case study was a typical cageeohethodology of the single case

dddzReé aStSOUA2yd ¢KS &dz00Saa 2F GKS &St SO
knowledge innovation, and the local 2 3SNY YSyYy G I OONBRAeficBlient A G | a
f SEFNYyAYy3 2NBIYAAlLGA2YyQ RdzS (G2 AdGa OGNIAYyAy3
selected by the ownemanager and human resource (HR) manager utilising a purposive
sampling technique. Data wasaysed through template analysis, and three themes arose

from the key concepts in the literature, and five siiiemes were sourced from the final

GSYLX I GSY WLISNOSLIGA2ya 2F G1FOAG (1y2sf SR3ISQS
WNB I a2y ¥3FTRNRAKARAYIQOD

The findings highlighted that the tacit knowledge of the skilled employees had distinctively
experiencebased characteristics. This knowledge was often shared through formal and
informal approaches, whereas it was hidden through playingb and rationalised methods.

The occurrence of knowledge sharing and hidivegs mainly driven by diverse corporate
characteristicaand individual motivations, even if some reasons for both behaviours were the
same (intimate rapports) or correlated (trust @rdistrust; confidence and fears of being
replaced by others). The key findings from the data suggested that knowledge hiding was

mainly triggered by the unfair issues between the family and-faonily employees.

The study makes three valuable theoreticahtributions to family business and knowledge

management literature. It contributes to extending understanding of the knowledge sharing



and hiding behaviours in the context of the small family business. This project helps address
a gap in the knowledge magement literatureby investigating a new conceptualisation of

the simultaneous enactment of knowledge sharing and hiding in business settings. Through
analysing the findings, it has developed a framework to understand knowledge sharing and
hiding simultameously. The study extends andepth understanding of knowledge sharing

and hiding behaviours simultaneously through exploring different types of motivations and
the processes of motivational quality changes and exteregulation internalisation based

on SDT. Through analysing the corporate context of the small family business and individual
motivations, the findings have the opportunities to influence the decisiakers in the
family businesses to become mindful of the significance of using formalirdndnal
approaches for knowledge sharing and to consider using the-tiermg and shoriterm
methods to motivate people to share knowledge or reduce the possibilities of knowledge

hiding.
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CHAPTER:INTRODUCTION

Introduction

The initial chapter provides a brief introduction to the context of the current study. It
commenceswith a generaloverview of the researchbackgroundand a statement of the
researchproblems.Thefollowing sectionoutlinesthe researchcontext, includingthe status
guo of smallfamilybusinesses Chinaandthe studyrationale. Theaim andobjectivesof the

presentstudy are then provided,followed finally by the thesisstructure.

1.1 Backgroundof the Study

In the current highlycompetitivebusinesenvironment,family businessesomprisethe bulk
of firms in the socioeconomidandscapen nationsthroughout the world (Howorth et al.,
2014).In 2017,in the United Statesof America,family businessegook up over 95% of
employerfirms and provided 64%o0f private-sector jobs (Ahluwaliaet al., 2017).In the UK,
family-controlled businessesreated 47%of all private-sector employmentand 72%of all
SMEswvere definedasfamily-controlledbusinesse¢Cunningham2020).Likewise Chinahas
a similarsituation. Accordingto the latestreport on the developmentof Chinesefamily-run
businessesfamily businessesepresent85.4%of private-sector enterprises(Si,2020) that
haveproducedover 60%of GDPgrowth and over 80%of urban employmentopportunities
(Zhu, 2020). Over 80% of all family businessesare smallsized companies(Liu, 2019).
Therefore, family businesseshave made considerablecontributionsto the economiesof

different nations.

However family businessealsoencountertremendoussurvivalchallengegHadjieliaset al.,
2021; Cunningham 2020; Motoc, 2020; Ahluwaliaet al., 2017). In particular, smaltsized
family businesse$iavegreaterdifficultiesin survivaland developmentthan largeor medium
ones(Ahluwaliaet al., 2017; Cunninghamet al., 2017,2016). The majority of smallfamily
businessesannotsurvivethroughthree generationgSi,2020;Ahluwaliaet al.,2017;Letonja
and Duh, 2016) becausethey are short of sustainableinnovation abilities and abundant
resources(human, finance and knowledye) secure competitiveness(Motoc, 2020; Zhou,
2019; Ahluwaliaet al., 2017;Letonjaand Duh, 2016).Almost30%o0f smallsizedbusinesses
survivein the first five yearsof start-up (MasVerduet al.,2015).In China,60%of smaltsized

businesse$ad shut down within their first five years,and only 10%of them survivedafter



ten years (Zhou 2015). Accordingto a report from the ChineseNational Academy of
Developmentand Strategy(2019), small ChinesebusinesseQaveragelife is three years,
comparedo eight yearsin the USAandtwelveyearsin Japanlt isthereforeurgentthat small
family businessesseek effective methods to enhance their survival abilities and

competitiveness.

1.2 ProblemStatement

Whenit comesto knowledgemanagementiterature, knowledgeresourcesparticularlytacit

knowledge are the primary contributingfactor to the survivalof organisationdecausethis

type of knowledgeis hard to be imitated (Nonakaand Takeuchi,1995) associatedwith

performingdifferent work-related tasksby individualmembers(Pereiraet al., 2019; Bartol
and Srivastava2002). As a result, how to manageknowledgefrom individual members
(knowledgemanagementpecomesthe keyto the survivaland progressof an organisation
(Pereiraand Mohiya, 2021). It is becauseknowledge managementas a complex and
challengingstrategyis determined by employee$individual behaviours,suchas how they
obtain, store, disposeand apply knowledgein the workplace(Cabreraet al., 2006).Family
businessesre not exceptiond (Hadjieliaset al., 2021;Zahraet al., 2007)becausethe hard

to-imitate characteristic®f tacit knowledge(Nonakaand Takeuchi1995)enablesmallfamily
businesse$o achievetechnologyinnovation(Cunninghanet al.,2017)and continuallyadapt

to the competitiveand dynamicenvironment(Grant,1996).

Smallfamily businessesiavea wealth of tacit knowledgesourceg GanezMejia et al., 2020;

Motoc, 2020). However, most of these are possessedy skilled employeesrather than
businessegMotoc, 2020;Dessket al., 2014;LeonardBartonand Swap,2005).Thisis mostly
becauseskilledemployeeshaveample experienceand leam from their pastbefore coming

to this enterprise(Chirico,2008;Choet al.,2007).Thesecondreasonisthe skilledS Y LJt 2 8 SSa Q
work experiencein their current businessesasthey haveundertakenthe working practices

for a long time and already masterad up-to-date knowledgeand solutionsto the issues
(Chirico,2008).Whenskilledemployeessharetheir tacit knowledgewith others, it is potent

to expandthe collectivewisdom,in turn strengtheningthe competitiveadvantageof small

family businessegHadjieliaset al., 2021; GomezMejia et al., 2020; CabreraSuarezet al.,

2018; Woodfield and Husted, 2017; Sanche#amosoand Maseda, 2014). Hence, tacit



knowledgeof skilledemployeeslaysavital role in the survivalanddevelopmentof the small

family business.

Nonethelessjt has also been found that small family businessesare hard to obtain tacit
knowledgefrom skilled employees(Cunningham2020; Motoc, 2020; Cunninghamet al.,
2016; Durst and Edvardsson2012). This phenomenoncan be explainedfrom micro and
macro perspectives At the macro level, smallfamily businesse$ave a critical struggleto
attract and maintain a skilledworkforce (Cunningham202Q, Zhou,2019. Thesesituations
are primarily causedby the restrictive conditionsimposedby their small size and family
involvementin businessnanagemen{Cunninghanet al.,2016).AsZhou(2019)highlighted,
the decisionmakers in family businessesusually cannot establish effective incentive
mechanismgo enhancetalented LJS 2 L#ntBuBiasmand truly satisfytheir psychological
needsithereby,the businessesannotretaintheir talents. Therefore transferringknowledge
from individuals to companies becomes the bottleneck for small family businesses
(Cunninghanet al.,2016;Durstand Edvardsson2012).

The findingsin past family businessliterature have revealedthat this context hasunique
characteristicghat can both promote and hinder knowledgesharing(Cunninghanet al.,
2016;Zahraet al., 2007).Onthe one hand, kinshipand blood relationscan help the family
businesss form close interpersonalrelationshipsand emotional bonds amongthe family
members(Boteroet al., 2021;Cunningharret al., 2017;2016;Zahraet al., 2007).Thetight-
knit interpersonalrelationshipsand emotional bonds may bring mutual dependenciesand
collectiveinterests (Pearsonet al., 2008; Zahraet al., 2007). Theserelational advantages
provide social and emotional support for knowledge shaing (Hadjieliaset al., 2021;
Cunninghanet al.,2017;2016;Zahraet al.,2007). Thecharacteristicof closeinterpersonal
relationships are particularly prominent in Chinese enterprises (Gagne et al., 2019;
Cunninghamet al., 2016; Lin, 2013) as ChineselJS 2 LJ¥eBa@dursappearto be more
relationshiporientedin the workplace(Zhang2009).

Besidesyaluesandbeliefsin terms of family continuity mayinfluencebusinesseto develop
a culture that promotesparticipationand knowledgeexchangeo achevethe continuity of
the family and businesperation(LeBreton-Miller and Miller, 2006).Thisculture underpins

a knowledgesharingworking environmentinside the company(Boteroet al., 2021).In the



Chinesecontext, family involvementforms a collectiveorganisationalculture (Zhao,2019;
Lin,2013).Theresultsof Chiricoand Nordpvist(2010)revealedthat the centralisedculture
facilitates protecting the inertia of knowledge resources On the other hand, family
involvementin businessand managements afertile groundfor conflicts(Si,2020;Eddleston
and Kellermanns2007). Theseconflicts may produce a competitive internal environment
amongemployees(Zahraet al., 2007) and an outsiderexcludedsociatrelational structure
(Motoc,2020;Lin,2013).In Chinganoutsiderexcludedsociatrelationalstructurefleshesout
personalpreferenceand favouritism(Lin,2013).Personalpreferenceand favouritismfrom
the top managergLin,2013)maytreat non-family andfamilymembersunequallyconcerning
promotion, salary and trust (Zhao, 2019). Thus, it is detrimental to knowledge sharing
(Cunninghanm2017; 2016) and may produce knowledgehiding in small family businesses
(Hadjieliaset al., 2021).Hence motivating knowledgesharingin a smallfamily businesds a

complicatedand convolutedprocess.

Fromthe micro perspective tacit knowledgeis inherentin LIS 2 Lihirgi§(Bguyen,2021;
Pereiraand Mohiya, 2021;Polanyiand Sen,2009; Davenportand Prusak,1998;Nonakaand
Takeuchi1995).Sharingt reliesuponindividualmotivations(Cormicaret al., 2021;Pereira
andMohiya,2021;Reseet al.,2020;Gagneet al.,2019;Islamet al.,2018;Steniuset al., 2016;
Cavaliereet al., 2015; Wangand Hou,2015;2 S Néf &., 2014;Hunget al., 2011;Chenand
Hung,2010;Linand Huang,2010;Lin,2007;Kankanhallet al., 2005. Knowledgesharingas
an individually autonomousbehaviouris a significantprocessof knowledgemanagement
(Gagneet al., 2019)to facilitate employeesacquiringknowledge learningand creatingnew
knowledgejn turn reachingthe goalsof knowledgeandtechnologyinnovationandobtaining

powerful survivalabilities(Scuottoet al.,2017).

Nonethelesscompaniesare not the ownersof individualknowledgeassetsand individuals
haveno obligationto transfertheir uniqgueknowledgeto other members(Yanget al., 2021).
Accordinglyalongwith knowledgesharing.employeesmayhidetheir knowledgeon purpose
(Chatterjeeet al., 2021;Hadjieliaset al., 2021; Pereiraand Mohiya, 2021; Xionget al., 2021;
Gagneet al.,2019;XiaoandCooke2019;Connellyet al.,2012).I1t hasbeenwidelyrecognised
by researchersand practitioners that knowledge hiding as autonomous behavious has
adverseimpactson employeeswho shareknowledge,coworkerswho requestknowledge,

and organisationgSingh,2019).Knowledgehiding is a widespreadworkplacephenomenon
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that damagesknowledgetransfer inside the company(Connellyet al., 2012) and causes
tremendousfinanciallossego businesse¢Zhaoet al.,2016).lllustratively,knowledgehiding
causedlossof US$7 millionin Americancompaniesn 2018,andworkersin the USAvasted
5.3 hoursper weekwaiting for obtainingknowledgefrom their colleaguego share(Panopto,
2018cited in Nguyenet al., 2022,p.161).Thetime that workershavewasteddecreaseshe
paceof innovationand developmentfor businesseslue to missingpotential opportunities
for exchangingnformation and collaborationamongpeopleinsideand outsidethe company
(Hicklandet al., 2020). Despite numerous enterprises making efforts on inspiring their
workersto shareknowledgeandvoiceconcerrs, peoplemayprefer hidingknowledgeinstead
of sharing(Prouskaand Kapsale2021;Peng,2013), asthere is a prevalenttendencythat
knowledgeis a scarceunique and valuableresourcefor both individualsand organisations
(Pereiraand Mohiya, 2021; Shrivastavaet al., 2021; Xionget al., 2021; Singh,2019; Polanyi
and Sen,2009;Nonakaand Takeuchi1995).Ashighlightedby Gagneet al. (2019),exploring
knowledgehiding is able to enrich the understandingof knowledgesharing.Hence,it is
significant to investigate knowledge sharing and hiding simultaneouslyfor knowledge

management&ndfamily businesgesearch.

In the existingliterature, researchon knowledgehidingis din its infancystages (Pereiraand
Mohiya,2021,p.369),especiallyn the family businesditerature (Hadjieliagt al.,2021).Also,
prior researchtypicallyhasinvestigatedknowledgesharingor knowledgehidingin isolation,
rather than lookinginto both at the sametime. It is becauseknowledgehidingasa separate
researchtopic hasjust started since2012(Connellyet al., 2012).Besidesknowledgehiding,
similarto knowledgesharing,is an individuallyautonomousbehaviourthat heavilyrelieson
individualmotivation (Halvariet al., 2021;Shrivastavat al., 2021; Xionget al., 2021;Huoet
al., 2016; Peng, 2013). Thus, it is challengingto capture knowledge hiding and sharing
behavioursin the workplace (Hadjieliaset al., 2021; Zhangand Jiang,2015). However,in
reality, knowledgesharingand hiding occurin tandem (Hadjidias et al., 2021; Pereiraand
Mohiya,2021;Singh2019),aspeoplemaysimultaneouslyhold reasongor both behaviours
(Gagneet al., 2019;Cres<et al., 2006; Cabreraand Cabrera2002).Thisphenomenonforms
a new conceptualisationn the knowledgemanagementfield (Aleksicet al., 2021;Hadjielias
etal.,2021;PereiraandMohiya,2021;Su,2020;Gagneet al.,2019).Therefore thisresearch

aimsto exploresimultaneousknowledgesharingand hiding with the specificconsideration



of the smallfamily businessontext.

1.3 EmpiricalContext

1.3.1SmaltsizedBusinesse# China

The definitions of smallbusinessesary in different nations and contexts. The contextual
focusof this study draws upon Chineg smallfamily businessesthus herein, it follows the
definitionin China Accordingo the Chinesaeport on Methodsfor Classifying.arge Medium
and Small EnterprisesStatisticallyissuedby the National Bureauof Statistics(2018),the
definitions of businessesn large, medium and small sizesdiffer from sectorsand are
determinedby three leadingindicators:the numberof employeesyalueof fixed assetsand
annualrevenue(seeTable 1). Thecurrent studywasconductedin the manufacturingsector
in China.Therefore,small businesse# the manufacturingsectorare enterpriseswherethe
employeesare lessthan three hundredpeople,andthe revenuesare below twenty million

yuanevery year, aspresentedin the colourfilled sectionin Tablel.

Themajority of familybusinesses Chinaarelocatedin the easterncoastalarea,for example,
ZhejiangGuangdongFujianand JiangsyZhou,2019).Thisis becausehe economyin these
areasis more developedthan in the centraland westernprovinces(Zhou,2019).Giventhis,

Chinesdamily bushnessstudieshaveprimarily beenconductedin theseareas(Si,2020;Zhu,
2020; Xiao and Cooke,2019; Liu, 2019; Wang, 2018). Therefore, Chinesefamily business

researchshouldalsokeepan eyeon the centralandwesternregions.



Tablel: Divisionof ChineseLarge Medium and SmallEnterprises

Farming, forestry, animal husbandry an

. X Hnn Y: 5200 Yw 5
fishing
; -  MZ s X:300-1,000 Xw 300
Manufacturing Cwnonn v 50400 Yo 20
i XK oynn Y: 60800 Yw 60
Construction Xy nn 7. 20800 250
i “ K HAN X: 26200 Xw 20
Wholesaling % nnn 50400 o5
. : : Xw 50
Retailing X onn X.50300
, K HAOnN Y:5200 Yo 5
Transportin - X  MZ o X:3001,000 Xw 300
P 9 X o Y:36300 Yoo 30
- XH AN X:100200 Xw 100
Storage .
, Ko nn Y:16300 Yoo 10
- % MZnnar X:3001,000 Xw 300
Postal .
, Ko nn Y:2G300 Yoo 20
; - X0 NN X:100300 Xw 100
Accommodation K V20100 ‘o 20
; - KO0 NN X:100300 Xw 100
Catering :
L KMAan Y:2G100 Yoo 20
Information transmission ©XKHZann X1062,000 Ao
,kMZnnn Y:161,000 Yoo 10
; : : Xw 100
Software and IT services KO I X:100300
L KMAan Y:16100 Yoo 10
. CXHZInnn  Y:162,000 Yo 10
Real estate development and operation A i s 50
Property management © K MZnnsX3001,000 X300
; : : - X0 NN X:100300 Xw 100
Leasing and business services VK MIH NN 2801200 80
Others not listed - X0 NN X:100300 Xw 100

X: Employment (person)
Y: Annual Revenue (Million Yuan)
Z: Value of fixed assets (Million Yuan)

SourceTheNationalBureauof Statistic52018).
Note: Exchangeate wasroughly9.1yuan=1 UKpoundin 2018.



1.3.2SmallBusinesse# HenanProvince

Henanis located in the middle of China,shown in Figure 1, and has the third-largest
populationof anyChineserovince(Fanand Xiang 2020).Asthe report dMadein China202%
stated, Chinaneedsto acceleratethe deep integration of new-generation information
technologyandmanufacturingndustryasthe mainline to promoteintelligentmanufacturing
asthe maindirection; to strengthenindustrialinfrastructurecapabilities to foster industrial
transformationandupgrade; andto realisethe historicalleapof manufacturingndustryfrom
big to strong(Qu,2017).Accordingto this guideline and the solid foundation of rich human
resourcesthe manufacturingindustry in HenanProvincehas made advancesn intelligent
manufacuring (Jiangand Li, 2021). SMEsn Henanhavealsoenjoyedhigher growth trends
than in other provincesin Chinabecauseof the central3 2 @ S NJ/ St&tggyaRRisingof
CentralChina(HENAN.GOV.CR020).Familybusinessefiave made up 80%of these SMEs
(Zhu,2020).Evenduringthe pandemicthe numberof smalland microcompaniesn Henan
increasedy 2.31% andthe addedvaluewasover 2 billion yuanin total by the endof October
2020 (NEWS.HNR.CN.,2021). The majority of leading small businesse are in the
manufacturingsector, committed to researchingand developing(R&D)cars, foods, new
materialsand new energy(HENAN.GOV.CRD20).Zhengzhowasthe capitalcity and largest
city in Henanprovincehascontributedthe mostto | Sy | GDRywith over 1200billion yuan
in 2020(HENAN.GOV.CR0Q20).Therefore this researchfocuseson smallfamily businesses

in Zhengzhou.

Figurel: Geographidocation of the casestudyin China
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SourceWanget al., (2019)

1.3.3Casestudy Rationales

Thecasestudywasconductedat a smallfamily businessn Zhengzhoucity. Therewere four
criteria for caseselection.The primary criterion wasthe 10-year survivalperiod. In China,
almost60%of smaltsizedfirms have shut down within the first five years,and only 10%of
them couldsurviveafter ten years(Zhou2015).Thecasestudybusinessvasfoundedin 1970
by the former owner-managerthe father of the currentowner-managerandhascontinually

expandedo date.

Secondthe chosensmallbusinessonformedwith the definition of a Chinesesmallbusiness
given by the National Bureau of Statisticsof China(2018). The case companyhas 110
employeeswith an annualturnover of more than 40 million yuan and annual revenue of
around 5 million yuan Another essentialaspectof the descriptionwasthat the casestudy
businesshouldbe afamily-run businessTherefore the casecompanywasselectedfrom the

domainof family business.

Third,asa good exampleof knowledgesharingfollowing the Wpical principleproposedby
Yin (2018),the selectedbusinessoffers sufficient opportunitiesto encouragelearningand
sharingknowledge(WenandWang,2021;Gardiner,2015;Chenand Hsieh,2015;Lin,2013;
Mclnerney, 2002). In the prior literature, encouraginglearning and sharing involves
establishingsmallgroup meetings,on-site seminars and rewardingemployeeswho actively
participate in learning and teaching others (Chatterjeeet al., 2021; Zhanget al., 2017;
Mclnerney, 2002). However, small businesss are generallyreluctant to investin formal
employeetraining (Bryan,2006).Thecasecompanyis a goodrole-modelcasefor knowledge
sharing becauseits training and development programmesare accredital by the local
governmentand other enterprisesin the samesector.AsmanyresearchersuggesteqWen
and Wang,2021; Zahraet al., 2007; Bartol and Srivastava2002),training and development
programmesare an effectively formal mechanismfor knowledge sharing throughout the

companies.

Lastbut not least,a successfutamily-run businesshasa powerful survivalability developed
from S Y LJt 2 BnBwdedg@.In the Chinesemanufacturingsector, patents and reputations

are viewed as compellingevidenceof knowledgeinnovation (Lin et al., 2020; Zhou,2019),
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which is associatedwith internal knowledgesharingactivities (Motoc, 2020; Pereiraand
Mohiya, 2021; Cunninghanet al., 2017,2016; Cabreraet al., 2006; Nonakaand Takeuchi,

1995).Thissection will be elaboratedon in ChapterThree.

1.4 ResearchAim, ResearchQuestionsand Objectives

Theaimof the currentstudyisto exploreknowledgesharingandhidingwithin asmallChinese
family businessin orderto achievethe researchaim, this studyhassetthe followinggeneral
researchquestions:

1 Howdo skilledemployeesperceivetheir tacit knowledgein the smallChinesgamily
business?

1 Howdo skilledemployeesshareand hide tacit knowledge?

1 Why do skilled employeesshare and hide knowledgefrom the motivational and
corporateperspectives?

1 Whatrecommendationganbe madefor the owner-managerdo improveknowledge
sharingand hidingbehaviours?

Referringto the statedresearchquestions four criticalresearchobjectiveshavebeensetup:

1 Toidentify how skilledemployeesperceivetacit knowledgewithin the context of a
smallChinesdamily business.

1 Toexplorehow skilledemployeesshareandhidetacit knowledge.

1 Toanalysewhy skilledemployeeshareandhidetacit knowledgeaswell asto provide
the appropriaterecommendationgor motivating knowledgesharingand mitigating
knowledgehiding.

1 Todevelopa conceptualframeworkto visualiseknowledgesharingand knowledge

hidingsimultaneously

1.5 ThesisStructure

Thethesisis structured into six chapters,as summarisedn Figure2. ChapterOne (current
chapter)introducesthe entire thesis:the researchbackgroundproblemstatement,empirical
context,researchaimandobjectives ChapterTwosystematicallyreviewsthe literature based
on three critical scopes:small family businessesknowledgesharingand hiding and self
determination theory (SDT. ChapterThree elaborateson the researchmethodologyand

methods.Thefourth chapterpresentsthe findingsfrom the singlecasestudy businessThe
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resultsare managednto three themes:perceptionsof tacit knowledge waysof knowledge
sharingand hiding, and reasonsfor sharingand hidingfrom the corporateand motivational
perspectiveslin the fifth chapter,the findingsare discussedhrough in-depth comparison
with the existingliterature, following the four researchobjectivesand three critical themes.
By the end of the chapter, a conceptualframework from the findingsis introduced and
articulated.Finally,ChapterSixsummariseshe entire thesisand emphasiseshe theoretical
and practicalcontributions. Thischapteralsoacknowledgeseverallimitations, which could

be consideredpotential avenuedor future research.

Figure2: ThesisStructure

wOverview of the research

Y,
N
uSystematical review of the theory and concepts through four scopes: family

business, knowledge sharing, knowledge hiding;cetiérmination theory

J

J

wlustification of research methodology and methods

oFindings in the casstudy company

ubDiscussion of findings in line with the literature

wConclusion, contributions and limitations

—

This chapter has portrayed the general overview of the current study. It started with a
description of the research background and a statement of the specific problem. It then
outlined the empirical context of the status quo of small family businessdsma@nd Henan
province, accompanied by a rationale for the chosen case study. Although the research aim

four specificresearch questions andesearch objectivedave set up in the systematic
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literature review, itis also necessary to posit them in the introduction chapter, as they are
the most central aspect of the thesis. Finally, the structure of the entire thesssinfolded.
Having clarified the critical concepts ofgproject, the following chapter will conecdrate on

exploring and explaining these concepts via a literature review.
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CHAPTER LITERATUREEVIEW

Introduction

The literature review chapter draws upon the theoretical considerations regarding
SY LJX 2 snd@vBldamacit knowledge,knowledgesharirg and hiding and motivation for
both behavioursin a smallfamily business.Thereare three main scopesfor this research:
knowledgesharingand hiding, individual motivations for both behavioursbasedon self
determination theory (SDT),and the corporate context of the small family business.
Therefore a systematiditerature reviewneedsto achievethree purposesi(1)to enablethe
researcherto understandthe researchtopic from different theoretical perspectivesj2) to
enhancethe generalknowledgeof the researchtopic within the context of small family

businessesand (3)to find the researchgapsin the currentliterature.

Theliterature review chapterhassixsections.Thefirst will explorethe theoreticallensand
studies on individuatacit knowledge. The secondwill describe knowledge sharng from
different perspectivesThethird will explainknowledgehidingfrom different scopesarallel
to knowledge sharing. The fourth will discussthe reasonswhy people share or hide
knowledgefrom motivational and corporateperspectivesSDTis adoptedasthe theoretical
groundingin thisresearch Thecorporatecontextof the smallfamily businesswill be explored
becausehat isthe focusof this study. Thesectionalsoprovidesa conceptualframeworkfor
this projectto investigateknowledgesharingand hidingsimultaneouslyThefifth sectionwill
exposehe gapsinthe currentliterature. Thefinal sectionwill giveasummaryof the literature

reviewchapter.
2.1 TheClriticality of Individual-TacitKnowledge

Scholarsand practitionershave researchedknowledgein a wealth of fields. However,it is
hardto givea universaldefinition of knowledgebecauset refersto all aspectsof individual
andworkinglife in businesssettings(lpe,2003).Theearliestdesciption of knowledgecanbe
traced backto ancient Greektimes; Socratesand Plato defined knowledgeas dtrue belieg
with Aristoteliannotionsof the resultsof experiencg Cornford,2003,cited in Li,2018,p.12).
At that time, knowledgewasunderstoodasan objectiveconstructthat wascompletelyreal

and unchanging(Cornford,2003, cited in Li, 2018, p.12); this was opposedby the Kantian
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viewpoint on knowledge(Spender,1996). Kant contendedthat knowledgeis constructed
fromindividualexperienceshaped by realityanddelimitedby LJS 2 Liindgi&tandingyhich
cannotmovebeyondreality (Spender,1996).Thisdebateleft a propositionof definition and
categoriesof knowledge,that is, static and universaltruths and subjectiveand intuitive

understanding for subsequentesearcherglpe 2003).

James (1950 cited in Spender,1996 p.49) developedideas of knowledge from Greek
epistemologyand divided LJS 2 LXn&uedgeinto cknowwhaté and cknow-howeé. When
W1 y-R I @@anatesdrom experienceijt eliminatesthe subjectiveand contextualfactorsof
experience(James, 1950 cited in Spender,1996 p.49). It extractsthe objective principles
behind W{ y-R & ¢ farling W1 y-@ 6| (Janes, 1950 cited in Spender, 1996 p.49).
Therefore, W y-2 6| fio@ the idea of Platonic truth is the result of systematicor
mathematicalanalysiswhereasW | y-R # as@he A Y R A @ peRejatiohsend beliefsfrom
experiencglpe,2003).ThisdistinctiongainedNBS & S | MERRINE2CG | (LIB6CERAIN
Spender,1996, p.50) definition is the most influential for the researchtopic of knowledge
managementprganisatioral andindividualbehaviourbecauseat wasthe first to includethe
term W /A0 t ERplicBkRevledgeis defined as Wnow-whatQthat can be easily
codifiedandcollected for example technicalor academidnformation.(CabreraandCabrera,
2002).In contrast,tacit knowledgeis labelledas dwe know more than we cantell¢ (Polanyi,
1966,p.4citedin Chenretal.,2018,p.480);it issubjective difficult to transferandconstructed
from LJS 2 L3ctivify and experiencegChenet al., 2018). Tacitknowledgeis hard to write
down (Polanyiand Sen,2009).Evenif tacit knowledgeis written, it is difficult for peopleto
make senseof it when there is no detailed explanationor commonexperienceasthe basis
(Newell,2015).Thatis becauseacit knowledgeis embeddedin LJS 2 LhirgisgRolanyiand
Sen,2009) and is determined by their previousexperiencesand the individual ability to
intellectualisethis experience(Wathneet al., 1996).Tacitknowledgeis relevantto personal

experience.

Nonakaand Takeuchidevelopedt 2 f | yigdvpofdty1966)from a businessmanagement

perspective(Chenet al.,2018).Nonakaand Takeuch{1995)believed that the mostvaluable

knowledgeresourcein a companyis embeddedin the tacit form and needsto be internally

constructedby individuals Hence peforeformingorganisationaknowledge tacit knowledge

shouldbe sharedbyindividualsandthen convertad into explicitknowledgeBroadbent,1998;
14



Nonakaand Takeuchi,1995). Nonakaand Takeuchi(1995)posited a model to explainthe
process of knowledge conversion between tacit and explicit states. First, knowledge
conversioncommenceswith sharing skills and experiencesfrom tacit to tacit through
observationsand imitations (Riege 2005);this is known associalisationTheexternalisation
processhen transferstacit knowledgeto explicit,makingit easierfor othersto comprehend
using metaphorsand anabgiesfrom books or manuals(Riege,2005). The third process
combinesa broad body of A y R A @ &xBlidittkriod@l&@igeby analysingand re-organising
informationwithin firms (Nonakaet al.,2000).In the end, explicitknowledgemaybe learned
by employeesastacit knowledgethrough a handson approachby applyingexperienceor
simulationmodels,describedasthe internalisationprocess(Nonaka,1994).In the view of
Nonakaand Takeuchi(1995), knowledge conversionstarts from tacit knowledgeat the
individual level(Ouédraog@andRinfret,2019).However Brownand Duguid(1998)disagreed
with asimpleview of conversionTacitknowledgecannotbe transferredentirely into explicit
form becausdacit knowledgehasvariouscomplexcharacteristic§Brownand Duguid,1998).
Furthermore, knowledge, particularly in tacit forms, has dynamic features becauseit
constantlychangeswith individual experienceand learning (Mclnerney,2002). Therefore,
tacit knowledgecan be understoodas the personalexperiencefrom expressionsof active
humanactionsby ¢evaluation,attitude, viewpoint,commitmentsand emotiore (Pathirageet
al.,2007,p.116).

AlthoughNonakaand¢ | 1 S d8G)mOdelof knowledgeconversiorisnot perfect, it gives
avaluableangleto understandhow knowledgemovesfrom the individualto the organisation
(Hansenet al., 1999; Zack,1999). Organisationaknowledgerepresentswhat employees
commonlyhaveknownaboutan organisationNonakaand Takeuchi1995).Baumard(2001)
termed organisationalknowledge as collective knowledgeto distinguishit from individual

knowledge.

Buildingon the theories of Nonakaand Takeuchi Spender(1996) developeda matrix to
explainknowledgefrom two dimensiongexplicitvstacit, and individualknowledgevs social
knowledge)asshownin Table2. Eachcompanywill be acompoundof all knowledge(Weber,
1968, cited in Spender,1996,p.51). Initially, individualexplicit knowledge,calledconscious
knowledge,is stored and retrieved from personalmemory and records(Riege,2005). The
secondkind of knowledgeis individualtacit knowledge,or automatic knowledge,built on
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LJS 2 LiheSreidal and practicalexperienceand learning(Lam,2000; Spender,1996).The
third kind is objectified, explicit social knowledge, embodying registered patents and
information stored in organisationaldatabases(Riege,2005). The last type is tacit social
knowledge,termed collectiveknowledge which refersto all knowledgeembeddedin social
practicesand culture (Bartol and Srivastava2002). This matrix facilitates the division of
knowledgeinto a detailed classificationcoveringall knowledgein the workplace (Cabrera
andCabrera2002).

Table2: Different typesof organisationalknowledge

Individual Social
Explicit Conscious Objectified
Implicit Automatic Collective

SourcesSpender(1996),p.52

Nelsonand Winter (1982 cited in Spender,1996 p.50)adoptedt 2 f | gigkinctid@d(1966)
betweenexplicitandtacit knowledgeto researchorganisationakvolutionarymodesof work
adaption,findingthat S Y LJt 2 Bn&afedga@is embeddedin corporateroutines. Sternberg
(1994citedin Spender1996p.51)discoverecknowledgeto be closelyassociatedvith action
and processwhichis practical. Associatingvith practicalwork, Davenportand Prusak(1998,

p.5)definedknowledgeas

a & fluid Imix of framed experience values,contextualinformation,

and expert insight that providesa framework for evaluating and

incorporatingnew experiencesindinformation. It originatesandisin

the mindsof knowers.In organisations,t often becomesembedded
not only in documentsor repositoriesbut also in organisational
routines,processespracticesand normsd €

FromDavenportandt NXzaview (©988),organisationsanuseawide arrayof routinesand
practicesto makeA y R A @ knBwdetgeavailableto the company.Krowledgeis practical
and contextualin nature (Endreset al., 2007), lies with work processegArmbrosiniand
Bowman,2001) and is made up of technical and professionalspecific skills (Lam, 2000;

Nonaka,1994).When people exchangeknowledgewith their co-workers,this processmay
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add value to current knowledge,and create innovative ideas in products, servicesand
technology, eventually formulating competitive advantages (Hadjielias et al., 2021,
Maravilhasand Martins, 2019;Woodfieldand Husted,2017).Neverthelessit is alsopossible
for peoplewho possesghe knowledgeto loseit (Nguyenet al., 2022; Halvariet al., 2021,
Pereiraand Mohiya, 2021). In this vein, knowledgeis the most valuable assetfor both
individuals and organisations (Hadjieliaset al., 2021; Maravilhas and Martins, 2019;
Woodfieldand Husted,2017).A differing perspective suggestedoy Bonaventura(1997),is
that knowledgeis developedinto a cultural product (Xionget al., 2021; Lin, 2007). Both
individual experiene and networks amongpeople simultaneouslywork together to create
knowledge (Mclnerney, 2002). This means knowledge results from socialisationamong
members(Davenportand Prusak,1998).Thus knowledgecouldbe deemedasa socialvalue
(Lang,2001).Noneheless,Nguyen(2021)claimedthat organisationsonly hold a smallpart
of knowledgein the businessprocesseswhereas employeesinternalise the majority of
knowledge.lt is not easyto transform 2 y Sk@awledgeinto organisationalknowledge,
despitethe greatefforts that organisationsaveput into knowledgemanagemenbr sharing
practices(DiVaioet al.,2021;Prouskaand Kapsale2021;Choet al.,2007;Alaviand Leidner,
2001).

In the smallfamily businesscontext, people hold a wealth of knowledgesources(Gomez
Mejiaet al.,2020;Motoc, 2020;Gagneet al.,2019;LeonardBartonand Swap,2005;Sirmon
and Hitt, 2003).Most of theseknowledgesourcesare in the tacit form possessedy skilled
employeegMotoc,2020;Ahluwaliaet al.,2017;Dessket al., 2014;LeonardBartonand Swap,
2005). This is becauseskilled employeeshave accumulatedknowledge from long-term
experienceand learning (Chirico,2008; Choet al., 2007).Also,employeeswho have been
working for a long time in a businesswill be more likely to comprehendwork-related
knowledgethan newcomersbecausehey are familiarwith working practicesand up-to-date
core knowledgeand solutionsto the issues(Chirico,2008). When skilled employeesshare
their expertisein the company,tacit knowledgecould help expandcollectivewisdomand
form competitive advantagegHadjieliaset al., 2021; GomezMejia et al., 2020; Cabrera
Suarezt al.,2018;Ahluwaliaet al.,2017;WoodfieldandHusted,2017;Sanche#amosaand
Maseda,2014).Nonethelessa critical strugglefor family businessess how to attract and

maintainaskilledworkforce(Cunningham?020).Therefore individuattacit knowledgefrom
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skilledemployeeamnattersto the survivaland developmentof smallfamily businesses

Asstatedabove, tacit knowledgeis embeddedin LIS 2 LihirfsisiRereiraand Mohiya,2021;
Nguyen,2021; Polanyiand Sen,2009; Nonakaand Takeuchi,1995)from their experiences
and learning(Chenet al., 2018). Thistype of knowledgestartsto be transferredfrom the
individuallevel (Aliet al.,2021;Su,2021;Pereiraand Mohiya,2021;Shrivastavat al., 2021;
Xionget al., 2021).In this view, individuatacit knowledgeis the fundamentalconstructof a
vastamount of knowledgeactivitiesand practicesin the workplace (Ouédraogaand Rinfret,
2019;Chernet al.,2018).Tacitknowledgecannotbe comprehendedrom a singleperspective

becauseof its complexityanddynamics.

Furthermore, individuatacit knowledgeheld by skilled employees (Motoc, 2020; Dessilet

2014; Liu and Liu, 201Xhirico, 2008; Zahra et al., 200@atters to the survival and
development of a small family business (Hadjielias et al., 2021; Gbhlega et al., 2020).

This is because an organisation needs skilled employees who are radtieaéxplore new
market opportunities, new work methods and new products or technology and who would
like to adopt new insights into their work (Gupta and Govindarajan, 2000). A small family
business could develop its competitive advantaggatheringskh f £ SR SYLX 228SSaQ
(Botero et al., 2021; Hadjielias et al., 2021; Goiiegia et al., 2020; Cabret@uarez et al.,

2018; Woodfield and Husted, 2017; Sanch@moso and Maseda, 2018onethelesssmall
familybusinesseR 2 y 2 0 (0 NXzf & kndwdedge 8u¥ talthe geSdhal &nd dynamic
nature of tacit knowledge (Motoc, 2020) aadack of valid practices to manage and transfer

it (Cunningham et al., 2016; Durst and Edvardsson, 2012). Therefore, it is necessary to explore
how and whyskilled people share and hide knowledge within the particular scope of

individuattacit knowledge.
2.2 Understandingof KnowledgeSharing

Asclarifiedin the first section,tacit knowledgeis hardto obtainfrom people(Ouédraogand
Rinfret, 2019; Chen et al., 2018). Accordingly,theorists and practitioners have posited
knowledge managementstrategiesfor companiesto convert individual knowledgeinto
corporateknowledge(Cormicaret al., 2021;Hamiltonand Philbin,2020;Ezeet al., 2013).A

significantissuein knowledgemanagementstrategyis to ensurehow knowledgeresiding
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within individualscanbetransferredto others(lslamet al.,2018;Ezeet al.,2013).Therefore,
knowledgesharinghasbeendeemedoneof the vital processe®r methodsto obtainpersonal
knowledgein knowledgemanagementstrategy(Durstand Edvardsson2012;Lin,2007,Ipe,
2003;AlaviandLeidner,2001;Davenportand Prusak1998).

Knowledgesharingis critical for organisationgo bridge individualand organisationalevels
(Hendriks, 1999). Throughsharingbetween employees,individual membersmay increase
skillsand expertisein their job positionsand reduceredundanttrial-and-errorsto WNB A y @S y (i
the 4 K S $McRermott and h Q 5 2@01).3When people with diverse knowledge and
experiencecollaboratesynergisticallfoward commongoals,knowledgesharinginnovates
abundantwisdomthat benefitsorganisationaknowledgeandtechnologyinnovation(Nham
et al., 2020).Nhamet al. (2020)stated that enhancingthe organisational innovationability
by collaborationamongpeoplecreatesfar morethan anyonecanindividually.In other words,
the succes®f a businessheavilyrelieson sharingamongpeople (Motoc, 2020;Dessiet al.,
2014;Liuand Liu, 2011; Chirico,2008; Zalra et al., 2007).However,it is tough to reacha
standarddefinition for knowledgesharingin the currentliterature becausaesearcherdhave
different aspectsand elementsto explainit (Cormicaret al.,2021;Witherspoonet al.,2013;
Hoet al.,2009).Previousstudies(Ouédraogaand Rinfret,2019;Chenet al., 2018; Gardiner,
2016; Cavaliereet al., 2015; Cavaliereet al., 2012; Cabreraand Cabrera,2005; Bartol and
Srivastava,2002) have described knowledge sharing around three elements: objects,
referring to the type of knowledge;the way of sharing,suchasfaceto face,conferenceand
learning;andlevelof sharing,amongindividuals teams,or organisationgAhmadand Karim,
2019;Hoet al., 2009).Theseperceptionshelp distinguishhnow peoplemay opt to shareand
hide knowledgefor varied reasors (Connellyet al., 2012). This researchdraws on skilled
employeesindividuatacit knowledge.Hence the following sectionwill explainknowledge

sharingbasedon the waysandlevelsof sharing.

2.2.1TheRelatedConceptsof KnowledgeSharing

Knowledgetransfer and knowledgesharing
In the knowledgemanagemenfield, knowledgesharingcanbe definedand understoodin a
wide varietyof waysfrom variousperspectivessituations,needsandcircumstances(Aliakbar

et al., 2012). Many scholarshave believed that the notions of knowledge sharing and
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knowledgetransfer canbe usedinterchangeably(Li, 2018);others havedisagreedwith this

view and assertedthat knowledgesharingdiffers from knowledgetransfer (Awate et al.,

2015;Wangand Noe, 2010).Fromthe latter point of view, knowledgetransferrefersto the

processe®f knowledgesharingand the acquisitionand applicationof knowledgeby those

who learn the knowledge(Wangand Noe, 2010). Knowledje transfer involvesknowledge

related activities between different units, divisionsor organisations,whereasknowledge
sharingtypically occurs between individuals (Awate et al., 2015). Therefore, knowledge
sharingcouldbe perceivedasone of the critical mechanism®f knowledgetransfer(Cabrera
and Cabrera2005).

It hasbeenalsoacknowledgedhat the contextof knowledgesharingis broaderthan that of
knowledgetransfer (Henttonenet al., 2016; Awate et al., 2015; Dyerand Nobeoka,2000).
Bolandand Tenkas{1995)arguedthat the domainof sharingin knowledgesharingisfar more
than the transferof abstractknowledgebecauseknowledgeis sharedand developedby the
socially constructed process. Moreover, knowledge sharing can improve organisationa
learningby fostering collaborationand exchangingdeas(Dyerand Nobeoka,2000).It can
therefore be seen that knowledge sharing is a more complicated phenomenon than
knowledgetransfer,involvingmore knowledgebasedactivities(Li,2018).Knowledgedransfer
usuallydescribesknowledgemovementsfrom the perspectivesof the knowledgerecipient
(Koet al., 2005)and the organisation(Cormicaret al., 2021;Koet al., 2005),but Fordand
Staple (2008) assertedthat knowledge sharingis understood from the perspectivesof
knowledgesharerandthe individuak. Consequentlyin terms of the knowledgedomainthat

this studydrawson, the researcherchosethetermW{ y 2 ¢ $h&iR@ S

Knowledgesharingbehaviourand knowledgesharingprocess

Researcherand practitionershaveoften explainedknowledgesharingfrom the behavioural
and processdimensions.Viewing knowledge sharing as a behaviour enables people to

understandthis conceptfrom the personaland motivational perspectiveqSu,2021;Gagne
et al., 2019; Steniuset al., 2017; Steniuset al., 2016; Wangand Hou, 2015; Witherspoonet

al.,2013;Aliakbaret al.,2012;LiuandLiu,2011)becausanotivationhasbeenidentified asa

crucial determinant of generalbehaviour(Deciand Ryan,2000). As AFHawamdeh(2003)
construed,in its broadestsense,knowledgesharingis the communicationof all types of

knowledge,ncludingexplicitandtacit knowledge Further,Ipe (2003)providesa concisebut

20



straightforward definition for knowledge sharirg behaviour, that is, éhe act of making
knowledgeavailableto otherswithin the organisatiorg (Ipe,2003,p. 341).Knowledgesharing

isageneralapproachto shareknowledgebetweenindividuals groupsand organisations.

ResearchersuchasZhangand Jiang (2015),Cabreraet al. (2006)and Kellowayand Barling
(2000) have discoveredthat knowledgesharingis a voluntary behaviourbecauseit often
takesplacein unstructuredsituations(Davenportand Prusak,1998)and may be stimulated
duringinterpersonalinteractions(Zhangand Jiang,2015).Thus knowledgesharinginvolves
voluntary,interactiveand situationalbehaviours Onthe other side,somescholars(Reseet
al., 2020; Caiand Shi,2020; Choiet al., 2020; Jeonet al., 2011) have assumedknowledge
sharingto be a stable and well-plannedbehaviour,for instance,taking placein lecturesor
seminars These two situations cannot represent all knowledge sharing possibilities.
Therefore,knowledgesharingshould accountfor both voluntary and planned behaviours

(Cormicaret al., 2021;WenandWang,2021).

Basedon knowledgeflows, knowledgesharingis demonstratedfrom the processdimension,
emphasisingknowledgemovementsfrom one party to the other (Chenet al.,2018;Cavaliere
etal.,2015;ZhangandJiang2015;Cavalierest al.,2012;vandenHooffandde Ridder,2004).
Vanden Hooff and de Ridder(2004,p.118)defined knowledgesharingas cthe processof
mutuallyexchangindnowledgeandjointly creatingnewknowledgé Theknowledgesharirg
procesgefersto two processesknowledgedonatingandcollecting(Lin,2007;vandenHooff
and de Ridder,2004).Knowledgedonatingis the processby which peopleare willing to tell
what they haveknownto others(vandenHooffandde Ridder,2004).In contrast,knowledge
collectingdescribeshe processby whichthe colleaguesequestand learn knowledgefrom
thosewho shareit (Lin,2007).

Ezeet al. (2013)elucidatedthat knowledgesharingfirstly involvesone personbenefitingfrom
their experiene and practicesso that others can learn the knowledge; afterwards, the
receivers incorporate their understandingsinto the knowledge. Schaueret al. (2015)
underpinnedthis view, describingknowledgesharingasa form of socialinteraction involving
a two-way voluntary process.This researchintends to explore the knowledge donating
process telling what people have known to others, in which the concept of knowledge

sharing is inclined to the behavioural dimension. Consequently,knowledge sharing is
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conceied asabehaviourin that peopleimpart or exchangeknowledgewith their recipients

in both voluntaryand plannedsituations.

2.2.2KnowledgeSharingMechanisms

Thesecondelementthat facilitatesthe descriptionof knowledgesharingoehaviouristhe way
of sharing,suchasfaceto face,conferenceandlearning(Hoet al.,2009).Accordingo Chai
et al. (2003),knowledgesharingmechanismis the method, procedue or processof sharing
in the workplace.Researclconductedby Alaviand Leidner(2001)indicated four types of
knowledgesharingmechanismsinformal interaction,formal activities,personalinteraction,
and impersonalknowledgetransfer. In detail, informal mechanismgefer to unscheduled
meetingsandseminaror coffeebreakconversationsformal mechanisméncludesubstantial
scheduledand structured training sessionsand plant tours (Chaiet al., 2003; Alvai and
Leidner,2001). Personalinteraction involves individualsparticipating in sharingactivities,
such as apprenticeshipsor personnel transfers; impersonal mechanismsare typically
knowledge repositories (Cho et al.,, 2007). This classification of knowledge sharing
mechanismavas absorbedand devdoped by Batol and Srivastavan 2002. Four significant
mechanismgor peopleto sharetheir knowledgeareidentified ascontributionto knowledge
databasesformal interactions,informal interactions,and communitiesof practices(Bartol

and Srivastava2002).

In the first instance,individualsdonate their knowledgeto collectiveknowledgedatabases
(Chaiet al.,2003;Bartoland Srivastava2002).Thecontribution of expertiseto organisational
databasegefersto sharingexplicit or codified knowledge(Choet al., 2007; Riege,2005;
Bartoland Srivastava2002),which goesbeyondthe focusin this researchon individuattacit
knowledgethus,thismechanismsnot considerecherein Secondformalknowledgesharing
interactionswithin or acrossteamsor work units often establishscheduledand patterned
communicationchannelsfor employeesto learn, collector exchangeknowledge(Wenand
Wang,2021;Zahraet al.,2007).Thistype of sharingmight be compulsoryor requiredby the
organisationsoit may help other forms of communicationand sharingoutsidetheseformal
practices(Wen and Wang,2021;Yi,2009; Chaiet al., 2003).In this mechanismmanagers
expectto assigrpeopleto smallgroups,getthemto meetregularly,andgivethem collective

responsbility for knowledgesharing(Yi,2009;Ellis,2001,cited in Riege 2005,p.27).Formal
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knowledge sharing practices help businessesbhuild up a foundation for communicating

businesdirectives(WenandWang,2021;Zahraet al.,2007).

Third,informal knowledgesharingmechanism®ccurin informal, unstructured,non-routine

interactionsamongindividuals(WenandWang,2021;Yi,2009;Bartoland Srivastava2002).
Tacitknowledge hardto expresdn nature,is mostappropriatelysharedin this way (Zahraet

al., 2007).Lastly,communitiesof practiceinvolvepeoplevoluntarily sharingtheir ideason a
topic of interestin forums (Jeonet al., 2011;Yi,2009;Batoland Srivastava2002).Thebasis
of this fashionis informal and voluntary (Jeonet al., 2011) Within an organisation,people
sharingknowledgethrough communitiesof practicesdo not necessarilyneedto comefrom

the samedepartmentsor divisions,aslong asthey hold a similarinterestin learning(Bartol
andSrivastava2002).Thismechanisntan help shareboth explicitandtacit knowledge(Jeon
etal.,2011).

A studyconductedby Choet al. (2007)emphasisedhat knowledgesharingin a businessan
be both formal and informal, concurringwith formal and informal knowledge sharing
mechanismsFormal knowledgesharingmechanismsare designedfor explicit knowledge
dissemination(Choet al., 2007).In contrast,informal mechanismgend to involverelational
learningand sharingof tacit knowledge,as this fashioninvolvespersonalrelationshipsor
socialnetwork (Nonakaand Konno,1998; Brownand Duguid,1991).Pederseret al. (2003)
stressedthat written documents are the preferred mechanismfor sharing knowledge
purchasedrom outside;however,daily face-to-face communicationis desirablefor sharing
knowledgefrom individualexperience SurprisinglyChenet al. (2018)discoveredhat people
in Chinesesoftware firms often sharetacit knowledgethrough morningreflection sessions,
annual company retreats, weekly meetings and tutor schemes, even though these
mechanismamay not be the best meansfor sharingS Y LJ 2 expefienc@slt has been
indicatedthat formal andinformal knowledgesharingmechanismsre vital for organisations
to maximiseabsorption and conversionof S Y LJ 2 &adt&ro@edgefor collective use
(Orlikowski,2002). Fromthe perspectiveof sharingbarriers,a lack of formal and informal
mechanismss one of the organisationalbarriersto individual knowledgesharing (Riege,
2000). In reality, somebusinessesnay not necessarilyneed formal mechanismgo perform
well becausemany employeescollaborateto exchangeideas and voluntarily teach their
colleagueson informal occasions(Liu and Liu, 2011). Competitive internal working
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environmentsmeanthat employeeseed? (i K 8nsdedgeto achievepersonalgrowth and
enhancementather than beingforcedto acquireit by the managergChenet al., 2018;Liu
and Liu, 2011; Riege,2005). Nonetheless,the study of Cho et al. (2007) reveakd that
individualsoften prefer to chooseformal knowledgesharingmechanismssuchastraining
sessionandseminargdo shareknowledge while preferencedor other mechanismgliffer by
the type of knowledge.Therefore,choicesof sharingmechanismsieperd on the needsof

different organisationsandtypesof expertise.

Organisationgnay put in placediversemechanismdor tacit knowledgesharing(Choet al.,
2007;Riege2005),suchassettingatime when peoplecanexchangadeasin a cafeteriaor
preparngregularmeetingsfor the samepurpose(Choet al.,2007).However whenefficiency
is the aim of knowledge sharing achievingthis target through rules and routines, and
configuringvaluablework patterns, problemsolvingand collective decisiormaking need
more meaningfulinteractions amongstmembers, often occurringin the meeting (Grant,
1996).Eventhoughseveralorganisationgnay prefer one overthe other, it is significantthat
all mechanismsnake personalknowledgeavailableto the company(Bartoland Srivastava,
2002). In family businessesparticularly those in traditional industries (the primary and
manufacturingsectors),knowledgeis rooted in well-establisied practicesand developed
through trial-and-error learning (HirschKreinsen, 2008). This context usually uses
apprenticeshipor on-the-job trainingto conductknowledgesharingmovements(Woodfield
and Husted,2017).Similarly,Lin (2013)conductedan empirical study on knowledgesharing
and interpersonalrelationshipsamong131 family firms and 256 non-family companiesand
discoveredthat the supervisorsin Chinesefamily businesseshad a high preference for
centralisedknowledgesharingfashion.Instead somestudieshaveunfoldeddifferentfindings
in smallbusinessand family firms (Sanchefzamosacand Maseda,2014;Dotsikaand Patrick,
2013; Zahraet al., 2007).Dueto closerelationshipsand more informally socialstructures,
membersin small organiséions often displaytacit-to-tacit knowledgetransfer in informal
ways(Sanche#amoscand Maseda,2014).Smallfamily businesse$avea similar situation
dueto their flexiblework mode anddistinctivecharacteristic§Dotsikaand Patrick,2013).As
suggested by Zahraet al. (2007), a family businessshould use structured and formal
knowledge sharing mechanismswhen consideringsharing explicit knowledge and adopt

informalknowledgesharingto exchangeacit knowledge.
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In contrast,informal mechanismsnalde peopleto effectivelysharetacit knowledgein the
workplace through personal contact and daily interactions (Zahraet al., 2007). Family
member involvement may strengthen both formal and informal knowledge sharing
mechanismshowever,the excessivgursuit of formal approachesdy family businessesnay
resultin sharingtacit knowledgebeinglessfluid than it couldbe (Zahraet al.,2007).Hence,
in summary,giventhe emphasisin this researchon individuattacit knowledge,exceptthe
first mechanism presented by Bartol and Srivastava(2002) is excluded (contributing
knowledgeto organisationaldatabases)the other three types of mechanismaeedto be
consideredin the investigationof individuatacit knowledgesharingwithin the smallfamily

business.

2.2.3Different Levelsof KnowledgeSharing

Knowledgesharing may happen at different levels: individuals,teams and organisations
(Nguyen,2021; Ahmadand Karim,2019). The level of sharingis the third component of
knowledgesharing(Hoet al.,2009).Bartoland Srivastavg2002)definedknowledgesharing
at the individuallevel asthe personalsharingof job-related information, ideas,suggestions,
and expertise.lpe (2003)believedthat a O 2 Y LJI abidtyX@ use its knowledgerelies on
thosewho share createandapplythe knowledge.Thus knowledgesharingbetweenpeople
becomesthe most basic form in the businesssettings (Ipe, 2003). From a behavioural
dimension knowledgesharingis how peoplegivetheir knowledgeto others (Aliakbaret al.,
2012).Fromthe processdimension knowledgesharingrefersto listeningand expressingo
others (Cummings2004).Thefirst action offers practicalknowledgeto the colleaguesand
the secondinvolvespeoplelearningexperiencefrom othersand creatingnew knowledgein
the future work (Lin,2007).Tothis end, knowledgesharingindicatesa relationshipbetween
at leasttwo parties: knowledgesharerand knowledgerecipient/receiver(Zhangand Jiang,
2015;vanden Hooff and de Ridder,2004; Hendriks,1999. An organisationneedsto create
knowledgeand developcompetitive advantageghrough interactionsinvolvingthis type of
relationship (Cormicanet al., 2021; Lin, 2007; Nonaka,1994). From a social interaction
perspective, knowledge sharing occurs in varied interactions among people at the
organisationalevel, residingin corporatelife, suchasdaily routines and corporate culture
(Cheretal.,2018;Lin,2007;Cummings2004). Peopleprovidetaskinformationandexpertise

for a specificproduct or procedure among teams, groups of membersor organisations
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(Cummings2004).Ellis(2001 cited in Riege 2005, p.28)claimedthat managersmight prefer
to assignexperiencedemployeeso smallgroupsand meet the team membersregularlyto
provideknowledgeasa collectiveresponsibilityrather than makingpeopleshareknowledge

personally.

Additionally,Lin (2007) posited that knowledgesharingis a socialinteraction culture that
captures,organisesreuses.and exchangegxperiencebasedknowledgeamongstmembers
through group activities This culture makesthat knowledge availableto others in the
business(Lin, 2007) Thus knowledge sharing behaviour based upon the relationship
between the sharer and recipient/receivercan be comprehendedas the most common
sharinglevel, which residesat the organisationalevel, for example,corporate culture and
daily routines. Asdescribedby Yi(2009),knowledgesharirg comprisesa seriesof personal
behavioursreferring to sharing personal knowledge and experiencewith others in the
corporateactivities,ultimately contributingto corporateeffectivenessTherefore knowledge

sharinghappensat individualand organisaional levels.

On balance,it is hard to give knowledge sharinga standard definition from the extant
literature becausediverse dimensionshave been researchedin light of the types of
knowledge waysof sharingand levelsof sharing(Cormicaret al., 2021, Ahmadand Karim,
2019;Hoet al., 2009).Foremost,aimingat the main aspectsof this research sharingwhat
peoplehaveknownto othersisthe knowledgedonatingact. Thus the conceptof knowledge
sharingis inclined to the behaviouraldimension. Secoml, this study excludesthe first
mechanism proposed by Bartol and Srivastava (2002) (contributing knowledge to
organisational databases) This is because contributing knowledge to organisational
databasedacilitatesexplicitor codifiedknowledgesharingwhichdoesnot accommodatehe
focusof this researchon individuatacit knowledge.Third,knowledgesharingdependsupon
the relationshipbetween sharerand recipient/receiver(Lin,2007; Hendriks,1999; Nonaka,
1994)asthe mostbasicsharinglevel(Ipe, 2003),whichresidesin corporateculture anddaily
routines (Chenet al., 2018; Lin, 2007). Accordingly,to comprehensivelymake sense of
knowledgesharingat a smallfamily businessit is crucialto lookinto it at both individualand
organisationallevels. Above all, ;| A de@nition of knowledge sharingaccommodateshis
research Knowledgesharingis ¢a set of individualbehavioursinvolvingsharing2 y* Svaré
related knowledgeand expertisewith other memberswithin 2 Yy Sofyanisation,which can
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contribute to the ultimate effectivenes®f the organisationb €Yi,2009,p.68).

2.3 Understandingof KnowledgeHiding

A wealth of literature showsthat potent knowledge sharingis vital to an organisation,
interpersonal relationships,and employeefwork performance;yet making knowledge
sharingsuccessfukstill anelusiveissug(DiVaioet al.,2021;ProuskaandKapsale2021).This
isbecausdirmsdo not truly own the wisdomof employeegKellowayandBarling,2000),and
it is unrealstic to expectall peopleto be willing to sharetacit knowledgein the company
(MichailovaandHusted,2003;Cabreraand Cabrera2002).Companiesre not the ownersof
individual knowledge assets,and individualshave no obligation to transfer their unique
knowledge to other members (Yanget al., 2021). Instead, when requested to share
knowledge employeesnayopt to withhold it for variousreasongWebsteret al.,2008).Thus,
not sharingbehavioursoften happenwithin a company(Nguyenet al., 2022; Perg, 2013;
Connellyet al., 2012;Websteret al., 2008).lllustratively,knowledgehiding causeda lossof
US$47 million in Americancompaniesn 2018 (Panopto,2018cited in Nguyenet al., 2022
p.161).Connellyet al. (2012)noted that in a USsurvey,76%o0f respondentsadmitted they
oncehid knowledge Likewise Peng(2013)surveyeda sampleof 190 knowledgeworkersin
Chinaand discoveredhat 46%had engagedn knowledgehiding. However,not-knowledge
sharinghas not obtained as much attention as knowledye sharing(Zhangand Min, 2019;
Evanst al., 2015).Hence this thesisshouldtake non-knowledgesharinginto accountwhen

investigatingknowledgesharing.

2.3.1TheRelatedConceptf Non-KnowledgeSharing

An earlystudyon non-knowledgesharinglookedat datawithholding by scientists(Campbell
et al., 2000)becauseof the knowledgeintensivenature of academiaWith the arrival of the
information economy,Davenportand Prusak(1998) stressedthe importance of studying
knowledgesharing.Therehasbeengraduallyrisinginterestin ineffectiveknowledgesharing
behaviourssuchasknowledgehoardingand knowledgesharinghostility in firms (Steniuset
al.,2016;Riege2005;Cabreraand Cabrera2002).Thenon-knowledgesharingphenomenon
couldbe understoodasknowledgewithholding (Kang,2016),knowledgehoarding(Evanset
al.,2015)or knowledgehiding(Connellyet al.,2012).Thedefinitionsof thesetermsare quite

ambiguousgn prior researchon non-knowledge sharing(Oliveriaet al., 2021).Distinguishing
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thesethree termsis helpfulto understandbetter the non-knowledgesharingdomainandits

implicationsfor knowledgesharing(Xiaoand Cooke 2019).

Knowledgewithholding is the likelihood that individuds make lessknowledgeavailableto
their co-workersthanthey could(LinandHuang2010).Throughsystematicallyeviewingand
comparingthe extantresearchon knowledgehiding,hoardingandwithholding,Oliveriaet al.
(2021)arguedthat knowledgewithholdingis categorisednto intentional knowledgehiding
and unintentional knowledgehoarding,as posited by Websteret al. (2008).In most cases,
thesetwo conceptscouldbe usedinterchangeablyto describenon-sharingor lackof sharing
(Anandet al., 2020). Conversely Connellyet al. (2012) first proposed the construct of
knowledgehiding, distinguishingit from other related concepts.Knowledgehiding is éan
attempt by an individual to retain and hide the knowledgethat has been requestedby
someone el (Connelly et al., 2012, p.65). Meanwhile, knowledge hoarding is an
accumulationor concealmentof knowledgethat may or may not be sharedlater (Hislop,
2003) but has not been requestedby another (Evanset al., 2015; Websteret al., 2008).
Comparedo different non-knowledgesharingconcepsin prior literature (Fordand Staples,
2008; Webster et al., 2008; Cabreraand Cabrera,2002), Connellyet al. (2012) formally
constructedand measuredthe conceptof knowledgehiding; sincethen, knowledgehiding
hasbeendevelopedasastandaloneresearchopicin the knowledgemanagementield (Xiao
and Cooke,2019). Despitethe researchon knowledgehiding progressingwithin the last
decade Pereiraand Mohiya (2021,p.369)positedthat cthe literature on knowledge hidingis
in its infancy stagee through the co-word analysisto review existingliterature researchon

knowledgehiding.

By comparingtheseterms, it is evident that knowledgewithholding comprisesknowledge
hidingand hoarding.Themain point fallsinto the differencesbetweenknowledgehoarding
andhiding.First,thereisadistinctionoverwhetheroneisaskedoy others,namelyknowledge
recipients,during knowledgesharingbehaviour(Oliveriaet al., 2021;Connellyet al., 2012).
Secondknowledgehoardingis unintentionalwithholdingbehaviourbecausgeoplemaynot
noticethe needsof others;converselyhidingis intentionallynot-sharingknowledge(Butt et
al., 2020). Third, the content of knowledge hiding usually involves know-how, whereas
knowledge hoarding can refer to the accumulationof a more comprehensivearray of

contents such as complaints, concernsand suggestionsabout potential organisational
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problems(Oliveriaet al.,2021).Considerindhe critical scopeof thisresearch(individuattacit
knowledge)and the chosenknowledgesharingdefinition, knowledgehiding, a deliberate
behaviour,tendsto conform more to the core of this study.2 K | im&x&, the party of the
knowledgerecipient/receiveris an essentialelementof both knowledgesharing (Zhangand
Jiang,2015; van den Hooff and de Ridder,2004; Hendriks,1999) and knowledge hiding
(Oliveriaet al., 2021; Shrivastavaet al., 2021; Connellyet al., 2012; Websteret al., 2008).

Therefore this work usesknowledgehidingasa non-knowledge-sharingphenomenon.

2.3.2TheConceptof KnowledgeHiding

Thisresearchemploysthe knowledgehidingdefinition of Connellyet al. (2012).Not onlyisit
the first and most-cited definition in the knowledgemanagemenfield (Oliveriaet al., 2021;
PereiraandMohiya,2021;Shrivastavat al.,2021; Xiaoand Cooke 2019;Gagneet al.,2019)
but alsopertainsto the main scopeof this study:individualtacit knowledge(Connellyet al.,
2012).Accordingto Hwang(2012),sharingexplicit knowledgeis more straightforwardthan

tacit knowledgebecauseexplicitknowledgepresentedin written documentsis hardto hide.

Thecritical elementin knowledgehidingis that two partiesare involved,aswith knowledge
sharing.Oneis the knowledgeseeker(a personwho requestsknowledge);the other is the
knowledge hider (an individual who hides their knowledge)é 2 S Nyak 2014). When
combinedwith the conceptsf knowledgesharingandhidingfor thisresearchthe knowledge
shareror knowledgehider is the one who possessethe knowledgeand makesdecisionso
shareor hideit (Oliveriaet al., 2021). Theknowledgerecipientis the knowledgeseeker the
co-workerwho requestsor learnsknowledgefrom others(Shrivastavat al.,2021).Thusthe
prerequisitesof knowledgehiding are: (1) an intentional attempt; (2) knowledgerequested

by anothermember(Xiaoand Cooke 2019).

Connellyet al. (2012)alsodepictedhow knowledgeis hiddenby three mechanismsevasive,
rationalised andplayingdumb. Theseare alsoknown asthe knowledgehidingfacets(Pereira
and Mohiya, 2021; Xiao and Cooke,2019; Gagneet al., 2019). Evasivehiding refers to
providing incorrect or misleadinginformation; rationalisedhiding occurswhen individuals
explainnot sharing;playingdumb is when individualspretend not to know or ignore the
requestfor knowledge(Connellyet al., 2012).0Oliveriaet al. (2021)systematicallyreviewed

thirty-three articles on knowledgehiding or hoardingfrom 2011 to 2021. The outcomes
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exposedthat the categaies of knowledgehiding from Connellyet al. (2012)are the most
complete;more categoriesunfoldedin ongoingstudieshad developedfrom these (Oliveria
et al., 2021).Similarto knowledgesharing,knowledgehidingalsooccursat varyinglevelsin
businesssettings:amongemployeegRezwarand Takahashi2021) teams(Babicet al.,2019;
Singh2019),andevenbetweensupervisorandsubordinategButt,2020).Consequentlythe

presentthesisaccountsfor knowledgehidingat different levels.

2.3.3Relatonship BetweenKnowledgeHidingand Sharing

In numerouspreviousstudies knowledgehidingor hoardingare seenasoppositebehaviours
to knowledgesharing(Chatterjeeet al., 2021; Pereiraand Mohiya, 2021; Butt, 2020; Liu et
al.,2020),adverselaffectingindividualandorganisationaperformancesuchasaO 2 Y LJ y & Q&
decisionmakingquality (Ghasemaghaeind Turel,2021)and decisionimplementation(Liet
al.,2020);corporateandteamperformance(Nguyeret al.,2022;Chatterjeeet al.,2021;Yang
et al., 2021); creativity (Mubarak et al., 2021; Penget al., 2019); S Y LI 2 dufSi&eér Q
intention (Serenkocand Bontis,2016)and organisationakitizenshipbehaviours(Arainet al.,
2020).Knowledgehiding or hoardingis deemed one of the barriersto knowledgesharing
(Websteret al., 2008; Riege,2005) and the dilemmasof knowledgesharing(Cabreraand
Cabrera,2002).Knowledgesharingmay bring risksto those who shareknowledge,suchas
loss of power (Pereira and Mohiya, 2021). It may also backfire due to O2f f S| 3dzS & C
misunderstandingor misuse(Fordand Staple,2008). By hiding knowledge,employeescan
protect themselves(Oliveira et al., 2021). In some cases,employeeswill intentionally
withhold their knowledgeevenwith the provisionof anincentiveschemeto share(Webster
et al., 2008; Cabreraand Cabrera2002).At the individuallevel,2 S N&f & (2014)unveiled
that the negative influence of knowledge hiding not only works on those who request
knowledge but decreags the creativity of employeeswho possessknowledge. At the
organisationallevel, knowledge hiding potentially impairs collaborations and damages
interpersonalrelationshipgConnellyand Zweig,2015).It alsoholdsbackthe developmentof
innovativeideas; subsequentlyit will do harmto teamandorganisationaperformance(Dong
et al., 2017; Lin and Huang,2010). More recently, Pereiraand Mohiya (2021)found that
positivecorporatecontextandintention helpknowledgesharing.Converselythe other three
combinationsof corporate context and individual intentions (positive corporate context +

negativeindividual intentions; negative corporate context + positive individual intentions;
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negative corporate context + negativeindividual intentions) engenderknowledgehiding.
While many organisationstake actionsto provoke peopleto shareknowledgeand voice,
numerouspeople still chooseto hide knowledgedeliberately (Prouskaand Kapsale2021).
Therefore to removeimpedimentsof for validlysharingknowledyeat work, it isnecessaryo

investigateknowledgehiding (Connellyet al., 2012).

Onthe other hand,in somesituations,knowledgehidingis not a harmfulact, aswith W g K A G S
f A Gax&1991citedin Connellyet al.,2012p. 65),becausdt canbe impactedby prosocial
motivation (Hilliardet al.,2022;DiVaioet al.,2021;Xionget al.,2021;Xiaoand Cooke 2019).
Forinstance rationalisedhidingmayimproveinterpersonalelationshipsetweenthosewho
possessthe knowledge and those who request knowledge (Connellyand Zweig, 2015)
becausehe peopleholdingknowledgedo not hurt 2 i K fedlilig§Huoet al.,2016).People
may withhold knowledge for reasonsof responsibility,or employeesmay refrain from
pointingout 2 i K Silstiik€to avoidconflict (Huoet al.,2016).Xionget al. (2021)conducted
gualitative interviewswith fifteen international R&Dteamson knowledgehiding and found
that knowledgehidinghassomebenefitsto the individualand teams.At the personallevel,
knowledgehidingcan savetime andhelpbuild S Y LJ 2 éoffi@eic@and professionakkills
(Xionget al.,2021).At the teamlevel, knowledgehidinghelpsnewteam membersnot to rely
on & dzLJS Niho@létBeXionget al., 2021). However, little researchhas looked into the
positive aspectsof knowledgehiding (Xiaoand Cooke,2019). As a result, Xiaoand Cooke

(2019)suggestedhis shouldbe exploredin future studies.

Knowledgesharingand hiding are not mutually opposite behaviours(Anandand Hassan,
2019; Gagneet al., 2019; Connellyet al., 2012; Ford and Staples,2010) becausethe two
constructsmay havequite different antecedentgGagneet al., 2019; Connellyet al., 2012).
Most of the reasonsfor both behavioursare uncorrelated (Gagneet al., 2019). That is,
knowledgesharingand hiding are considerablyindependentbehavioursthat might occur
toward different individualsand the samegroup differently over time (Gagneet al., 2019).
Evenif knowledge sharing and hiding may have similar behavioural presentations,the
underlyingmotivations and mechanismsre strikinglydifferent (Connellyet al., 2012).Ford
andStaple(2008)disclosedhe full spectrumfrom knowledgesharingio knowledgehoarding;
thisincludesfully sharing discretionarysharingbecauseof communicationathannelspartial
sharingor hiding due to fewer channels,disengagedsharingand active knowledgehiding.
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Someexamplesbetween knowledgeshaiing and hoardingin the study of Fordand Staple
(2008), such as partial sharingor knowledge hiding, knowledge hinting and disengaged
sharing suitthe typesof knowledgehidingproposedby Connellyet al. (2012):evasivehiding
and rationalisedhiding. This demonstratesthat knowledgesharingand withholding/hiding
cannotbe simplycomprehendedrom oppositestanceqFordand Staple,2008).In the latest
literature-review researchby Oliveriaet al. (2021) concludedthat knowledgehiding is in
oppositionto knowledgecollectionbehaviour,whereasknowledgehoardingis in opposition
to knowledgedonatingbehaviourqOliveriaet al.,2021).Thefour behaviourscanbe positive
when individualsare committed to the organisationand adversewhen peopledo not do so
(Oliveriaet al., 2021). The results of Gagneet al. (2019)implied that in Chinesesamples,
pressurdedto more frequentsharingand hiding. TheChinesgyeopleeither sharedor hid at
different timestoward variedtargetsdependingon whetherthey could do sharing(Gagneet

al.,2019).

Bycontrast,whilstknowledgesharingandhidingare motivateddifferently, it isacknowledged
from a socialdilemmaperspectivethat people may simultaneoushjhavereasonsfor sharing
or not sharing(Fordand Staples2008;Cres<t al., 2006;Cabreraand Cabrera2002).In the
researchof Gagneet al. (2019),pressurecould result in more frequent sharingand hiding
simultaneouslyjt might be becausepeoplesharedor hid knowledgeat different times and
toward different audiencesdependingon whetherthey could get rid of the pressureor not.
Somescholarshaveunderpinnedthis assertion,suggestinghat knowledgehiding may also
occur alongsideknowledgesharing,which merits attention (Hadjieliaset al., 2021; Singh,
2019).However,simultaneousknowledgesharingand hiding, the new conceptualisatiorin
the knowledgemanagementfield, hasdrawnlimited attention (Aleksicet al.,2021;Hadjielias
et al.,2021;Pereiraand Mohiya,2021;Su,2020;Gagneet al., 2019).Assuggestedy Gagne
et al. (2019),future researchcould draw upon this researchtopic. Therefore,the current
thesiswill probe knowledgesharingand hiding concurrentlyto improve understandingof

both behaviours.

In sunmary, it is likely that knowledgesharingand hiding can be autonomous,situational

behaviourgHillardet al.,2022; Anandet al., 2020;Kimet al., 2015).First,knowledgehiding

canbe separatedfrom other related conceptsof non-knowledgesharingbehaviour,suchas

knowledgewithholdingandhoarding(Bariet al.,2019;Connellyet al., 2012),becauset isan
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intentional act to withhold or concealknowledgewhen other people request knowledge
(Hillard et al., 2022; Xiao and Cooke,2019; Connellyet al., 2012; Websteret al., 2008).
Knowledgeis often hidden by three mechanisms:evasivehiding, rationalised hiding and
playingdumb (Connellyet al.,2012)from different levelsin the workplace(Butt, 2020;Babic
etal.,2019).

Second,scholarshave distinct perceptionsof knowledge hiding, either as a detrimental

behaviour(Butt,2020;Anandet al.,2020;Liuet al.,2020;Websteret al.,2008)or not ahostile
act (Hillardet al.,2022;DiVaioet al., 2021; Xiaoand Cooke 2019;Huoet al.,2016;Connelly
et al.,2012).Instead,the bright sideof knowledgehidinghasbeenunder-explored(Hillardet

al.,2022;DiVaioet al.,2021;Xiaoand Cooke 2019).

Furthermore, knowledge hiding and sharing are consideredas either mutually opposite
behaviourqChatterjeeet al.,2021; Butt, 2020;Liuet al.,2020)or different constructgDiVaio
et al., 2021; Anandand Hassan2019; Gagneet al., 2019; Connellyet al., 2012; Ford and
Staples2010),becausethe underlyingmotivations and mechanismsare strikinglydifferent
(Gagneet al., 2019; Connellyet al., 2012). Recent researchershave proposed a new
conceptualisatiorthat knowledgehidingmayalsooccuralongsideknowledgesharing which
merits attention (Hadjieliaset al., 2021, Singh,2019) People may simultaneouslyhold
motivationsto shareandnot to share(Cresst al.,2006;Cabreraand Cabrera2002).Hence,
knowledgesharingand hiding needto study simultaneouslyHowever,studyingknowledge
sharingand hiding concurrerily is a new topic in knowledgemanagementresearch(Aleksic
et al., 2021;Hadjieliaset al., 2021; Pereiraand Mohiya, 2021;Su,2021; Gagneet al., 2019).
Despitethe increasingecentinterestin knowledgehiding (Chatterjeeet al., 2021;DiVaioet
al., 2021;Mubaraket al.,2021;Oliveriaet al.,2021;Rezwarand Takahashi2021;Shrivastava
etal.,2021;Xionget al.,2021;. A f 3 A2¢13;Ridodntl Cooke2019;Connellyet al.,2012),
researchon knowledgehidingis still in dits infancystaget (Peeiraand Mohiya,2021,p.369).
Therefore,the current paper will look into the knowledge hiding area and increasethe

understandingdf knowledgesharingand hidingsimultaneously.

2.4Reasondor KnowledgeSharingand Hiding

The extant literature has examned individual factors of knowledge sharing from the

perspectiveof personalabilities(Motoc, 2020;Dessiet al., 2014;LiuandLiu,2011;Chirico,
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2008; Bocket al., 2005; Bockand Kim, 2002); individual motivations (Hillard et al., 2022;
Pereiraand Mohiya,2021;Nhamet al., 2020;Chenet al., 2018;slamet al., 2018; Steniuset
al.,2017;Cavaliereet al.,2015;Ezeet al.,2013;Hunget al.,2011;Lin,2007),knowledgeasa
sourceof power (Chenand Hsieh,2015; Riege,2005), the relationship of trust between
knowledgesharerand knowledgerecipient (Cormicanet al., 2021; Wen and Wang, 2021,
Khvatovaand Block,2017; Chenand Hung,2010; Riege,2005), levelsof education(Riege,
2005),andtime factors(Connellyet al.,2014;Riege 2006). Theorganisationafactorsrelated
to knowledgesharingincludecorporateculture (WenandWang,2021;Gardiner,2015;Chen
and Hsieh,2015; Lin, 2013; Bock et al., 2005; Davenportand Prusak,1998), leadership
(Nguyeret al., 2022;Cormicaret al.,2021; WenandWang,2021;Cunningharnet al.,2017,
2016;Ezeet al., 2013;Kingand Marks, 2008);the role of manager{Wenand Wang,2021,
WoodfieldandHusted,2017;Cunninghanet al.,2016;Durstand Edvardsson2012),reward
system(Cormicaret al., 2021; Bocket al., 2005),corporatestructure (Cavaliereet al., 2015;
ChenandHsieh,2015),socialnetworks(Lin,2013;Wangand Noe,2010)interpersonaltrust
(Cormicaretal.,2021;Su,2021)andITsystemgChenandHsieh,2015;Cavalierest al.,2015;
AlvaiandLeidner,2001).However, individuattacit knowledgeis often sharedandexchanged
throughsocialinteractionsratherthan ITsupport.Therefore I Tfactorsareexcludedrom this

project.

Bythe sametoken, researchon knowledgehidingfactorsor antecedentshasalsoincreased.
In these studies, knowledgehiding is seen as resulting from individual factors, including
psychologicasafety(Jianget al., 2019),job insecurityand lack of confidence(Nguyenet al.,

2022;JhaandVarkkey2018);job characteristic§Hernauset al.,2018);organisationafactors
(Chatterjeeet al.,2021;Malik et al.,2019)suchasthe nature of the corporateclimate (Anaza
and Nowlin, 2017), interpersonalwork conflicts (Venzand Shoshan2022),the quality of

leadermember exchangegZhaoet al., 2019);the quality of sharingculture (Xionget al.,

2021;Gagneet al., 2019,Connellyet al., 2012)and motivational perspectiveqHillardet al.,

2022;Gagneet al.,2019;Ma et al.,2020;Wanget al., 2018).

Asexplainedthe reasonsfor knowledgesharingand hiding behaviourmay be individualor
organisationalexperiences(Pereiraand Mohiya, 2021). Whether people share or hide is
determined by their intentions, and the corporate context will be studied in-depth in this

work. With the arrival of the information economyin the 1990s,the researchregarding
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knowledgesharinghasflourishedin diversecontextsanddisciplinegOuédraogandRinfret,
2019;Chenet al.,2018;Witherspoonet al.,2013;Lin,2007;Ipe,2003;Nonaaand Takeuchi,
1995).In contrastto knowledgesharing knowledgehidingcommencedeinganindependent
researchsubjectin 2012.In recentyears,attention to knowledgehidinghasbeenincreasing
(Hillardet al.,2022;Chatterjeeet al.,2021;DiVaioet al.,2021;Mubaraket al.,2021;Oliveria
et al., 2021; Rezwanand Takahashi2021; Shrivastavaet al., 2021; Xionget al., 2021;
. At 3 AP Kiaaahd Cooke,2019; Connellyet al., 2012). As stated by Pereiraand
Mohiya (2021, p.369), ¢the literature on knowledgehiding is in its infancya 0 I B&fér,®
researcherdhavetypicallyinvestigatedknowledgesharingor knowledgehiding in isolation
ratherthan lookinginto both at the sametime, whichwould form anewresearchopicin the
knowledgemanagmentfield (Aleksicet al.,2021;Hadjieliaset al.,2021;Pereiraand Mohiya
2021;Su2020;Gagneet al., 2019).Aboveall, the current studyaimsat addressinghis gap

from the individualmotivationalperspectiveandthe corporatecontext.

2.4.1Motivational Perspective
2.4.1.1Motivations to knowledgesharingand hiding

It has been broadly acknowledgedthat motivation is a core determinant of the general
behaviourand work-related behaviours(Deciand Ryan,1985).Mohd et al. (2012, cited in
Ergiinand! @ QMY,p.62) defined motivation asan inherent force that affectsthe action
direction and inspires proper behaviour. The role of motivation is to facilitate direct
behavioursseta goal,maintainthe continuity of the actandrelevantlearning,andenhance
the amount of work that an employeeachieve§Rehmanand Haider,2013).Morgan (1984
cited in Ergiinand ! @ Q@ 8 p.62) describedmotivation as any goakdirected behaviour.
Peoplebelievethat the desirableaccomplishmenof the goalrequiresthemto activelydisplay
this behaviour(Ergiinand! @ QMR 8).In this way, they will spendtime and effort to achieve
their specificaims(Ulgen,1994cited in Ergiinand! @ QMR &,p.62).Motivation is especially
significantfor knowledgebasedwork becausat is cognitivelydemandingyequiringtime and
effort (Gagneand Deci,2005).Asindividuallycognitivebehavious, knowledgesharingand

hidingare alsotriggeredby variedmotivations (Aleksicet al.,2021;Osterlohand Frey,2000).

Basedon the expectancyalencetheory of motivation proposedby Vroom (1964 cited in

Gagneand Deci,2005p. 331),Porterand Lawler(1968cited in GagneandDeci,2005 p. 331)
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built up a model of intrinsic and extrinsic work motivation. Intrinsic motivations are
characterisedoy interest or pleasurein the activity for its own sake(Deciand Ryan,1985).
Extrinsicmotivationsare for goakdrivenreasons suchasrewards and reputation. (Deciand
Ryan,1985).1t hasbeenwidely recognisedby diverseauthorswithin variouscontextsthat
peoplecanbe motivated either intrinsicallyor extrinsicallyCormicaret al., 2021;Lin,2007;
Ryanand Deci,2000;Deciand Ryan,1985). If anindividualisintrinsicallymotivated,they are
willing to undertakethe action becauset is enjoyable(Steniuset al., 2016; Cavaliereet al.,
2015. In contrast,a goaltriggersextrinsicallymotivatedA y R A @heRagibufs(&agneand
Deci,2005).

Knowledgesharingand hidinginvariablyhighlightthe significanceof people@ motivationsin
decidingwhether to shareor hide knowledge(Pereiraand Mohiya, 2021; Connellyet al.,
2012;Siemseret al.,2007).NonethelessConnellyet al. (2012)assertedthat motivationsfor
knowledgesharingand hidingare likely to be distinct, whichhasbeenverified by a wealth of
empiricalevidencein extantstudies (Aleksicet al., 2021;Cormicaret al.,2021;Halvariet al.,
2021; Xionget al., 2021; Islamet al., 2018; de Almeidaet al., 2016; Steniuset al., 2016;
Cavaliereet al.,2015;Lin,2007;Kankanhallet al.,2005).Cormicaret al. (2021)selected104
employeesin a hightech servicein Irelandto examinefactors affectingknowledgesharing.
The findings indicated that trust as intrinsic motivation is significantly connected with
knowledgesharing(Cormicanet al., 2021).Lin (2007)surveyed172 people from 50 large
Taiwaneseorganisations.The results revealed that reciprocal benefits, knowledge self
efficacyand enjoymentin helping others positively motivated peopleto shareknowledge,
whilst expectedorganisationarewardsasan extrinsicmotivation did not impactknowledge
sharingbehaviour(Lin,2007).0OlatokunandNwafor(2012)obtainedsimilarfindingsin Ebonyi
State in Nigeria. Enjoymentin helping others and knowledge seltefficacy as intrinsic
motivationshad a salientinfluenceon knowledgesharing (Olatokunand Nwafor,2012).Still,
extrinsicincentivessuchas expectedorganisationarewardsand reciprocalbenefitshad no
significantimpact (Olatokunand Nwafor, 2012). Thisdemonstratedthat knowledgesharing
might dependon employeesintrinsicrather than extrinsicmotivations(Gagneet al., 2019;
WangandHou,2015;0latokunandNwafor,2012;Lin,2007).Intrinsicmotivationisconducive
to tacit knowledge sharing when extrinsic motivation fails (Osterloh and Frey, 2000).

Furthermore,extrinsicmotivations,particularlymonetaryrewards,havebeendiscoveredo
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influenceknowledgesharingpositivelyor negatively(Aleksicet al., 2021;Islamet al., 2018;
Witherspoonet al., 2013; Olatokunand Nwafor,2012;Cavaliereet al., 2012;Lin,2007) This
isdeterminedby employeestostandbenefitanalysisvhenshaingknowledge(Osterlohand
Frey, 2000). From a sociceconomic perspective, if the perceived benefits (monetary
incentivesor reciprocity)equalor surpasshe costs(time), then peoplewill preferto share
knowledge;otherwise, they will stop (Ahmadand Karim, 2019). Zhangand Jiang(2015)
demonstratedthat the knowledgerecipient® characteristicsaffect one@ motivation for

knowledgesharing.

Knowledgehiding is alsothe production of a seriesof individualintentions or motivations
(Hillardet al.,2022;PereiraandMohiya,2021;Gagneet al.,2019;Connellyet al.,2012).First,
from aneconomiqoerspectivejndividualbehavioursstemfrom selfinterests,andpeoplewill

dotheir bestto maximisegpersonaltility (Halvariet al.,2021;Xionget al.,2021). Inthissense,
knowledgehidingis constructedon seltinterestedintentions(Peng2013).Ulrikeet al. (2005,
citedin PereiraandMohiya,2021,p. 371)pointedout that if someonefearslosingtheir power
of knowledge knownasthe perspectiveof knowledgeownership;this mayleadto knowledge
hiding (Halvariet al., 2021; Pereiraand Mohiya, 2021).Kellowayand Barling(2000)and Huo
et al. (2016)shedlight on how peopleoften overestimatethe potential valueof a controlled
objectandtake stepsto maintaincontrol of it, particularlywhenthey haveput alargeamount
of effort into obtainingit. In this case evenif employeesknowthat sharingknowledgecould
help earnrespectfrom others,they mayopt to hide knowledgebecauseheyfeel threatened

aboutlosingcontrol of it (Huoet al., 2016).

Secondsocialinteractionsare alsorelevantto knowledgehiding (Shrivastavaet al., 2021;
Xionget al., 2021).When an individual experiencesknowledgehidden by others, they are
proneto retaliate asclaimedby the norm of reciprocity,inducingdistrustin their colleagues
(Sitkin and Roth, 1993). This may causepeople to feel reluctant to participate in social
exchange¢Blau,1964)andmakethem susceptiblego engagingn knowledgehiding(Connelly
et al., 2012). Thispoint is supportedby 2 S Néf &. (2014)and Hernauset al. (2018) who
arguedthat A y R A @ high distrisiia@d competitivenesscould causeknowledgehiding.
Howeve, insteadof somelogicalparallels distrustis not merelyan absenceof trust (Lewicki
et al., 1998). Trustis ¢éthe willingnessof a party to be vulnerableto the actionsof another
partyé (Mayeret al., 1995,p.712),but distrustisa dackof O 2 y U Rirbtlye OtBer, a concern
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that the other may act to harm one, and that the other doesnot care about one@ welfare,
intendsto act harmfully, or is hostileg (Grovier,1994,p. 240).In this vein, trust and distrust

are separatemotivationalconstructs(McKnightet al., 2004).

Finally, Connellyet al. (2012) believed that knowledge hiding might not come from an
intention to hurt others.Forexamplejndividualsresistpointingouttheir O 2 £ f Srhisa#eS & Q
or hide knowledgeto avoidconflid in the workplace(Huoet al., 2016).Oliveiraet al. (2021)
concludedthat researchershave typically examinedthe motivations of knowledgehiding
from three theoretical perspectivespsychologicabwnership,power politics and exchange
theory. Hence, motivations are essentialfactors resuling in LJS 2 LXn&wkedge hiding
behaviours.In the latest study by Hillard et al. (2022), S Y LJ 2 &f®\@edge hiding
behavioursare alignedwith autonomousmotivations,suchasa desirefor better mentoring
protecting colleaguesand themselvesfrom adverseoutcomesand advancinga meaningful
project. In this case,the motivations for pro-socialknowledgehiding do not seemto be

different to thoseof knowledgesharing(Hillardet al.,2022).

It is also salient that motivations behind knowledge sharingand hiding are significantly
different and uncorrelated,as underpinnedby severalpast studies (Pereiraand Mohiya,
2021;Gagneet al., 2019; Xiaoand Cooke,2019;Connellyet al., 2012).Aspositedby Gagne
et al. (2019), knowledgehiding,asanintentionallywithholdingbehaviour,couldbe an active
andmotivatedsort of not sharingbecausat alignsexplicitlywith the instancesvherepeople
are solicitedfor their knowledgeby coworkers.Steniuset al. (2016)appliedSDTio examine
different types of motivations for knowledge sharingand found that these motivations
simultaneouslynfluencedknowledgehiding. Thesenseof importancewasthe bestpredictor
of the quality of knowledgesharing,and it was negativelylinked with knowledgehiding
(Steniuset al., 2016).In contrast, external motivation was not associatedwith knowledge
sharingout waspositivelyconcernedwith knowledgehiding(Steniust al.,2016).Conversely,
someresearcherdelievethat motivationsfor knowledgesharingandhidingare interrelated
(Hadjieliaset al., 2021;Singh,2019; Fordand Staples2008; Cres<et al., 2006; Cabreraand
Cabrera,2002 becausepeople may simultaneouslyhave motivations for sharingor not
sharing(Cresset al.,2006;Cabreraand Cabrera2002).Fordand Stapleg2008)stressedhat
the motivation to share knowledge is able to reflect on knowledge withholding.

Unfortunately limited state-of-the-art studieshaveresearchedknowledgesharingandhiding
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simultaneously(Aleksicet al., 2021; Hadjieliaset al., 2021; Pereiraand Mohiya, 2021; Su,
2020; Gagneet al., 2019) Therefore,it is worth investigatingmotivations for knowledge

sharingand hidingsimultaneously.

2.4.1.2A Briefintroduction to theorieson motivations for knowledgesharingand hiding

Thepreviousliterature hasuseddifferent theoriesto identify and examinethe motivations
of knowledgesharingbehavioursfor example, SociaExchang& heory(SETJCormicaret al.,

2021;Reseet al., 2020;2 S Néf &.,2014;Hunget al., 2011; Chenand Hung,2010; Linand

Huang2010;Kankanhallet al.,2005) the Theoryof Reasoned\ction(TRA)Choiet al.,2020;

Henttonenet al., 2016;0latokunand Nwafor,2012;Hoet al.,2009;Lin,2007;Bockand Kim,

2001), the Theoryof PlannedBehaviour(TPB)Cormicaret al.,2021;Islamet al.,2018;Jeon
etal.,2011;Lin,2007;Bocket al.,2005;Ajzen,1991),andthe SelfDeterminaton Theory(SDT)
(Hillardet al.,2022;Halvariet al.,2021;Honet al.,2021;Wu et al.,2021;Gagneet al., 2019;

Steniuset al. 2017; Steniuset al., 2016;Cavaliereet al., 2015).Therefore this sectionneeds
to look at them in detail to provide a sutable theoretical foundation to study skilled

S Y LJX 2 édivdtiomsfor knowledgesharingandhidingin this research.

SocialExchangelrheory(SET)

SociaExchang&heory(SETheganwith the researchof Blau(1964cited in Xiaoand Cooke,
2019 p. 478). In this theory, LIS 2 LJct®sare basedon benefit maximisationand cost
minimisation(Yanet al., 2016). Theresultsof Yanet al. (2016)demonstiated that a senseof
selfworth and reputation enhancementpositively affect knowledge sharing. Within the
socialexchangeknowledgecontributionisimpactedby socialandpersonakostsandbenefits
(Yanretal.,2016;Hungetal.,2011).Thecostsinclude lossof knowledgepowerandtime spent
(Halvariet al., 2021) In contrast,the benefitsrefer to rewards,knowledgeseltefficacyand
enjoymentin helpingothers (Kankanhallet al., 2005). Thesefactors could be perceivedas
intrinsic and extrinsic motivations (Deciand Ryan,1985). For example,Kankanhalliet al.
(2005) illustrated that monetary reward was an extrinsic motivation for SY LJ 28 SS & Q
knowledgesharingbecausethey sharedknowledgein order to obtain a better life. Their
researchalsodiscoveedthat someemployeesverewillingto shareknowledge asthey could
obtainhappines@andasenseof selfworth by doingso(Kankanhallet al.,2005).Diversevays

of socialexchangenclude a set of interactions,but these produceobligationsat the same
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time (Aliakbaret al., 2012).In SETtheseinteractionshavea closeconnectionwith another
LIS NE& &yo@(Emerson,1976 cited in Aliakbaret al., 2012, p. 212). Thomasand Gupta
(2021)articulatedthat how people activelyindulgein knowledgesharing is determined by

their expectatiors of obtaining reciprocalsharingwhenthey needknowledgeat a later time.

Theoryof ReasonedAction (TRA)

TheTheoryof Reasoned\ction(TRA)s awell-establishedyeneraltheory of socialpsychology
usedto studyhumanbehaviourgFishbeirandAjzen,1975,citedin Lin,2007,p. 136).In TRA,
A Y R A Qberadmutaib@ predictedbytheir attitudes, beliefsandintentions(Fishbeirand

Ajzen1975,citedin Lin,2007,p. 136).Thistheoryhasbeensuccessfullgppliedto forecasting
knowledge sharing behaviour through individual attitudes toward knowledge sharing,
subjectivenormsof knowledgesharingand intention to share(Choiet al., 2020; Henttonen

et al.,2016;Olatokunand Nwafor,2012;Hoet al., 2009;Lin,2007;Bockand Kim,2001).Lin

(2007) used TPAto survey 172 employeesto examinethe role of extrinsicand intrinsic

motivations in explaining knowledge sharing behaviours. The results presented that

reciprocal benefits, knowledge selfefficacy and enjoymentin helping others significantly
affected knowledge sharing but expected rewards did not predict knowledge sharing
behaviours(Lin, 2007). Neveatheless, Bock and Kim (2001) demonstratedthat expected
rewardswere necessaryfactors for knowledgesharingbut were not positively related to

attitudes toward knowledgesharing.Bocket al. (2005)revealedthat anticipatedreciprocal
relationshipsimpaded attitudes, and senseof selfworth and corporate climate affected

subjectivenorms; however, anticipated extrinsicrewards negativelyinfluencedknowledge
sharingattitudes. AsXionget al. (2021)suggestedcultivatinga collaborativeenvironmentis

beneficialto knowledgesharingand eradicatingknowledgehidingin the workplace.

Theoryof PlannedBehaviour(TPB)

Developedrom TRA TPBis ableto predicthumanbehavioursrom manyfunctionalaspects
(Ajzen,1991). TPBaddsa new construct (perceivedbehaviouralcontrol) into TRA(Ajzen,
1991). Thus, human behavioursand their intentions can be predicted by using three
components: attitude toward the specific behaviour, subjective norms and perceived
behavioural control of this behaviour (Fishbeinand Ajzen, 2010). These behavioural

intentionsare argued asa mixture of motivationto predictthe actualbehavours(Steniuset

al., 2017). TPBinsists that this composite of motivation guidesA y R A @ beRaldbuial Q
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intentions and behavious din a logical, predictableand consistentfashiore (Fishbeinand
Ajzen,2010, p. 20). Jeonet al. (2011)discoveredthat both intrinsic (enjoymentin helping
others and need for affiliation) and extrinsic (selfimage and reciprocity) motivations are
positively connectedwith attitudes toward knowledgesharing.Intrinsic motivations have
more significanteffectson knowledgesharingbehaviourghan extrinsicmotivations(Jeonet
al., 2011). Different outcomesemergedin the study of Islamet al. (2018), showingthat
enjoyment in helping others was highly associatedwith Y I y I 3Kdngedyesharing
behaviourin . I y 3 | ReSdMadeiGarmentsindustry. However, expected rewards,
reciprocal benefits and knowledge selfefficacy did not significantly affect the same
behaviours(lslam et al., 2018). Accordingto Xionget al. (2021), knowledge hiding was
affected by R&DS Y LJt 2 attBuslés @ward this behaviour(a senseof superiority, self
satisfaction timesaving and costbenefit analysis) perceivedsocialnorms (accordingo the
leadershipstylesandcorporatecultures),andperceivedoehaviourakontrol (arisingfrom the

knowledye differencesbetweenknowledgehidersandthoserequestingknowledge).

Self-Determination Theory(SDT)

SDTis extensivelyapplicableto researchon knowledgesharing(Halvariet al., 2021;Hon et

al.,2021;Wuetal.,2021;Gagneet al.,2019;Steniuset al.,2017;Steniusket al.,2016;Cavaliere
et al.,2015).However jt hasnot beenoften usedto construeknowledgehiding(Hillardet al.,

2022;Yangand Lee,2021;Wang et al., 2018).ScholarssuchasPeng(2013),Connellyet al.

(2012)and Michailovaand Husted(2003) confirmedthat comparedto knowledgesharing,
hiding or withholding knowledgeis more favouredby people on accountof selfinterest. In

the existing literature, three theoretical perspectives including psychologicalownership,
power politics,and exchangeheory, havebeenbroadlyinvestigaed to explainwhy people
hide knowledge (Halvari et al., 2021; Xiao and Cooke, 2019). These perspectivesare

concernedwith motivation (Halvariet al., 2021; Gagneet al., 2019; Connellyet al., 2012).
Psychologicalwnershipcansatisfyani y R A @éffieadzlarfd €¥féctivenessieeds(Pierceet

al., 2003). Thus,individualswho possessstrong psychologicabwnershipare more likely to

conductdysfunctionabehaviourgo keeptheir control overthe targetandnot let othersdo

so (Peng,2013). Therefore,SDTcould be a valuabletheory for understandingknowledge
sharingand hidingfrom a motivational perspective(Halvariet al., 2021;Yangand Lee,2021;

Gagneet al.,2019;Wanget al., 2018;Steniuset al., 2016;Cavaliereet al., 2015).
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Ryanet al. (1985cited in Gagneand Deci,2005p.333)were the first to adoptthe conceptof
internalisationto analyseextrinsic motivations. It illustrates that extrinsically motivated
behaviourcan becomeautonomous,associatedwith Deciand w € | Y1988) researchon
individualdifferencesin casualtyorientations(Haraldseret al.,2019).Thisideafacilitatesthe
formulation of SDT(Ryanand Deci, 2000; Deci and Ryan, 1985). The external social
environments can significantly affect the basic psychological needs of autonomy,
competence,and relatedness(Gagneand Deci,2005) or impede or underminethem (Deci
andRyan2014).Whenthesepsychologicaheedsare met, peopletend to be autonomously
inspiredand to behaveeffectively (Deciet al., 2017; Deciand Ryan,2014; Wangand Hou,
2015;Gagneand Deci,2005).Converselyfeelinglost in one or more of these psychological

needscanadverselyimpact2 y Sradandwell-being(DeciandRyan2011).

SDTstresseghat motivationnot only changesn strength,asarguedby TRAand TPBbut also
changesn quality (Gagne2009).1t hasbeenackrowledgedby Deciand Ryan(2000)that the
changedn motivationalquality are viewed as changesn typesof motivations.It points out
that a specificsort of motivation enablesremainng at a low level of quality if a personis
endeavouringo control hisor her behaviour(WangandHou,2015).Within SDTthe quality
of autonomousmotivationsis deemedto be higher than that of controlled to facilitate a
particularbehaviour(Halvariet al., 2021; Wangand Hou, 2015).Additionally,SDTdescribes
motivation as a continuum varying from amotivation (no motivation at all) to intrinsic
motivation (abehaviourakakeof its own enjoyment)(Deciet al.,2017).Extrinsianotivations
can be divided into four types: extrinsic,introjected, identified and integrated motivation,
dependenton social context variablesand individual differences(Deciet al., 2017). The
processby which one specificmotivation changesfrom externalto intrinsic motivation is
called external motivation internalisation (Deciet al., 2017; Gagne, 2009; Ryanand Deci,
2000; Deci and Ryan,1985). The higher the degree of internalisation is, the closer the
motivation to autonomousmotivation is (Wangand Hou, 2015). As such, SDTdevelops
motivation beyondthe traditional categorieshetweenintrinsicand extrinsicmotivation into
a distinction between autonomousand controlled motivation (Ryanand Deci, 2000). This
distinction is meaningfulbecauseextant knowledgesharingreseart primarily adoptsthe

conventionalcategoriesof motivation (Gagneet al., 2019).
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Rationalefor selectingSDT

People may simultaneouslyhave motivationsfor sharingand hiding (Hadjieliaset al., 2021,
Singh2019;Cresst al.,2006;Cabreraand Cabrera2002),andthe motivationfor knowledge
sharingenablesreflectingon knowledgewithholding (Fordand Staples,2008),the present
study,therefore,usedSDTasthe leadingtheoryto inform motivationsfor knowledgesharing

and hidingsimultaneouslyBehindthis, there arethree reasonsasexhibitedbelow.

Theprimaryreasonisthat the study probesknowledgesharng and hiding by drawingupon

individuatacit knowledge which is inherent in LJS 2 LJhi%IS Bnowledge sharingis an

autonomous and situational behaviour that contains a lot of discretional possibilities
(Hadjieliaset al.,2021;Halvariet al.,2021;Wuet al.,2021;Gagneet al.,2019). Themoretacit

the knowledgeis, the more discretion people will have to perform a behaviourthat is
meaningfulfor themselvesbut not necessarilyor the businesgWangandHou,2015;Wang,
2004).Asaresult, peoplewho possesknowledgewill havethe discretionto shareor hide it

(YangandLee,2021;Gagneet al.,2019;Wanget al.,2018;Wangand Hou,2015;Davenport
andPrusak1998).In TRAand TPBknowledgesharingis a stablephenomenorandis planned
by people(Zzhangand Jiang2015),whichcanbe predictedlogicallyand consistently(Fishbein
and Ajzen, 2010) rather than relying on the specificallyautonomoussituation of sharing
(Zhangand Jiang,2015). Therefore,SDTis a valid theory to expore how people behavein

actionfrom autonomousmotivations(Deciet al.,2017;Wangand Hou,2015).Furthermore,
SDTunravelsthat LJS 2 Lahofvatiénsfor sharingor hidingvaryin different types(Wangand
Hou,2015;Gagne2009).Thus,in this respect TRAand TPBdo not befit in this research.

Secondly SETTRAand TPBadoptthe traditional dichotomybetweenintrinsic and extrinsic
motivationsto investigatethe motivation of knowledgesharing(Aleksicet al.,2021;Xionget
al.,2021;Cavaliereet al.,2015;Lin,2007;Kankanhallet al.,2005).1t hasbeenagreedby this
study that intrinsic motivation is the puresttype of motivation to drive peopleto shareor
hide knowledgeout of the intrinsicpleasureit entails(Deciand Ryan 2000).However it may
be unredistic that intrinsic motivation can constantlyor very often affect employeesto do
the workplacebehaviourg(Steniuset al., 2016),suchasknowledgesharingand hidingin this
research.Also, it is impossiblethat organisationscould make all workplace behaviours
interestingandenjoyable(Steniuset al.,2016).Inaddition,howto defineinherentenjoyment
andinterestasintrinsicmotivation relieson individualdifferences(Deciet al., 2017; Stenius
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etal.,2016).

Lastly, people® behavioursare triggered by a number of motives and motivations, often

simultaneouslybut not necessarilyequallyimpact (Deciet al., 2017; Chemolliand Gagne,
2014;Vansteenkisteet al., 2009).Acknowledgeby Gagneand Deci(2005)that sixforms of

motivations based on SDTare reflected in different reasonsand situations for human
behavioursandthesereasonsprovidethe approachfor assessinghe typesof motivations.
Thus,SDTwith amultidimensionaliew couldbetter accommodaterobingdifferent reasons
for tacit knowledgesharingandhidingthanthe traditional dichotomyof intrinsicandextrinsic

motivation.

2.4.1.3.Knowledgesharingand hiding underSDT

SDTstatesthat A y R A @ beRagmuisraa@be motivated by externallyinducedincentives,
labelled as controlled motivation, and internally evokedincentives,known as autonomous
motivation (Cockrelland Stone, 2010). People feel autonomouslymotivated when they
considerseltdeterminationin selectingtheir targetsout of seltinterests, curiosity, care or
abiding values (Peng,2013; Ryanand Deci, 2000). The autonomousdrivers include self
interests,enjoyment,and selflesscarefor others (Wangand Hou, 2015).0Onthe other side,
controlled motivation includesincentivesbasedon iy’ R A @ A explidit €oge-Self needsand
benefits(WangandHou,2015;RyanandDeci,1985).Peopleare consciou®f beingcontrolled
to perform specificbehaviourswhilst they feel the pressureor necessityof performingthese
to accomplishdesirablegoak (Deciet al., 2017). The controlled motivations are reward
systems,formal or informal appraisalsfrom others, and status within a team or an
organisation(Wangand Hou, 2015).At the aggregatdevel,the more autonomoustypes of
motivation can generate better behavioural and well-being outcomes than the less

autonomousforms (Honet al.,2021).

Additionally,autonomousand controlled motivations may interact to influence people to
perform a specifichehaviour(Wangand Hou,2015; Gagne 2009; Gagneand Deci, 2005).In
other words, one type of motivation can strengthenor weakenanother kind of motivation
accordingto the degreeto which LJS 2 LJurl@r@ntal psychologicaheedsare fulfilled
(WangandHou,2015;Gagne2009).Thepsychologicaheedscontan autonomy(to be self

regulatingin performinga behaviour),competence(to be effective in what one does),and
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relatednesgto feel connectedand in sympathywith others) (Ryanand Deci,2000; Ryanet
al., 1985).Explicitly perceivedautonomyis alignedwith 2 y Si€sieto seltregulateor self
organisetheir actions,which varieswith their values,beliefs and lifestyles (Haas,2019).
Perceiveccompetencylieswith 2 y Sabildly to be exerted(Wangand Hou,2015).Perceived
relatednessnvolvesLJS 2 k3derS&f belongingand meaningfulnesso others(Haas2019).
In this study,theseneedsare perceivedasthe focal motivationsfor knowledgesharingand

hiding.

SDTpositsamotivation,intrinsic motivation, and variousextrinsicmotivationsbasedon the
degree of autonomy (Gagneand Deci, 2005). Within SDTthe quality of a motivation is
determinedby howwell it meetsthe three basicpsychologicaheeds(autonomy,competency
and relatedness)(Wangand Hou, 2015). Thus,the quality of motivation increase in the
continuumfrom amotivationto intrinsicmotivationin Figure3. More specificallyamotivation
is a lackof motivationto engagein an activity (Gagneand Deci,2005).Intrinsic motivation,
the mostautonomousmotivation,involvespeopledoingan activity from aninborn desirefor
autonomy, competencyand relatedness(Deciand Ryan,2000). Gagne(2009) stated that
peoplewith intrinsic motivationsmay be susceptibleto talking about their job and sharing
their knowledgepassionatelyevenwhen not requestedto do so. Thismotivationisfoundto
cause less knowledge hiding (Gagneet al., 2019). Prior research has studied intrinsic
motivationto shareknowledgefrom altruism (Olatokunand Nwafor,2012).In line with SDT,
researchhasassociatd two constructsof altruism with intrinsic motivation: organisational
benefits (e.g., organisationalcommitment) (e.g.,Hsu et al., 2007) and personalfulfiiment

(e.g.,enjoymentin helpingothers)(e.g.,Olatokunand Nwafor,2012;Lin,2007).

Atits core, SDTsetsforth that extrinsicmotivationisdividedinto different sortsof motivation:
external regulation, introjected regulation, identified regulation and integrated regulation
(GagneandDeci,2005).Externakegulationinvolvespeopleundertakingactivitiesto obtaina
social(e.g. approval)or material (e.g. bonus)reward or to avoid social(e.g. criticism) or
material (e.g. job loss) punishment (Halvariet al., 2021; Wang and Hou, 2015). When
employeesare subjectto external regulation, they feel that others directly control their
behaviours,often through contingentrewardsand threats (Deciet al., 2017).It hasbeen
confirmed that external regulationshave a powerful influence on motivating a particular

behaviour; however, it is often accompaied by damagein an enduring decreasein
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autonomousmotivation and well-being (Deciet al., 2017). Thistype of motivation is less
positively concerned with knowledge sharing than intrinsic motivation (Andreevaand
Sergeeva2016).Instead,when peoplehaw little interestin an activity, externalregulation
doesincreaseknowledgesharing(Gagneet al., 2019).Jobinsecurityand lack of rewardsfor
knowledgesharingmay increasethe probability of knowledgehiding (Nguyenet al., 2022;
Halvari et al., 2021, Wen and Ma, 2021; Haraldsenet al., 2019). Interestingly, when
knowledgesharingisrewarded,it would be riskyfor externallymotivatedindividualsto share
somethinguselessor unimportant with others; thus, they can maintain their knowledge
strength (Cresset al., 2006). Steniuset al. (2016) discoveredthat external regulation for
sharingwas significantlyassociatedvith knowledgehiding. In the researchof Gagneet al.
(2019), external regulation among Chinesepeople was positively aligned with knowledge
sharing,possiblydue to the organisationakulture or corporatecontextin China,where not

sharingbehaviourscouldleadto beingpunished.

Figure3:Motivations in Seltdetermination theory

o Extrinsic Intrinsic
Amotivation Motivation Motivation
External Introjected Identified Inte_gra_ted
Regulation Motivation Motivation Motivation
Absenceof Contingenciesf Selfworth Importanceof Coherenceamong | Interestand
intentional rewardand contingenton goals,values,and goalsyvaluesand |enjoymentof
regulation punishment performancejego regulations regulations task
involvement
Lackof Controlled Moderately Moderately Autonomous Inherently
Motivation Motivation Controlled Autonomous Motivation Autonomous
Motivation Motivation Motivation
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SourceGagneandDeci(2005,p.336)

Introjected regulation representsthat people indulge in an activity for egoinvolvement
(Gagneand Deci,2005).Thisform of motivation maybe relevantto knowledgesharingwhen
it enhancesndividualegoor publicimage(e.g.showingoff and gainingstatus),givingriseto
irregularor not-evidentsharing(Gagne2009).Gagneet al. (2019)put forward anassumption
that whetherto shareor hide knowledgemay dependon preservingor boosting2 Y Segod
Wang and Hou (2015) stated that personal reputations and relationships with others
intimately connectwith introjected motivation, evenwhen people do not truly realisethe
valueof the behaviour.However the relationshipbetweenegaoinvolvementand knowledge

sharing/hidingisunknown(Gagneet al., 2019).

Identified regulationmeansthat peopleidentify with the value of a behaviourfor their own
selfselectedgoals(Gagneand Deci,2005).With this form of motivation, people feel more
autonomousbecausethe behaviouris more consistentwith their own goalsand identities
(Gagneet al.,2019).Likewisejntegratedregulationisthe fullesttype of autonomousextrinsic
motivation, in which gpeoplehavea full sensethat behaviouris an integral part of who they
are, that it emanatesfrom their senseof selfand is thus seltdetermined (Gagneand Deci,
2005,p.335). When there are conflicts,identified motivation, suchasidentifyingwith 2 y° S
job or family, is criticalfor employeego bringdifferent identificationsinto coherencewithin
the company(Deciet al., 2017). When they achievethis, individualscan wholeheartedly
participatein specificactionswithout inner barriersor conflicts(Deciet al.,2017).Gagneet
al. (2019)viewedboth identified andintegratedregulationasautonomousextrinsicforms of
motivation becatse people join in an activity from persoral meaning and perceived
importance Gagne (2009) deemed knowledge sharing associatedwith these forms of
motivation.If apersonbelievest isvital to shareknowledgeto reachorganisationafoals he

or shetendsto do so(Gagneet al.,2019).

Notably, identified/integrated motivation is not intrinsic motivation. A person with
identified/integratedmotivation actsa behavioumot out of their interestsbut throughbeing
influencedby the perceivedimportanceof their selfselectedgoals(Gagneand Deci,2005).
However,identified/integrated motivation is closelylinked with intrinsic motivation; hence

both havebeenrecognisedasautonomousmotivation (Ryanand Deci2002;2000;1985)and
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havebeenseenasfacilitating knowledgesharingin previous literature (Gagneet al., 2019).
Steniuset al. (2016)discoveredthat identified motivation is the perceptionof a senseof
personalimportancefor the goalsof the activity. It is the best predictor of tacit knowledge
sharingand is negativelyassociagd with knowledgewithholding (Steniuset al., 2016).Asa
result, if the senseof importanceis missing,identified motivation may causeknowledge
withholding (Steniuset al., 2016). Still, most past researchhas not accountedfor the
distinctionbetweenintrinsic and identified motivation (Gagneet al., 2019).Gagneand Deci
(2005)suggestedhat motivation needsto be studiedasanimportant motivation connected
to work. Hence the currentstudywill respondto this assertionby investigatinghe construct

of identified motivationwithin SDT.

In contrast,externalregulationandintrojected motivation are formsof controlledmotivation
(Deciand Ryan,2000).Peopleparticipatein an activity out of pressureor the importanceof
undertakingthe actions(GagneandDeci,2005).In the studyby Steniuset al. (2016) external
knowledgesharingmotivation couldgiveriseto knowledgewithholding,whereasintrojected
motivation was equally as crucialas intrinsic motivation, indicatingthat selfworth-related
considerationswere likely to drive knowledgesharingin the work situation. Gagne(2009)
positedthat when employeesfeel competent,autonomousand related to their colleagues,
they arelikelyto shareknowledge Thisargumenthighlightedthat thesepsychdogicalneeds
have a close connectionwith a senseof trust, relationshipwith others, and selfefficacy
(Cormicaret al.,2021;Khvatovaand Block,2017;Olatokunand Nwafor,2012;Lin,2007).0On
the other hand, time pressureand competitivenesshave been provento hinder intrinsic
motivation for knowledge sharing (Ahmad and Karim, 2019; Riege,2005) becausetacit
knowledgeis LJS 2 LXor® gnfue due to outstandingeffort and a long period of training
(Nguyeret al.,2022),andsharingit alsotakestime and effort (Shrivastavat al.,2021).When
employeesare stipulated to work overtime or may obtain pay cuts, it will stir up intense
negativemoods,suchasanxiety,panic,anddistress(Nguyenet al.,2022).Hence peopleare
more prone to hidingknowledg (Chatterjeeet al., 2021;Wen and Ma, 2021).In the latest
researchby Hillard et al. (2022),knowledgehidingis triggeredby S Y LJf 2 auf®&oinels
motivationsrather than lessdesirablemotivations,which put forth a different perspective

from the majority of literature (Gagneet al.,2019; Steniuset al.,2016;Connellyet al.,2012).

Gagneet al. (2019)combinedall formsof motivationsbasedon SDTo invedigate knowledge
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sharingandhidingsimultaneouslyTheresultspresentedthat autonomousmotivationplayed
the primary role in knowledge sharing. Knowledgehiding occurred when the Australian
samplehad a low level of autonomousmotivationsand a highlevel of externalregulatior it
alsohappenedwhenthe Chinesesamplehada highlevelof externalregulation(Gagneet al.,
2019).In the researchof Gagneet al. (2019),pressurecould leadto more frequent sharing
and hiding simultaneouslyjt might be becausepeoplesharedor hid knowledgeat different
times and toward different audiencesdependingon whether they could get rid of the
pressureor not. Thisis the first studyto compareantecedentsof knowledgesharingand
hiding,which canserveasinterventionsto either enhanceknowledgesharingbehavioursor
discouragedifferent forms of knowledge hiding, proving that varied motivations trigger
knowledgesharingand hiding. However,few studieshaveapplied SDTto the new research
areaof simultaneousknowledgesharingand hiding (Gagneet al.,2019;Steniuset al., 2016).
It is noticeablethat the researchedbehavioursby Steniuset al. (2016) were knowledge
sharingandwithholding.Underthe definitions of knowledgehidingandwithholding,they are
different conceptg(Oliveriaet al.,2021;Connellyet al.,2012),eventhoughtheseterms have
beenusedinterchangeablyn avastamountof research(Anandet al.,2020).Assuggestedy
Gagneet al. (2019),future researchcould draw upon the researchtopic of simultaneous
knowledgesharingandhiding Therefore jt needsmore evidenceof simultaneouknowledge

sharingand hidingbasedon SDT.

2.4.2CorporateContextand KnowledgeSharingand Hiding

Knowledgesharingandhidingbehaviourgeside in organisationalife; thus,corporatecontext
isanindispensabldactor in this project (Chatterjeeet al.,2021;Cormicaret al., 2021;Butt,
2020; Anazaand Nowlin, 2017). Ipe (2003) put forward that the culture of the work
environmentimpacts all factors in a company.Corporate culture involvesa set of basic
assumptionsabout how to determine what is real and how employeesof a group behave,
how they determine what is critical information, and when they have enough of it to
determinewhetherto ad andwhat to do (Schein1985).Culturereflectsthe values,norms
and practicesin a companywhere valuesare manifestedin norms that, in turn, develop
specific practices(De Long and Fahey,2000). If corporate culture assumesa value that
knowledgeis vital, it islikelyto establisha contextof socialinteractionsfor sharing(DelLong

andFahey2000).Also,culture determinesthe normsconcerninghe exchangeof knowledge
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between people (Jarvenpaaand Staples,2001). Meanwhile, culture influencesmembersQ
perceptionsof aspecificbehaviour(Goldet al.,2001).Chatterjeeet al. (2019)discoveredhat
peopleproactivelyshareknowledgewith the existenceof aninstrumentalknowledgesharing
climate,makingtheir businesseperformbetter in producinginnovativeideas.Consequently,
corporate culture is viewed as an enabler of knowledgesharing(Chatterjeeet al., 2021;

Witherspoonet al.,2013;Lin,2007;Bocket al.,2005).

However, some researchersalso recogniseculture as a significantbarrier to knowledge
creation, sharing and application (De Long and Fahey,2000). For instance, Tikakuland

Thomson(2017) distributed a questionnaireto 311 employeesfrom 20 Thai SMEsand

unveiledthat the mostsignificantculturalbarrierto knowledgesharingisthe extraworkload.

Bhagatet al. (2002) suggestedhat individualistcorporate culture is likely to help explicit

knowledgesharingwhilst collective culture is better at assistimg tacit knowledgesharing.
Xionget al. (2021)unfoldedthat R&Dteam membersfrom individualisticculturesare more

likely to hide knowledgethan those from collectivisticcultures,suchasChina.lt is because
R&Dteammembersin collectiveculturesdeemed knowledgehidingasundesirablébehaviour
toward their teammembers(Xionget al.,2021).The individualisticand collectiveculturesare

often perceiveal asthe distinctionbetweenWesternand Chinesecultures(Zhaoet al., 2016).
Zhanget al. (2017)discoveredthat employeesworkingin the Chineseculture characterised
as collectivistshave a high commitment to the firm, so they may not perform a specific
behaviourthat will damageorganisationabenefits, for instance,hiding their knowledge.In

the meantime,the collectiveculture possiblycausesknowledgehidingfrom thoseoutsidethe

group becauseChinesepeopleare prone to shareknowledgein light of their interpersonal
relationships(Davisonet al., 2018) and Yace-savingXHuanget al., 2011; Lewnng and Chan,
2003).Yanet al. (2016)found that face concernsnegativelyaffect knowledgesharingin the

online healthcommunity.In order to keeptheir face (knownasindividualrespect,pride and

dignity asthe outcome of socialachievements)Chinesepeople may chooseevasivehiding

insteadof direct refusalto requestfrom their colleaguegYoung,2014;Huanget al., 2011;
LeungandChan,2003).

Corporateculture is not a homogenousconstructin the workplace(McDermottandh Q5 St f >
2001). It comprisesmultiple sub-cultures characterisedby distinctive values,norms, and
practicespften leadingto employeegerceivingknowledgedifferently from other staffin the
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sameenterprise (Pentland,1995). Thus,employeesmay make significantefforts to share
knowledge(lpe,2003) Within referenceto SDTcollectivismandface-savingsubculturalraits
can be perceivedto help fulfil the competencyand relatednessof psychologicaheeds,as
peoplearewilling to establishgoodrelationshipswith other peopleto be better involvedin
corporatelife (Huanget al., 2011).Furthermore,knowledgehiding for savingface protects
2 Yy Sc@rapetent selfimage in front of others (Leungand Chan,2003). Hence, cultural

characteristicare accountedfor in the presentstudy.

Interpersonalrelationshipsare another organisationafactor that is impactedby corporate
culture,whichpositivelyrelatesto knowledgesharingand hiding (Lin,2013;ChenandHung,
2010;lpe, 2003).A positiveinterpersonalrelationshipis built on the normsof reciprocityand
expectationof trust, honestyand mutual help (Bullerand Burgoon,1996). Chenand Hung
(2010) suggestedthat interpersona trust is significantlylinked with knowledgesharingin
professionalvirtual communities.Lee and Choi(2003)discoveredthat a shortageof trust
amongpeopleisthe primarybarrierto knowledgesharingactivities.If there isno trust, there
isneitherpotent communicatiomor harmonioussharingwith others(Yang2004).Inparallel,
Zhaoet al. (2019)employedthe group engagemenimodel to examinethe leadermember
relationship and knowledge hiding. The outcome disclosed that the leadermember
relationship might affecthow muchemployeeshide knowledgefrom colleaguegZhaoet al.,
2019).Interpersonalrelationshiporientation is an outstandingcharacteristicembeddedin
Chineseculture (Chowand Ng, 2004). As such, corporate culture profoundly influences
interpersonaltrust and relationships.Furthermore,from a motivation perspective,strong
trust increasesemployee goodwill and positively influences mutual understandingand
sharing (Choi et al., 2008), which is closely associatedwith the psychologicalneed for
relatednessin SDT(Gagneand Deci, 2005; Ryanand Deci, 2000). Trust is an essential
prerequisitefor knowledgesharing(Cormicaret al., 2021).Accordinglycorporatecultureis
viewedasone of the mainfactorsinfluencingA y R A @rhdi\aalori tésfare(Lin,2007;De
Longand Fahey,2000; Davenportand Prusak,1998)and hide (Zhaoet al., 2019; Davisonet
al.,2018;Huanget al.,2011;Leungand Chan,2003).

In addition, leadershipand supportfrom managersare the criticalenablersof orgarisational

learningandknowledgesharing(Cormicaret al.,2021;Yaocet al.,2020;FullwoodandRowley,

2017;de Almeidaet al., 2016; Cavaliereet al., 2015; Buchet al., 2015; Ezeet al., 2013).
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al y I 3stppdrtdor S Y LI 2 §ollSeaaflesknowledgesharing at work (Bucket al.,
2015). When managersattempt to control employees,it would negativelyimpacts such
behaviour (Kim et al., 2015). Cormicanet al. (2021) illustrated that empowering and
participatoryleadershipwerethe two maindriversin promating knowledgesharingin a high-
tech servicecompanyin Ireland.Kingand Marks (2008)and Udayet al. (2006)stressedthat
supportivemanagerscan help create a desirablework environmentwhere people want to
engagein sharingactivitiesand activelyuse2 (i K &ndgile@lge Employeesare supposedo
behavein acertainwayif theythink that peoplewho areimportantandrelatedto themselves
hopeto encourageand appreciatesuchbehaviour(Cabreraet al., 2006).However,abusive
supervision(Anandet al., 2020; Khalidet al., 2018)and passiveleadership(Mubaraket al.,
2021)are significantenablersof knowledgehiding behaviours Evidencérom Chinesefirms
has presentedthat the managerialstylesof Chinesedleadersare characterisedby personal
preference and favouritism (Farh and Cheng,2000; Redding,1990). Thesefeatures are
influencedby the interpersonalrelationshiporiented corporateculture (Chenget al., 2002).
Thus,S Y LIt 2 &nvBellge sharingand hiding comewith a Y' I y | Ir&spdisibilityto
create a team and work environmentthat facilitates unmaskingknowledgeand thereby

enhancesvorkplaceperformance(Sukumararand Lanke 2020)

To sumup, these organisationafactors canalsoencourageS Y LJ 2 BnBwdedlg@sharing
andhidingin the contex of a smallcompany.Theexistingliterature haspaid muchattention
to the impact of corporate context on knowledgesharingand hiding in different types of
firms, such as large companiesand SMEs.However,smaltsize family businessesare still
under-representativein research(Hadjieliaset al.,2021;Cunninghanet al.,2017;Huoet al.,
2016). Accordingly the corporate context of a small family businesscannot be ignoredin

explainingknowledgesharingandhiding.

2.4.2.1.Smallsizedcontext

The most overt characteristicof small businessess their limited resources(Zhang,2009),
whichhasa salientinfluenceon knowledgesharing(Jacket al., 2008).Becausef anabsence
of resourcessmallfirms manageknowledgeor undertakeknowledgesharingin more tacit

forms, such as know-how and experiencedwisdom (Durst and Edvardsson2012). Small

businessebavebeendiscoveredo provideaconduciveenvironmentfor creatingknowledge
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dueto the smallsize,often singlesite location,and more intimate rapport amongmembers,
facilitating high-efficient communicationflows and knowledge sharing (Riege,2005). As
presentedby Dotsikaand Patrick(2013),smallerbusinesse are more informally structured
andoperatewith more sociallybasedrelationshipsthan largercompaniesFurthermore Eze
et al. (2013)foundthat the awarenes®f leadersandtheir manageriaktyleare of significance
to knowledgesharingbehaviourin SMEsWu and Parkvithee(2017)stressedthat because
the 2 ¢ y SaNilDde influencesa variety of businesspracticesand significantdecisionsthe

distribution of information andtasksis more efficientand accessibleéhan in largecompanies

built on small¥ A Nst&r@ndlessbureaucraticstructure.

Ontheflip side,the2 NH I y A sirlalisizethak&sknowledgesharinghappenin apoorway
(Riege2005).Forinstance smallbusinessefall shortin long-term strategies Theleaderdess
appreciatethe valueof S Y LJf 2 tck éwdedgetherefore, smallbusinesseso not invest
money and time into knowledgemanagementand sharingpracticesor formal employee
training (Bryan,2006; Levyet al., 2003). It can make the tacit knowledgechallengingto
disseminatan the smallfamily businesgPoultonet al.,2010).Hence the smallsizeis a non-

negligiblecharacteristiof this project.

2.4.2.2Familybusinesontextand knowledgesharingand hiding

Comparel to other typesof enterprises the distinctivecharacteristicof family businessess
that the companyis governedby membersof the samefamily or a smallgroup of families
(Zahraet al., 2007).Accordingto Tsang(2018),family businessesre often divided into two
types:traditional and professionaldependenton the extentto ¢hiring full-time, nonfamily
employeesparticularlywith the delegationof managerialauthoritye (Stewartand Hitt, 2012,
p.59). Traditional family businessestypically hire most family members in their top
managementeam,andthe scalef thistype of businessare smallor mediumin size(Tsang,
2018).0rganisationaimnanagemenprocessessuchasdecisionmakingauthority, promotion
and operational rules, are highly centralied within the owning family and may not be
uniformly applied to all the employees(Tsang,2018). By contrast, professionalfamily
businessesisually,but not always,involve non-family employeesin the top management
team; however,this type of family busnessis still effectivelycontrolled and activelyrun by

the owningfamily (Tsang2018).Consequentlyit is evidentthat family involvementplaysa
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pivotalrole in the corporatecontextof the smallfamily business

Advantageouscontextand knowledgesharing

Researcltonductedby Boteroet al. (2021) Cunningharret al. (2017 2016), Lin (2013 and

Zahraet al. (2007) hasdemonstratedthat family businesse$old somepeculiaradvantages
for knowledgesharingdue to the role of family involvement. The primary characteristic
influencedby family involvementis the leadingrole of the owner-managersor top managers
in the family andtheir leadershipwhich affectsthe formation anddevelopmentof corporate

culture andthe notion of knowledgesharing (Mallenet al., 2015).Founderglayan essential
role in corporateculture (Vallejo,2011).Theculture within the family businessembodiesthe

beliefsand aspirationsof the founders(Denisoret al., 2004).1t canbe inherited, developed
and changedby the leadersof the next generation(Boteroet al., 2021; Cunninghanet al.,

2017,2016;Lin,2013;Zahraet al.,2007),but the corporateculture will still reflectthe values,
beliefs and goals of the dominant family (Botero et al., 2021). The valuesof the family

highlightcommitment, loyalty, workingharmonyand stability of membersin the workplace
(Vallejo, 2011). Thesevalues are availablefor creating a form of collective culture and

paternalisticleadershipstylesin the workplace(Boteroet al., 2021).Chiricoand Nordpvist
(2010) revealedthat a centralisedculture facilitates protecting the inertia of knowledge
resources.Zhou (2019) posited that the leadersin Chinesefamily businessesare actually
WL G NJartd MEyfoffe@ave a higher reputation and prestige; thus, most employees
follow the W LJI (i NWhevwIeadérssdpport setting up favourable environmentswhere

individualshold open attitudes to taking risksand indulgingin conversationjt will enhance
the notion of altruismand transfer of knowledge(Cunninghanet al.,2017,2016;Lin,2013;

Zahraet al., 2007).

Theinfluenceof family involvementis beneficialto creatingan intimate form of relationship
amongmembers(Boteroet al.,2021;Zhou,2019;Sanche#amosandMaseda2014),which
is mainly associatedwith tacit-to-tacit knowledgetransfer (Cunninghanet al., 2016).It is
characterisedby the kinship between family members and its impact on relationships
throughoutthe enterprise(Boteroet al., 2021;Zhou,2019 Cunninghanet al., 2017;2016;
Zahraet al., 2007). Theserelational advantageshelp conformthe personalinterestsof the
family members to their business interests therefore, they enhance their mutual
dependenciegZhou, 2019). The mutual dependenciesamong membersin a family bring
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about a potent form of familial socialcapitalto maintain the reciprocalsocialnorms, thus
directlyinfluencingthe notion of knowledgesharing(Pearsoret al.,2008)andformulation of
reciprocallearning(Zahraet al., 2007).Lin (2013)depictedthat family businessesre less
likelyto useincentivisedsystemdor knowledgesharing.Instead they preferto rely on social
networksfor reciprocityor multi-beneficialprofits for the entire company(Lin,2013).When
facing hardship, the family memberswill work together to help the companytide over
difficulties (Zhou, 2019). Meanwhile, it enhancesinternal trust to support transferring
knowledgefrom one individualto another(Cormicaret al., 2021), particularlyamongfamily
memberg(Karraet al.,2006).Inthe earlystagesf businesslevelopmentaltruismeffectively
alignsknowledgeand objectivesbetween ownersand other employeegZahraet al., 2004).
It raises strong emotional bonds between family and non-family members acrossthe
company,influencingthe way they behave,includingknowledgesharingbehaviour(Motoc,
2020). Closeinterpersonalrelationshipsare particularly prominent in Chineseenterprises
(Gagneet al., 2019;Cunninghanet al.,2016;Lin,2013).Chinesd_JS 2 Lifel&dciirsappear
to be more relationshiporiented (Zhang,2009). Chinesepeople value responsibility and
obligationwheninteractingwith their family memberswhereasthey stressreciprocitywhen
interactingwith familiar people (Lin, 2013). For instance,people shareknowledgeto help
others out of trouble becausethey expectto obtain the same help in the future (Li,2018).
Accordingly,intimate interpersonalrelationshipswithin small businessesare helpful for

knowledgesharingamongmembers.

Disadvantageousontextand knowledgehiding

Onthe flip side someproblematicaspectsegardingthe corporatecontextcausedoy family
involvementmay generate knowledgehiding At the outset, family involvementis fertile
groundfor conflicts,suchasrivalries jealousyandexclusiorof non-familymembers(Si,2020;
Zahraet al., 2007). Theseconflicts may causeissuesof inappropriatetreatment of family
members(Chrismaret al., 2010)and a strongasymmetryof power (Michailovaand Husted,;
2003. It fracturesinterpersonalrelationshipstherebyinvokingnonfamily Y S Y 6 SéhkeQ
of exclusion(Motoc, 2020)andimpedingrelationatbasedknowledgesharingculture (Chirico
and Salvato,2008). Inappropriatetreatment of family membersand strong asymmety of
powerin Chinesdamilybusinessefleshout personalpreferenceandfavouritism(Lin,2013).

Personapreferenceliesin family relationshipsand paternalisticleadership(Zhou,2019;Farh
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and Cheng2000;Redding,1990),whilst favouritismemergesfrom differential management
(Hu et al., 2004). Personalpreferenceand favouritism from top managers(Lin, 2013) can
inducebusinesssto prioritise the knowledgeof family membersand negatethe knowledge
of non-family membersso asto maintainfamily haimony (Sonfieldand Lussier2009).Thus,
an outsiderexcluding network structure may arise from Personalpreference and top
Y |y I FdvoudtiSmbecausenonfamilymembersmaynot be valuedin the workplace(Lin,
2013). As stated by Zhou (2019), owner-managersin Chinesefamily businessedind it
challengingdo treat non-familyandfamilymembersequallyconcerningpromotion,salaryand
trust. Asa result, non-family employeesfeel excludedand distrusted and then, knowledge
hidingoccursin this context(Hadjieliaset al., 2021).Theconflictsamongmembersalsobuild
a competitiveenvironmentthat doesnot underpinknowledgesharing(Sonfieldand Lussier,
2009).In orderto avoidconflicts, membersmaywithhold their knowledge(Zahraet al.,2007).
Tothis end, the conflictsamongemployeesmpactedby family involvementare detrimental

to knowledgesharingand potentially engenderknowledgehiding.

Thenotion of knowledgesharingandthe formation of corporateculturerely onthe owneror
family members in management(Schulzeet al., 2003). Knowledge sharing, especially
individuatevel sharing,heavilydependson a complexset of motivations(Fosset al., 2010).
Sparrow(2001)hinted that owner-manageramight intentionally or unintentionallywithhold
knowledgeby deliberately avoiding providing training and developmentopportunities for
others,suchasemployeesor non-family members especiallyfor knowledgerelevantto their
expertise Whenthesesituationsoccur,internalknowledgesharingactivitieswill not actively
happen(WoodfieldandHusted,2017).Theperceptionof not-sharingexertsan adverseeffect
on other employeesacrossthe enterprises(Cunningham2020).Gradually employeessome
to believethat knowledgesharingis undesiredworkplacebehaviour(Boteroet al., 2021).
Hence,knowledgehiding would becomemore regular (Gagneet al., 2019; Steniuset al.,
2016).Anotherexceptionalinstanceconcerningknowledgehidingis that peopleendeavour
to pursueexcellentinterpersonalrelationshipswith their colleagueqHuanget al., 2011).A
situationwhere peopleshareor talk about mistakes/difficultieswith othersin a publicplace
may causeconflicts,so it will be avoidedas much as possibleto maintain harmony(Pheng
andLeong2000).Therefore knowledgehidinghappensto protect2 y Se@lings(Huoet al.,
2016;Connellyet al.,2012).
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Takentogether,the distinctivecontextof smallfamily businessesarisingfrom the influences
of family involvementcanboth promote and inhibit knowledgesharing(Cunninghanret al.,
2017,2016;Zahraet al., 2007)and may resultin knowledgehiding (Hadjieliaset al., 2021).

Therefore the corporatecontextis aninextricablepart of the presentstudy.

2.5.ConceptuaFramework

2.5.1 A model of the role of individual intentions and organisational support in either
knowledgetransfer or hiding

Pereiraand Mohiya (2021) posit a model to portray the role of individual intentions and
organisationalsupportin either knowledgetransfer or hiding by the qualitative methods,
exhibitedin Figure4. It identifieswhy employeeseither shareor hide knowledgeand how
and to what extent the organisationextendsits support towards minimising hiding and
encouragingsharingof knowledge.Thismodel choosesorganisationajusticeand+ NB 2 Y Qa
expectancymotivation theory as theoretical lenses.From the corporate perspective,a
positive environment and opennessin an organisationcan facilitate collaborative work
arrangements between employees, decreasing knowledge hiding and encouraging
knowledgesharing.In light of the organisationaljustice perspective,moral obligation in
employeestowards their companyand coworkers,for example,fairness,mutual trust and
altruism, could be developedthrough trust over time (Yangand Lee,2021). Furthermore,
from the individual perspective people sharingknowledgeenabledobtaining rewardsand
recognitionthat were of valueto them, whereasthey might hide knowledgebecauseof

psychologicabwnership(Halvariet al.,2021;Pierceet al.,2003).

Reflectingon the overarchingresearchedtopic (why employeesshareor hide knowledge
from individualandcorporateperspectives)this model,combiningpersonalmotivationsand
corporate context, providesthis researchwith some inspiration. Notably, it believes that
different motivationsdrive knowledgeshaing and hiding.However this modelis established
on organisationajusticeand+ NP 2 exXpgectancymotivation theory. Thestandpointof this
model is opposite relationships between knowledge sharing and hiding, rather than
correlated relationships. Meanwhile, Pereira and Mohiya (2021) highlighed future
researchersnayneedto considerapplyingthis modelto different contextswhereknowledge

sharingandhidingare necessaryo be understood andthis modelcanbe extendedandbuilt
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on more relevant theoretical lensesand using more qualitative researchmethods (e.g.

interviewsandfocusgroups).

Above all, herein, individual intentions based on organisational justice and + NB 2 Y Qa
expectancymotivationtheory in this modelmaybe substituted by motivationswithin SDTto
exploreknowledgesharingand hidingin this study. Onthe other side,the corporatecontext
of the smallfamily businessemfluencedby family involvement(Boteroet al.,2021)isadded
in this research becauseit is significantfor the smallfamily businesscontextto construe
knowledgesharingand hiding. Within SDT different typesof motivationsthat affect people
to behavein a certainbehaviourareinfluencedby the externallysocialcontextandindividual
differences(Deciet al.,2017;Steniuset al.,2016).In this vein,thismodelcontributesvaluable
inspirationto this study. Furthermore,a semistructured interview and documentanalysis
may be consideredusingdata collection. Finally,this model is establishedon the opposite
standpointof the relationshipbetweenknowledgesharingand hiding.Hence thereisaneed
to developa frameworkto understandknowledgesharingandhidingin tandem(Hadjieliaset
al.,2021;Singh2019).

Figure4: Model about the role of individual intentions and organisationalsupport leading
to either knowledgetransfer or hiding

Individualintention
(positive)

Indlviduuli_nllmlh)n Knowledge sharing |~
(negative) T
Positive organization
outcomes

Organizational support

(positive)
Knowledge hiding — .._____‘—‘_._._.‘
Negative organizational
outcomes
Organizational support
(negative) - — - - — -
Figure 2: Role of individualintentions and ¢ ganizational support leading to
either knowledge shari’ 5 or hiding

SourcePereiraandMohiya(2021,p. 373)



2.5.2ConceptuaFrameworkin ThisStudy

Todevelopa conceptualwarenes®f relevantresearchthemes,a conceptualframeworkfor

this study hasbeen constructedto inform the interview designin the data collectionstage.
Themodelof Pereiraand Mohiya(2021)and SDTinspirethis studyto focuson four concepts:
knowledgesharing knowledgehiding,organisationatontextand motivationaldriversbased
on SDT.

Thefirst conceptis knowledgesharing.Zahraet al. (2007)and Wen and Wang(2021)were
the key authors to inform the knowledgesharingof this study, asthe outcomesfrom these
studies demonstrate that family businessesand Chinesemanufacturingcompaniesoften
adoptformal andinformal mechanismgor employeego shareknowledge t highlightedthe
signficance of formal and informal knowledgesharingpracticesin the context of family

businesseandthe Chinesananufacturingsector,whichfall into the focusof this study.

Thesecondconceptis knowledgehiding. Knowledgehidingin this researchhasbeen mainly
affectedby the papersof Connellyet al. (2012)and Pereiraand Mohiya (2021).Connellyet
al. (2012)werethe first to distinguishknowledgehidingfrom other aspectsanddevelopit as
a separatetopic in the knowledgemanagementfield. The definition of knowledgehiding
proposedby Connellyet al. (2012)is alsothe mostcited in the correspondindield. However,
Pereiraand Mohiya (2021) revealedthat knowledge sharingand hiding were causedby
S Y LJX 2 én®eltian® and (positive and negative) organisational support. They also
suggestedhat future researchergonsiderapplyingtheir outcomesto different contextsand
through more relevanttheoreticallensesand qualitative researchmethods(e.g.interviews
and focusgroups).Hence,the study of Pereiraand Mohiya (2021)providedinspirationfor

this project.

Thethird conceptrefersto different motivationsfor knowledgesharingandhidingbehaviours
basedon SDT Throughreviewingthe literature, only Steniuset al. (2016)and Gagneet al.
(2019) applied SDTto probing knowledge sharingand hiding at the sametime. In this
circumstanceeven if both studiesemployed quantitative approachesthe consequences
facilitatedthe NB a S | Nd0lé&s$aNdihgf different motivationsfor knowledgesharingand
hidingin depth.
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Thefinal conceptinvolvescorporatefactorsof the smallfamily businessn both behaviours.
Thestudiesconductedby Cunninghanet al. (2017),Motoc (2020)and Hadjialiaset al. (2021)
have presentedthe advantagesof small family businesseshelping employeesto share
knowledge whereasHadjialiaset al. (2021)providedthe first evidenceof the disadvantages
in this contextleadingto knowledgehidingamongpeople.Theoutcomesfrom thesestudies
provideda fundamentalunderstandirg of how organisationafactorsinfluenceemployeedo
shareandhide knowledgein the smallfamily businesontext.Notably,Lin (2013)explained
knowledgesharingin the family businesfrom Chineseculturaldimensionslt hasdeepened
the NB a S| Neinfpieiedisionof the knowledge sharing phenomenonwithin Chinese

culture.

Asconcludedabove,the conceptualframeworkhassummarisedour conceptsin Table3.

Table3: ConceptualFramework

Concept/Theme 1: Knowledge Sharing
References Research methods Findings

Formal and informal knowledge sharing practices
positively associated with the strength of family firn
technological capabilities.Furthermore, the number of
generations involved in management strengthens f{
relationship between both formal and informal knowled
sharing mechanisms and family firms' technologi
capabilities, while the percentage of top managers who
family membes strengthens the informal knowledge sharn
technological capabilities relationship.

Level of knowledge structure, sedfficacy, leadership suppor
and KS culture all have a significamispive effect on both
formal KS and informal KS while trust only positively affe
formal KS and information technology support positiv
affectsinformal KS. Both formal KS and informal KS positi
contribute to the task performance of manufacturir

Mail survey with 209 family

1) Zahra et al. (2007) companies

Online questionnaire with

2) Wen and Wang (2021) 530 respondents

companies.
Concept/Theme 2: Knowledge hiding
References Research methods Findings
This research has established that knowledge hiding ex
Mixed methods: which distinguishes knowledge hiding from related conce
A daily short survey with 35| (knowledge hoarding and knowledge sharing). The outco
respondents based on found that knowledge hiding is comprised of tbereelated
3) Connelly etal. (2012) eventbased experience factors: evasive hiding, rationalized hiding, and playing du
sampling methodology Each of these hiding behaviours is predicted by distrust,
and 11 interviews each also has a different set of interpersonal a

organizational predictors

Good intentions were important reasons for shari
knowledge. Employees who hid knowledge derived fr
knowledge power, impacting on overall knowledge shar
culture. Positve organisational suppored to knowledge
sharing, whereas negative organisational support led
knowledge hiding.

Document analysis of 242
first hand employees'
comments

4) Pereira and Mohiya
(2021)

Concept/Theme 3: Motivations for knowledge sharing and hiding based on SDT
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References

Research methods

Findings

5) Stenius et al. (2016)

Online survey with 200
respondents

Autonomous type of extrinsic motivation (identifig
motivation) was the strongest predictor of knowledge shar
(in work meetings) and its quality, whereas the oth
motivation types (Intrinsic, introjected, and external) had
independent catribution to variance in knowledge sharin
Knowledge withholding was negatively associated W
identified and positively with external knowledge shari
motivation.

6) Gagne et al. (2019)

A panel of survey with 394
employees

Cognitive jobdemands and job autonomy were positive
related to knowledge sharing frequency and usefulness
autonomous motivation to share knowledge. Ta
interdependence was positively related to the three forms
knowledge hiding (evasive and rationalized hidingd playing
dumb) via external regulation to share knowledge

Concept/Theme 4: Corporate context factors and knowledge sharing and hiding

References

Research methods

Findings

7) Lin (2013)

Questionnaire with 131
family firms and 25@&0n-
family firms

Although the supervisors of family firms have a low
preference for incentive reward systems for knowled
sharing, they demonstrate a higher preference for centraliz
knowledgesharing networks and differential patterns.

8) Cunningham et al (2017)

Survey with 110
respondents

This research investigated leadership in small family firm
acknowledge diversity in leadership approach and found
implications of this diversity for perceptions of knowled
sharing. Two distinckeadership approaches are uncovere
020K 2F ¢gKAOK NBfFGS LIaaA
knowledge sharing. The influence of family is seen to
associated with a guidandeased leadership approach, mag
up of supportive and instructional behawirs, whereas g
leadership approach based on participative behaviour bg
no meaningful relationship with family influence. Thus,
choice in leadership approach is presented, contrast
organizationfocused participation against familgfluenced
guidarce.

9) Motoc (2020)

9 semistructured
interviews from 6 small
companies

There is a large amount of tacit knowledge, while the exp
one is less important across family businesses. The

prominent procedure for the transfer of knowledgesscial
interaction. This is linked to the culture family compan
have, is clearly expressed that the working atmosphere all
ideas and knowledge interaction to occur unconstitutiona
However, this kind of familial feeling invoked may also
present in nonfamilial companies of the same size. T
difference comes from the family members who are unablg
separate themselves from the professional role, impacting
knowledge transfer and the places and time this takes for|

10) Hadijielias et a(2021)

51 interviews

Members of farming business families act as stewards
behave in ways that facilitate the sharing or hiding of busin
knowledge. Business families act in secrecy and ex
behaviours that can hide business knowledge in the prese
of actors who are distrusted, since they carry a risk
knowledge appropriation. Conversely, they share knowle
with individuals they trust to fill resource gaps throu
behaving in an open manner

Sourcew S & S I NeOOEIAAI &

2.6 ResearclGap

The literature review of this researchaims at three scopes:knowledge management
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(knowledge sharing and knowledge hiding), individual motivations within SDTand the
corporatecontextof the smallfamily businesslt hasbeenfoundthat researchon employeS & Q
tacit knowledgesharingis mature (Ouédraogaand Rinfret,2019; Chenet al., 2018;Islamet
al.,2018;Gardiner,2016;Cavalierest al., 2015;Zhangand Jiang2015;Cavalierest al.,2012;
Ezeet al.,2013;Aliakbaret al.,2012;LiuandLiu,2011;Chrico, 2008;Choet al.,2007;Zahra
et al.,2007;Cabreraand Cabrera2005;Riege 2005;Ipe, 2003;Bartoland Srivastava2002).
Followingknowledgesharing,sinceConnellyet al. (2012)firstly proposedthe definition of
knowledgehiding,the latter has drawn researcher&attention in the pastdecade(Oliveriaet
al.,2021;Pereiraand Mohiya,2021;Shrivastaveat al.,2021;Xiaocand Cooke 2019;Gagneet
al.,2019;Connellyet al.,2012).However traversingthe literature, somegapshaveemerged
amongthe three majorresearchscopesaspresentedin Figureb. Thesegapsare summarised
asfollows.

Figure5: Gapsin the literature.

KS: knowledge sharing
Family Business KH: knowledge hiding
KM: knowledge management
1 Small size company is SDTselfdetermination theory
underrepresented (Hadjielias et al.,
2021)

1 Lack of KH in Family businesses
research (Hadjielias et al., 2021)

9 Distinctive characteristics: the family
Ay@2t oSYSy i F2NJ ¢
KH (Botero eal., 2021)
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In the first place,in the literature on family businessessomeresearchon knowledgesharing
has looked at large or mediumsizedcompanies(Botero et al., 2021; Pittino et al., 2018;
Woodfieldand Husted,2017;Lin,2013;Zahraet al., 2007)whereassmallfamily businesses
remain underrepresented(Hadjieliaset al., 2021; Motoc, 2020; Arzubiagaet al., 2019;
Cunninghanet al.,2017,2016).Thissituation hasemergedbecauseknowledgesharingand
learning in small businessesare often informal and contextualisedin daily practical
applications(Fullwoodand Rowley 2021).Knowledgesharingand learningare not apparent
in organisationalife; asa result, it is hard to capture these processesn smallbusinesses
(Short,2019).

What@ more, the existingstudieson knowledgesharingwithin family businessefavetwo
main streams.One exploresknowledgesharingbetween family members(Hadjieliaset al.,
2021; Botero et al., 2021; Motoc, 2020; Woodfield and Husted,2017; Cunninghamet al.,
2017, 2016; Lin, 2013; Zahraet al., 2007 and how these sharing activities impact the
successiolfCabreraSuarezt al.,2018)or the developmentcapabilitiesof the businesgFang
et al., 2018). The other has focused on how knowledge sharing impacts organisational
processesand performance(Araibiagaet al., 2019; Pittino et al., 2018; Zahraet al., 2007).
Investigatiors of the antecedentsof knowledgesharingwithin the family businesshave
typically drawn on the perspectiveof family involvementand its positive and negative
influenceson knowledgesharing(Hadjieliaset al., 2021;Boteroet al., 2021; Woodfieldand
Husted,2017;Cunninghanet al.,2017,2016;Lin,2013).Noteworthily,Hadjieliaset al. (2021)
provided the first empirical evidenceon knowledgehiding in the context of small family
businessesThissubjectremainsalargelyunexploredopic with the familybusines$ackdrop.
Asanalysedby Pereriaand Mohiya (2021),the researchtopic regardingknowledgehidingis
in its infancystage.Thereneedsto be more empiricalevidenceon knowledgehidingin small
family businessego respondto the call for understandingknowledge hiding in diverse

contexts(Pereriaand Mohiya,2021).

Secondthere is a theoretical and empiricalgap in a new conceptualisationn knowledge
management literature: explanations of simultaneous knowledge sharing and hiding

behaviour (Hadjieliaset al., 2021; Pereiraand Mohiya, 2021; Gagneet al., 2019). Few
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theoretical modelshave been developedfor this new researchtopic (Aleksicet al., 2021,
Pereiraand Mohiya, 2021). Prior literature has investigatedeither knowledgesharingor
hidingseparately(Cormicaret al.,2021;Honet al.,2021;Seniuset al.,2017;Cavaliereet al.,
2015;Olatokunand Nwafor,2012;Connellyet al.,2012).1t is becauseknowledgehidingasa
separate researchtopic has just started in 2012 (Connellyet al., 2012). Even though
knowledgehidinghasattractedincreasngattention from researchers&ndpractitionersin the
recentyears(Oliveriaet al., 2021; Pereiraand Mohiya, 2021; Shrivastaveet al., 2021; Xiao
and Cooke,2019; Xionget al., 2021), this researchsubjectis still in its infancystage(Pereira
and Mohiya, 2021), especiallyin the family businessliterature (Hadjieliaset al., 2021).
Besides,knowledge hiding, similar to knowledge sharing,is an individually autonomous
behaviour,heavilyrelying on individualmotivations (Halvariet al., 2021; Shrivastaaet al.,
2021;Xionget al.,2021;Huoet al.,2016;Peng,2013).Thus,it is hardto captureknowledge
hidingbehavioursgspeciallyfor tacit knowledge(Singh2019)in the workplace(Hadjieliaset
al., 2021). Herein,researchinghe new conceptualisabn of the co-existenceof knowledge
sharingand hiding becomesthe primary purposeof the presentpaper.lt is alsocritical to
develop a theoretical model to explain simultaneous knowledge sharing and hiding

behaviours.

Third, a theoretical and empiricd gap hasalsobeen found in applyingSDTto researchon
knowledge hiding (Yangand Lee, 2021; Wang et al., 2018) and its co-existence with
knowledgesharing(Gagneet al., 2019; Steniuset al., 2016). SDTis an extensivelyapplied
theoryto analysendividualmotivationsin knowledgesharing(Halvariet al.,2021;Honet al.,
2021;Wuet al.,2021;Gagneet al., 2019; Steniuset al., 2017;Steniuset al., 2016;Cavaliere
et al.,2015)but few haveusedit to exploringhiding(Hillardet al.,2022;YangandLee,2021;
Wang et al., 2018). For example, Rezwanand Takahashi(2021) reviewed 88 studies
concerningthe psychologicateasonsbehind knowledgehiding between2009and February
of 2021 within different contextsand unraveledthat only two researchconduwcted by Gagne
et al. (2019)and Steniuset al. (2016)applied SDTto simultaneousknowledgesharingand

hidingbehaviours.

Furthermore muchof the literature isbasedon the distinctionbetweenintrinsicandextrinsic
motivation (Cavaliereet al., 2015; Olatokunand Nwafor,2012).Note that the core of SDTis
the classificatiorof people@ motivationinto diverseformsto explainbehaviourghroughthe
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extentto whichthe three basigpsychologicaheedsare satisfied(WangandHou,2015;Gagne
and Deci, 2005). Multiple motivationsin SDTcould be more helpful in understandingthe
simultaneousknowledge sharing and hiding behavioursthan the traditional dichotomy
between intrinsic and extrinsic motivations This is becauseintrinsic motivation cannot
impossiblyaffectemployeedo dothe workplacebehavioursconstantlyor veryoften (Stenius
et al., 2016), how to define inherent enjoyment and interest as intrinsic motivation
differentiatesfrom people(Steniuset al.,2016);humanbehavioursaretriggered by anumber
of motivesmotivationsoften simultaneouslyput not necessarilympactin equality (Deciet
al.,2017;Chemolliand Gagne2014;Vansteenkisteet al., 2009).Acknowledgeyy Gagneand
Deci(2005)that six forms of motivationswithin SDTare reflected in different reasonsfor
people® behaviours,and these reasonsprovide the approachfor assessinghe types of
motivations, SDTthus, with a multidimensionalview could better accommodateprobe
different reasonsfor tacit knowledgesharingand hiding than the traditional dichotomy
betweenintrinsicand extrinsicmotivation. Hence,SDTcould effectivelyrespondto the calls
of Gagneet al. (2019) and Pereira and Mohiya (2021) that it entails using primary
interview/focus group data and a more theoretical lens, such as SDT,in the researchof

simultaneousknowledgesharingand hiding.

The abovegapsinspiredthe researcherto setthe central questionsand objectivesof this
study.First,it investigateghe new conceptualisatiorof simutaneousknowledgesharingand
hiding by focusingon the smallfamily businesscontext. Second SDTis usedasthe guiding
theoryto combinewith the corporatecontextof smallfamily businesseso addresghe gaps.
Therefore,the main researchquestionin the presentstudy is why skilledemployeesshare
and hide their knowledge.In order to achievethe researchaim, this study has set the
following generalresearchquestions:
1 Howdo skilledemployeesperceivetheir tacit knowledgein the smallChinesegamily
business?
1 Howdo skilledemployeesshareandhidetacit knowledge?
1 Why do skilled employeesshare and hide knowledgefrom the motivational and
corporateperspectives?
1 Whatrecommendationg€anbe madefor the owner-managergso improveknowledge

sharingand hidingbehaviours?
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Forbetter addresing this question,the researchobjectivesare fourfold:

1 Toidentify how skilledemployeesperceivetacit knowledgewithin the Chinesesmall
family businesontext.

1 Toexplorehow skilledemployeesshareandhide tacit knowledge.

1 Toanalysewhy skilled employeesshareand hide tacit knowledgeand provide the
appropriate recommendationsfor motivating knowledge sharing and mitigating
knowledgehiding.

1 Todevelopa conceptualframeworkto visualiseknowledgesharingand knowledge

hidingsimultaneously.

Summary

This chapter has presented the literature review around the small family businesses,
individuaktacit knowledge, knowledge sharing and knowledge hiding, motivational
perspective and corporate context, and the gaps in the literature. The purpose of the
literature review was to look critically at the literature on knowledge sharing and hiding and
the reasons for triggering both behaviours from motivational and corporatspectives at
small family businesses to identify gaps. The first section reviewed the literature relevant to
individuattacit knowledge. The second was ardiepth review of different understandings of
knowledge sharing: the definitions, mechanisms anekle of sharing. The third aimed to
comprehend knowledge hiding compared to relevant concepts: knowledge withholding, and
knowledge hoarding, and through a thorough discussion of the relationship between
knowledge sharing and knowledge hiding. The foggttionmade a systematiexplanation

of reasons for knowledge sharing and knowledge hiding from the motivation perspective and
the corporate context of the small family business. Additionally, it also proddedceptual
frameworkto concludethe core cmcepts on knowledge sharing, hiding, motivational and
corporate factors on both behaviours from previous literatufiee final sectiorsummarised

the gaps in contemporary literature on knowledge sharing and hiding within small family

businesses.
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CHAPTER: RESEARQWETHODOLOGY

Introduction

Thischapteraimsto discusghe methodologyappliedin the studyandarticulatethe rationale
behind the selection.Overall,the entire researchprocessincludesthree stages:research
paradigmidentificationand researchdesign datacollectionanddataanalysisThischapteris
dividedinto sixmainsectionsto elaborateon thesethree stagesit commencesy discussing
the philosophical position, including the ontological and epistemologicalassumptions,
deductive andinductiveapproachesandquantitativeandqualitativeapproacheselevantto
thisresearchThesecondpart presentsa detailedresearchdesignandrationalefor selecting
a casestudy. Thirdly, it illuminatesdata collectionin this study. Secton four discusseshe
dataanalysisand sectionfive discusseshe validity andreliability of the researchwhichare

associatedvith the trustworthinessof this study.Finally there is a summaryof this chapter.

3.1 ResearctPhilosophy

Saunderset al. (2009)defined researchphilosophyas beingthe NB a S | NEiéf S Q
knowledge development that affects how researchis conducted. Accordingly,research
philosophyevidenceshe worldviewwithin which researchis situatedand guidesthat every
stepinthe researchprocessshouldbe appropriateto or shouldfit with the purposeandfocus
of the research(Quinlanet al., 2019). Brymanand Bell (2015) presentedthat research
philosophycould be understoodas a researchparadigm.Denzinand Lincoln(2011,p.91)
definedaresearchparadigmasda basicsetof beliefsthat guideaction'. Saunder®t al. (2009)
positedthat there is no researchphilosophybetter than another,aseachis better at doing
different things. In order words, whether one philosophicd assumptionis more applicable
than others dependson how well researchergeflect on their researchand answertheir
researchquestions.Consequentlyto have comprehensiveknowledgeof philosophyis the
commenceto appropriatelydesignthe researchto addressresearchquestionsandto avoid

ambiguityand confusion(EasterbySmithet al., 2021).

3.1.1PhilosophicalAssumptions:Ontologyand Epistemology

As EasterbySmith et al. (2021)set forth, most of the central philosophydebatesconcern
mattersof ontology and epistemology Ontologyis aboutthe nature of reality and existence;

andepistemologyefersto the theory of knowledgeandfacilitatesresearcherso understand
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the bestway of enquiringinto the nature of the world (Creswell2013).Thus,it is pivotal to
be mindful that nature and socialsciencegenerallyextract from different ontologicaland
epistemologicahssumptionsvhen selectingsuitablemethodologiedor conductingresearch

(Quinlanet al., 2019).

3.1.1.10ntology

Ontologyisthe startingpoint for the majority of debatesamongphilosophergEasterbySmith
et al., 2021).0Ontologyrelatesto the nature of reality, to the study of beingand to human
0 S A ywaysofbeingin the world (Quinlanet al., 2019).In general,ontology mainly deals
with the issuesof whether socialrealities are independentlyexistent from participantsin
societyor establishedfrom and interrelated to their perceptionsand actions (Denzinand
Lincoln,2011).At this point, ontologyconsistsf objectivismand subjectivismTheobjectivist
position considersthat social phenomenaindependently exist and are not affected by
participants(Bryman,2012).In objectivist positions,scientistsfurther explainit by realism
and internal realism (EasterbySmith et al., 2021). Realismemphasiseghat the world is
concreteand external,andthat sciencecanbe developedonly wherebydirect observations
of the phenomengEasterbySmithet al.,2012).Internalrealismbelieveghat thereisasingle
reality, but researches are never possibleto accesseality directly (EasterbySmithet al.,
2021).Thephenomenacanonly be investigatedby indirectevidenceof fundamentalphysical
processeqPutnam,1987). In this position, researchersare absolute and independent of
obsewation (EasterbySmith et al., 2012). A helpful example of managementstudies by
EasterbySmith et al. (2021) explainedthis position. In objectivist positions, management
functions are almost the samein different organisations even though managersperform

within variousmanagemenstructures(Saunder®t al., 2009).

On the other hand, subjectivism/constructivismbelieves that social phenomena are
continuouslyconstructedby socialactorsin the phenomenaLuneandBerg,2017).Basedon
this position, subjectivism has been divided into two types: relativism and nominalism.
Relativismsuggestghat scientificlaws are createdby people (EasterbySmithet al., 2021).
Peoplehold different views,andtheir ability to acceptthe truth from othersmayrely ontheir
status and previousexperience thus, the truth of a particularidea and theory is reached

whereby discussionsand agreementsamongthe main socialactors (EasterbySmithet al.,
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2012). As a result, in relativist positions,there is no singlereality that can somehowbe
discoveredbut there are many perspectiveson the issues(Collins,1983). The nominalism
positionsfurther arguethere is no truth, and how to establishdifferent versionsof truth

dependson LJS 2 LIin§u@geand discoursg(Cunliffe,2001).

In summary,regardlessof which positionsare, the main characteristicof ontology are the
numberof truths andthe participatoryrole of researchersor observerdDenzinand Lincoln,
2011).Accordingo the abovediscussionfour ontologicalpostions are summarisedn Table
4.

Table4 Fourdifferent ontological positions

Realism Internal Realism Relativism Nominalism

Truth exists, but is

Truth Single truth
obscure

Many truths No truth

Facts are all human
creations

. Facts are concrete, but Facts depend on
Facts exist and

Facts cannot be accessed viewpoint of
can berevealed .
directly observer

SourceEasterbySmithet al., (2021,p. 75)

3.1.1.2Epistemology

Saunder®t al. (2016)explainedhat ontologyrefersto what we mayknow,andepistemology
refersto how we knowwhat we know. Epistemologys the studyof the nature of knowledge
andwaysof enquiringinto the physicaland socialworld (EasterbySmithet al., 2021).1t has
shapedthe foundationfor a sustaineddebateamongsocialscientistsasto how socialscience
researchshould be undertaken (EasterbySmith et al., 2012). There are two prominent
researchpositions:positivismandinterpretivism,distinguishedy whetherthe role of human
factorsistakeninto accountin the constructionof socialknowledge(Blumberget al.,2014).
As these two epistemological positions have been widely used in the mainstream
mythologicalliterature, the choiceof whichto applyto a studyhasseveralimplications(see

Table5)
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Table5: Contrastingimplicationsof positivismand interpretivism

Positivism Interpretivism
The observer Must be independent Is part of what is being observed
Human interests Should be irrelevant Are the maindrivers of science
. . Aim to incr: neral understandin
Explanation Must demonstrate causality 0 increase general understanding g

the situation

Research processe Gathering rich data from which ideas arg

Hypothesis and deductions

through deducted
. : Need to bedefined so that they can be | Should incorporate stakeholder
Units of analysis .
measured perspectives

Concepts Should be reduced to the simplest tern a f © AyOtdRS UKS 02
situation

Generalisation Statistical probability Theoreticaldistributions

through

Sampling Large numbers selected randomly Small numbers of cases chosen for spec

reasons

SourceEasterbySmithet al., (2021,p. 83)

Thetwo mainepistemologicaparadigmswithin the field of managemenstudyareexplained
in the following sectionsbelowin more detail. A justificationfor the decisionmadeon which

researchphilosophysuitsthis researchwill be discussed.

Positivism

Thecore of positivismis that the socialworld existsoutside and that its propertiescanbe
measired through objective methods, rather than being inferred subjectively through
sensation, reflection or intuition (EasterbySmith et al., 2021). Positivismbelieves that
knowledgeexistsindependentof humanfactors(EasterbySmithet al.,2012).Moreover, it is
through an empirical study that a positivism paradigm seeksto develop a theory with
assumptionsbeing investigatedconcerningthe correlation between at leasttwo variables
from previous literature and or research studies (Remenyiet al., 1998). In so doing,
researchersoften determineto start with existingtheorieswhen designingdata collection
and analysisresearch,particularly via developinghypothesesto test (Punch,2014). The
positivisttendencyaimsto identify the root causesof socialphenomenaandto searchfor
facts without correspondingsubjectivestatementsmade by people (Manganet al., 2004).
Furthermore,accordingto Saundert al., (2009),researcherconductingpositiviststudies

seekto apply generalisedindingsto a wider population. Theconsequence$rom positivist
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researchare similarto thosefrom physicaland naturalresearchin that resultscanbe made
into generalisationghat are 'law-like' (Creswell2003).In the end, positivismalsoassumes
that socialphenomenacould be developedinto amodeland similarlyappliedby researchers
(Bryman 2012).However the numericdatacannotprovidean understandingof experience,
beliefsand meanings.Thus,researchershave stressedthe significanceof qualitative data,

whichfallsinto the interpretivist paradigm.

Interpretivism

Interpretivismhasbeendevelopedby philosophersasa result of the limited achievemenbf
applying positivist principlesto socialscience(Quinlanet al., 2019). Theselimitations of
positivismarise from a viewpoint that reality is not objective and external but is socially
constructedandis providedmeaningby humanbeingsin their dailyinteractionswith others,

knownassocialconstructivism(EasterbySmithet al., 2021).

Interpretivismis alignedwith socialconstructivism(SavinRBadenand Major, 2013), which
holdsthat socialreality is constructedbasedon interpretation and interactions(Quinlanet
al., 2019).Thispositionaimsto the methodsthat people understandthe world, particularly
through sharingtheir experiencesvith othersviathe mediumof languaggEasterbySmithet
al., 2021). Interpretivism claimsthat learningabout a social phenomenonshould involve
exploring interactions between social knowledgeand humans (Silverman,2015) and the
observeris contendedasbeinga part of the reality beingobserved(Brymanand Bell,2007).
Researcherm interpretivismstudiesare curiousaboutall varietiesof experiencesndevents
and seekto addressWK 2 ¥ @ KanW ¢ K fugdions, thus, interpretivism allows to
investigatethe socialphenomenonfrom diversegroupsandadmitsdifferent influencesfrom
peopleandtheir interpretationsof knowledge(Ritchieet al., 2013).Assuch,interpretivism
researchoften usesnon-statisticaldata gathered through interviewsand observationrather
than causality of measurements(Bryman, 2012). Rather than a reductionist quality,
interpretivismresearchexaminesa holisticand complexsituationin the realworld (Remenyi
et al., 1998).Hence,asEasterby3mith et al. (2021)highlighted,interpretivismphilosophyis
significantfor peopleto makesenseof the world and investigatethe phenomenawithin the

businessand managemendiscipline.
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Comparingstrengthsand weaknesse®f the positivismand interpretivism paradigm

Thetwo main epistemologicaparadigmshavedifferent implicationsfor how a study should
be conducted(Creswell2003).Comparinghe strengthsandweaknessebetweenpositivism
and interpretivismenablesthe researcherto selecta suitablemethodologyand methodsin

the following researchprocess.

Positivismparadigmsperceivethe truth that is concreteand externaland separatefrom the
observer(EasterbySmithet al., 2012).In this case,the main strength of this paradigmcan
provide an objective explanationof the world or situations. Moreover, researchersoften
determine to start with existing theories when designingdata collection and analysis
research,particularly via developinghypothesesto test (Punch,2014). It helps postivism
studieshavea clearfocusat the outset (Saunderst al., 2009).In addition, it is economical
andfastto collecta largeamountof datafrom largesamplegSaundert al., 2009).Asthe
datafrom positiviststudiesare statisticsfrom alargesample(Creswell2003),the resultscan
cover a wide range of situationsand be appliedto a wider context (EasterbySmithet al.,
2012).Converselypositivistresearcheraise quantitative methodsto gatherdata, which is
consideredasbeingrather inflexible and artificial (EasterbySmithet al., 2021). Thenumeric
data helps examinecorrelationsamongvariablesbut is not effective in the understanding
phenomenain depth (Saunderst al., 2007).Positivismfocuseson testing hypothesesrom
previousliterature (Saundert al.,2009),assuch,it is not very helpfulin generatingtheory

(EasterbySmithet al.,2021).

Thestrengthsandweaknessesf the interpretivismparadigmare complementaryto thoseof
positivismabove.Accordinglyjnterpretivismis conduciveto lookingat the changeprocess
over time and understandingLJS 2 Ldheéafngsand phenomena(EasterbySmith et al.,
2021), especiallyunderstandinghow and why questions(Saunderset al., 2007). Through
interpretation from people, interpretivism can emerge new ideas and contribute to the
evaluationof new theories (EasterbySmith et al., 2012).However,the acquisitionof data
would take up a greatdeal of time and resourcesandthe correspondinganalyticalprocess
may be complexanddifficult, dependingon the intimate andtacit knowledgeof researchers
(EasterbySmithet al., 2021).Thenature of subjectivismin interpretivismstudiesmay cause
low credibility problems (Saunderset al., 2007). The above strengthsand weaknesseof
positivismand interpretivismare concludedin Table6.
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Table6 Strengthsand weaknesse®f positivismand interpretivism

Positivism Interpretivism

Economical collection of a large amount g Facilitates understanding of how and why.
data. Clear theoretical focus for the
research at the outset. Greater opportunit
for researchers to retain control of the
research process.

Strengths

Enables a researcher to be alive to change
that occur during the research process.
Easily comparable data Good at understanding social processes.

Inflexible- direction often cannot be Datacollection can be tim&onsuming. Data
changed once data collection has started.| analysis is difficult.

Weak at understanding the social process Researcher has to live with the uncertainty.

Weaknessey ofen does not discover the meaning Patterns may not emerge.
people attach to social phenomena

Generally perceived as less credible by-nor
researchers.

SourceSaunderst al., (2007,p.74)

3.1.1.3Justificationof philosophicalassumptionfor this research

The research philosophy of this study is interpretivism. The first reason is based on
considerationbetweenontologicaland epistemologicahssumptionsAsdiscussedpntology
relatesto the nature of reality, to the study of beingandto humano S A ywasofbeingin
the world (Quinlanet al., 2019). Ontology mainly dealswith the issuesof whether social
realities are independently existent from participantsin society or establishedfrom and
interrelated to their perceptionsand actions(Denzinand Lincoln,2011). Accordingto the
scopef ontologicalpositions,it aimsto investigatethe W (i Natmlpkogeits existencen the
realworld. However this researchseeksto understandhow and why knowledgeemployees
share or hide tacit knowledge.The main purposeis to shapetheory created by sharing
experiencesandinteractionsamongsocialactors(EasterbySmithet al.,2012).Therefore the

ontologicalassumptionsdo not suitthis research.

The second consideration is established on the distinction between positivism and
interpretivism. As discussedn Section2.4.1.1.,tacit knowledgeis embeddedin people's
minds, and both knowledgesharingand hiding are the product of socialinteraction and
multiple sourcesof motivation (Cormicaret al.,2021;Halvariet al., 2021; Xionget al., 2021,
Islamet al.,2018;de Almeidaet al.,2016;Steniuset al.,2016;Cavalierest al.,2015 Lin,2007;

Kankanhallet al., 2005).Therefore learningwhy peopleshareand hide knowledgedepends
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on their perceptions and interpretations of these behaviours, consistent with the
characteristicsof the interpretive paradigm (EasterbySmith et al., 2021). Especiallythis
researchseekdo exploreW K 2agd® ¢ Kskill@demployeeshareandhide knowledge which
interpretivism contributes to addressing¥ K 2ahdX ¢ Koggeltions(Ritchieet al., 2013).
Correspondingo the datatype, interpretativedatacanbetter achievethe questionsof WK 2 g Q

andW¥ g Kah@rthan numericor statisticaldatafrom positivistresearch.

In addition, interpretivism allows an investigationof the socialphenomenonfrom small
samplesizeswith diversecharacteristicsand admits different influencesfrom people and
their interpretations of knowledge (EasterbySmith et al., 2015; Ritchieet al., 2013). The
researchcontextfocuseson smallfamily businessesAccordingo the definition of the small
familybusinessn China(seeSectionl.3,p. 68),participantsin the smallscalebusinessvould
not possiblyinvolvea largenumberof people.In this case the acquisitionof datafrom large

sampleswithin the positivismparadigmmaynot be feasibleand suitable.

Finally jnsteadof areductionistquality,interpretivismresearchexaminesa complexsituation
in the realworld (Remenyet al., 1998).With regardto the pastliterature, in the smallfamily
businessknowledgesharingandlearningarenot apparentin organisationalife (Short,2019).
Likewise,knowledgehiding refers to silent and non-expressionbehaviours(Singh,2019;
Connellyet al., 2012).As a result, knowledgesharingand hiding are complexand hard-to-
capture behavioursin the smallfamily businesscontext. Interpretation from employeesin
thiscontextcanhelpinvestigatethesecomplicatedsituations Therefore thisresearchadopts

the interpretivismparadigm

3.1.2ResearchApproaches
3.1.2.1Deductionand induction

Onthe foundationof interpretivism,a specificapproachis of greatimportanceto addresghe
researchguestions BrymanandBell(2015)statedthat before choosingesearchapproaches,
thereisaneedto decidewhetherthe researchshouldbe guidedby theory or conductedvia
a set of proceduresto establisha theory as the final purpose.Basedon the relationship
betweentheory and research two researchapproachesare deductiveand inductive; both

contributeto generatingnew knowledge(Hyde,2000).
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Deductiveresearchaimsto test an establishedtheory to seewhetherit canbe appliedand

validatedin aspecificcontext(Hyde,2000) Researcherasuallycommencewith afoundation

from prior studiesin a specificdomain, then deducequestionsor hypotheses,and finally

verify whether the theory is accurate (Saunderset al., 2016). Sequentially, data analysis
patterns and regularities are developed into tentative hypothesesor questions that

researchergntend to study (Patton, 2014).Finally,the researcheracquiresand generates
conclusionsandtheoriesestablishedon tentative hypothesesor questions(Creswell2013).
In contrastto the deductiveapproachthe inductiveapproachaimsto developor generatea

general theory (Bryman and Bell, 2015). In inductive research, researchersinfer the

implicationsof their findingsfor the theory that createdthe wholeinvestigation(Brymanand

Bell,2015).Thetheory stockfeedsbackfrom the findings(Whittington, 1989).Saunderset

al. (2009)statedthat the inductiveapproachis more applicablefor studieswith smallsample
sizes.In inductive research,researchersstart with severalobservaions in their plan to

investigate(Hyde,2000)andoften link dataandtheorythroughqualitativeresearchmethods
(BrymanandBell,2015).

In the current knowledge managementliterature, there is a new conceptualisationof
investigatingknowledgesharirg and hiding simultaneously(Hadjieliaset al., 2021; Pereira
and Mohiya, 2021; Gagneet al., 2019).Also, in the literature on family businessessome
studieson knowledgesharinghavelookedat largeor mediumsizedcompaniegBoteroet al.,
2021;Pittino et al.,2018;WoodfieldandHusted,2017;Lin,2013;Zahraet al.,2007)whereas
small family businessesemain underrepresented(Hadjieliaset al., 2021; Motoc, 2020;
Arzubiageet al.,2019;Cunninghanet al.,2017,2016).Thus,it ishardfor thisresearchto use
existingmodelsor theoriesto establisha hypothesisn the smallbusinessontext. Likewise,
there is a need to develop a conceptualframework for researchingthis new area. It is
necessarytherefore, to developa deep understandingof simultaneousknowledgesharing
and hiding in the small family businessthrough rich data collection. In this respect, the

inductiveapproachsuitsthis study.

3.1.2.2Quantitative and qualitative researchmethods

Quantitativeresearchis a processof collectingnumericaldata (EasterbySmithet al., 2015).

It dependson numbersas evidenceto test a theory, which lies with a deductiveresearch
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approach(Luneand Berg, 2017). On the other side, qualitative researchfocuseson the
meanings,conceptsand descriptions of things rather than the numbers (Myers, 2019).
Qualitative researchoften addressesvhat, how and why questions(Yin,2018). The main
reasonfor choosingqualitativemethodsfor this studyis that the researchquestionseeksto

understandthe meaningof a socialphenomenon(Straussand Corbin,1998).

The qualitative approachis employedin this researchbecauseit can better addressthe
researchquestions exploringhow and why skilled employeesshare and hide their tacit
knowledge in a small family-run business.Data from skilled S Y LI 2 ®&&c®gtidns,
experiencesand storiesare more appropriatethan numbersin the presentstudy. Fieldwork
isrequiredto interactwith skilledemployeesn personto capturetheir perceptionson how
and why they shareand hide knowledgewith others. Consequentlythe study needshigh
guality and rich interpretations to addressthe researchquestions,which conformto the

requirementsof interpretivismparadigms.

Consideringhe main researchquestions how and why skilled employeesshareand hide
knowledgein the smallfamily businesscontext, this study® philosophicalpositionsentail
sociall O i pexcpflonsand produce an interpretive, inductive and qualitative research

approach.

3.2Researclstrategy

Saunder®t al. (2016)describedhat aresearchstrategyis a setof procedureso answerthe
researchquestionsand achievethe researchobjectives.Thereare five main strategiesfor
gualitative researchin social science:historical research,action research, ethnography,
groundedtheory andthe casestudy(Myers,2019). Therefore,t issignificanto comprehend
the rationale behind the researchstrategy, and the researchstrategyshouldbe consistent

with the interpretivismphilosophyin this study.

Thissectionwill elaborateon two aspectsof how to designthis research.Thefirst is about
how to selectresearchstrategiesby comparingdifferent qualitativeresearchstrategiesihe

secondsetsforth the rationalebehindchoosinga casestudyfor thisresearch.
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3.2.1Selectionof Researcltrategies

This section providesa comprehensiveexplanationof each strategy and the reasonsfor

selectingthe casestudymethodology.

Historicalresearchisa methodto studypasteventsthat happeneda certainamount of time
ago in a particular research backdrop (Saunderset al., 2009). Therefore, this strategy
investigatespast eventsand providestheoretical explanationsfor these events(Luneand
Berg,2017).Gormanet al. (2005)statedthat historicalresearchis often appliedthroughthe
organisationcasestudy becauseit is through probingtrivial eventsat a company,putting
them backtogether, and recoveringa whole event that people canre-build the corporate
past(Pickard2013).However this strategydoes not befit this study,whichaimsto probethe
contemporaryphenomenorof tacit knowledgesharingor hidingfrom knowledgeemployees,
even though their interpretations may refer to organisational history. Also, these

interpretationsare new datacollectedfrom fieldwork interviews.

Action researchinvolves researchingsocial - O (i 2di@€n a socialphenomenonand
reflectingon their changesdn action sothat the organisationcanbenefit from them (Myers,
2019). Embracingthe conceptof changeis an outstanding trait in this researchstrategy
(Baburogluand Ravn,1992).Action researchis suitablefor investigatingsocialphenomena
where people hope to improve and develop internal practice (Pickard,2013). This study
conductsa currentinvestigationof skilledS Y LJ 2 @& Bnawedgesharingand hidingin
the smallfamily businesscontext. It doesnot involvethe W K | ypE&§s Accordinglyan

actionresearchstrategyhasnot beenselected.

Ethnographyis a strategyto describean outsidelQ deep and comprehensiveviewsand an
insiderin a socialsetting (Silverman 2015). Thisresearchstrategy requiresresearcherdo
conductfieldwork and be involvedin the contextualdaily operationand life (Pickard 2013).
In ethnography, the focus is on describing social phenomena, such as observation,
understanding,and description of a different way of life from the standpoint of the
participants(Myers,2019).ThisstudyinvestigatesskilledS Y LJ 2 #@ck héwiedgesharing
and hiding behaviours.Tacit knowledgesharingand hiding could happenat anytime during
their working life. The researchercannot possiblyspendmuchtime observingS Y LI 2 8 SS & Q

sharingor hiding practices through fieldwork. Hence,this strategyis not desirablefor the
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currentproject.

Groundedtheory is a widely-used strategy to build new theories in a researchfield and
discipling(MatavireandBrown,2013).Thisstrategyusesvariousdatacollectionmethods,for
instance pbservationandinterviews,to generatetheory (Gouldirg et al., 1999).Notably,the
distinction between grounded theory and other qualitative strategiesis the lack of any
stabilisedtheory at the beginningof research(Straussand Corbin,1998).Thisenablesusto
avoidtheory comingfrom the accumulationof a rangeof conceptsin previousliterature or
2 Yy Stdghtson socialphenomena(Straussand Corbin,1998).In particular,in grounded
theory,there maynot be largetheoreticalfoundationsto supportdatacollectionandanalysis
(Myers,2019).However the theoriesandmodelsfor investigatingacit knowledgesharingor
hiding, suchas the SDT are extensivein the current literature. Although few theoretical
models have been used to study the co-occurrenceof knowledge sharing and hiding
behavioursin the knowledgemanagementliterature and the family businesssettings,the
vast majority of theoretical foundations in various backdrops have underpinned the

presentedresearch Asaresult,the groundedtheory strategyis not anidealchoice.

A casestudyis a widely recognisedesearchstrategyin the organisationaktudiesand social
sciencedield to intensivelyprobe a specificcontextand socialphenomenon(Saundert al.,
2016). Myers (2019) construedthat a casestudy is beneficialfor researchingwhere the
boundariesbetweensocialphenomenaandbackdropsare not clear. Thisstudyexamineghe
phenomenonof LJS 2 Lifinfil@deousacit knowledgesharingand hidingin a smallfamily
businessThecontextis situatedin the smallfamily businessAssuch,the boundariesof this

studyare considerablyambiguous.

Furthermore,the casestudy strategyaimsto addressHowCand Why juestionsand deeply
analysecomplexphenomenawithin a particular socialcontext by a variety of evidence

documents artefacts,interviews,observationsandsoon (Yin,2018).Thecasestudystrategy
helpspeopleinvestigatesocialphenomenarom multiple perspective®f the complexityand
uniquenessin the literature review, tacit knowledgeresidesin people@ minds(Peaeira and
Mohiya, 2021; Nguyen,2021; Polanyiand Sen, 2009; Nonakaand Takeuchi,1995) and
whetherto shareor hideit relieson avarietyof individualmotivations(Cormicaret al.,2021;

Halvariet al., 2021; Xionget al., 2021;Islamet al., 2018;de Aimeidaet al., 2016; Steniuset
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al.,2016;Cavalierest al.,2015 Lin,2007;Kankanhallet al.,2005).Within SDTthe individual
motivations contain six categories,and each motivation may vary in strength and quality
dependingon the extentto whichpe2 LJf pSy@hblogicaheedsare fulfilled (WangandHou,
2015;Gagne2009;Ryanand Deci,2000;Ryanet al., 1985).Meanwhile,the motivationsfor
sharingand hidingare influencedby the diversecorporatecharacteristicof the smallfamily
businesqBotero et al., 2021;Cunninghanet al., 2017,2016;Lin,2013;Zahraet al., 2007).
Knowledgesharingand hiding s, therefore, a complexphenomenon Finally,this study also
expectsto understandthe reasonsfor people® knowledgesharingand hidingbehavious at
different levelsin the smallfamily businessmanagersand employeesfamily membersand
non-family employees.Therefore,taken together, the casestudy is an ideal strategy for

addressinghe researchquestionsand achievinghe objectivesof this study.

EasterbySmithet al. (2015)suggestedhat the researchtopic determinesthe selectionof the
researchstrategy.Ascriticallydiscussedof the variousqualitativeresearchstrategiesabove,
the casestudyis most likely to addressthe main researd questions.Thefollowing section

will justify choosinga detailedcasestudystrategyfor this study.

3.2.2TheCaseStudy Strategy
3.2.2.1Rationalefor selectionof the singlecasestudy

It is essentialthat researcherknow the standpointof the casewithin the researchon the
foundation of the researchsubject,aim and objectivesbefore choosingthe particular case
study strategy (Thomas, 2016). Yin (2018) classifiedthree purposesof a case study:
explanatory exploratoryand descriptive.Theexplanatorycasestudyillustrateswhy or how
somethingis regardinga phenomenon;the exploratorycasestudy providesbroadertopics
suchasthe conclusionor outcome of particular interventions;the descriptivecasestudy
describeshow thingsare in a specificcaseor a group of cases(Yin,2009). Theresearcher
anticipates exploring some feasible recommendationsto encourageemployeesto share
knowledgeandimprovethe knowledgehidingphenomenonn the contextof the smallfamily
businessTherefore this study couldbe viewedasan exploratorycasestudy.Moreover,this
researchaimsto comprehendand explainhow andwhy individuattacit knowledgeis shared
and hidden, which alignswith the purpose of the explanatorycasestudy. Consequentlyin

light of ananalysisof the purposesof the casestudystrategy this researchemploysa mixture
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of exploratoryand explanatorycasestudystrategies.

A casestudy caninvolve singleor multiple cases(Flyvbjerg,2006).No argumentillustrates
which one is undoubtedlybetter than the other, aslong asthe casestudy canaddressthe
researchquestion(Yin,2014).Accordingto Yin's(2018)five principlesof a singlecasestudy
strategy, a critical case study tests a current theory when a single case fulfils all the
assumptionf this theory. Arare or uniquecasestudyis usedto obtain new informationto

unfold anunexploredfield (Yin,2018).

Atypical casefacilitatesexaminingtypical conditionsor common circumstanceso applythe
findingsin a specifictopic to a similar context (Yin,2018).A novel caseservesphenomena
emergingfrom the NG & S | Ndi@fes, Bdd & longterm casestudy is adopted when the

researchersieedto examinea caseover different periods(Yin,2018).

The systematicliterature review showedthat the backdropof the smallfamily businessis
underrepresentedn the literature on family businesseandknowledgesharing(Hadjieliaset
al.,2021;Motoc, 2020;Arzubiageet al., 2019; Cunninghanet al.,2017,2016).Furthermore,
this researchexploresa new conceptualisationin knowledge managementliteraturet
simultaneousknowledgesharingand hiding behaviour(Hadjieliaset al., 2021; Pereiraand
Mohiya, 2021; Gagneet al., 2019). Therefore, the purpose of the present study is to
understandsimultaneousknowledgesharingand hiding behaviourin depth by the specific
focuson a smallfamily businessrather than comparisonamongcasesA singletypical case
where people can actively share tacit knowledgesharingvia varied methodswill meet the
needsof this research Asdemonstratedin the sub-sectionbelow, it is necessaryo selecta

proper casestudysite for data collectionandanalysis.

3.2.2.2Criteriafor caseselection

Thereare four criteria for caseselection. The primary criterion is the over ten-year survival
period. Thisis becausealmost60%of smallsizedfirms shutdown within the first five years,
andonly 10%of them could surviveafter ten yearsin China(Zhou,2015) Thecasecompany
was founded in 1970 by the father of the current owner-managerand has continually

expandedo date.

Secondthe chosencompanymeetsthe definition of a ChinesesmallbusinessAccordingto

80



the descriptiongivenby the NationalBureauof Statisticsof China(2018),those enterprises
in manufacturingwith fewer than three hundred employeesand earning below twenty
million yuanin annualrevenuearein the smallbusinesgyroup. Thecasestudy companyhas
110employeeswith an annualrevenueof aroundfive million. Moreover,it is alsoessential
for the casestudyto be a family-run businessTherefore the casecompanyis selectedfrom

the domainof family businesses.

Third, following the typical principle of Yin(2018),a W 3 212N Ohugin@sSofresearcling
knowledgesharingshould offer sufficientopportunitiesto encouragelearningand sharing
knowledge (Wen and Wang, 2021; Gardiner, 2015; Chen and Hsieh, 2015; Lin, 2013;
Mclnerney,2002).Inthe prior literature, encouragindearningandsharingcanestablishsmall
group meetingsand on-site seminarsand reward employeeswho actively participate in
learning and teachingothers (Chatterjeeet al., 2021;Zhanget al., 2017;Mclnerney,2002).
However,small businesse are generallyreluctant to investin formal employeetraining
(Bryan,2006).Thus,the chosencasestudy companyneedsto valueworkplacelearning and

sharing.

Thefinal significantcriterion is that a successfutamily-run businesshasa powerful survival
ability developedfrom S Y LJt 2 &®@edge. Patents and reputations are viewed as

compellingevidencein manufacturingsectorsin China(Linet al.,2020, Zhou,2019).

To conclude through thesefour criteria, the selectedcasestudy companyis a typical case,

conformingto , A Y2M&)standardsor a singlecasestudy.

3.2.2.3Negotiating accesgo the casestudy company

Therewere three stagesin negotiatingaccesdgo the casestudy company Thefirst wasto
contact a local agencyin charge of Quality Mark Certification for companiesin the
manufacturingsector. The help of this agencymade it easierfor the researcherto screen
small busineses that met the selection. After the researcherexplained the selection
requirementsto the staff, fiteen companiesmet the selection criteria. Then, the staff
provided the namesof the candidatecompaniesbecausethe agencysigned confidential
contracts with these companies.In the second stage, the researcherfound the email

addresse®sf the owner-managerof the fifteen candidatecompanien the officialwebsites
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Then, the researcheremailedthem to provide an introduction of the researcherand the
researchpurpose By the end, only two of them expressedan interest in participation.
Subsequentlythe researchercontinuedkeepingin touch with them, aseither of the owner-
managersof the candidatebusinessesnight changetheir mindsto drop out of the research
any time before the final confirmation. Finally,after the researcherfrequently negotiated
with the owner-managersof the two candidatesmallbusinessesone of them thought that
the longtime discussionon the details of the study was time-consuming;as a result, he

decidedto quit. Hence the other candidatecompanybecamethe casestudycompany.

Thechosencasestudy companymet all the abovefour criteria, presentedin Section3.2.2.2
(p. 80-81). Themost meaningfulreasonwasthat the owner-managerwasinterestedin the

topicsof knowledgesharingand hiding. Whentaking the MBA coursesthe owner-manager
studiedthe S Y LJt 2 Ra&nthgafd training, closelyassociatedwith the knowledgesharing
area.Theowner-manageractivelyservedasthe gatekeeperfor the researcheito gainaccess,

reviewdocumentand collectdata.

3.2.24 Casestudy context

Henanis locatedin the middle of Chinaand hasthe third-largestpopulation of any Chinese
province (Fanand Xiang, 2020) as presentedin Appendixl. The population advantage
providesarich labourforce for Henanprovince.Secondasthe report dMadein China202%
stated, Chinaneedsto acceleratethe deep integration of new-generation information
technologyandmanufacturingndustryasthe mainline;to promoteintelligentmanufacturing
asthe maindirection;to strengthenindustrialinfrastructurecapabilitiesto foster industrial
transformationandupgrace; andto realisethe historicalleapof manufacturingndustryfrom
big to strong (Qu,2017).The majority of leadingsmallbusinessesre in the manufacturing
sector,committedto researchingand developing(R&D)cars,foods,new materialsand new
energy andthe companiesn traditional manufacturingindustriesin Henanprovince,suchas
iron andsteel,chemicaindustry,nonferrousmetalsalsomore andmore focuson investment
in R&D(HENAN.GOV.CR0Q20).Accordingto this guidelineand the solid foundation of rich
humanresourcesthe manufacturingndustryisthe pillar sectorin HenanProvince(Jiangand
Li,2021).
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Even hough the small family businesses have several summxatonmensas demonstrated

in Chapter 1SMEs in Henan have also enjoyed higher growth trends than in ptbemces

AY [ KAYylF 0SOldzasS 2F GKS OSydaNIf I32OSNYYSyY
(HENAN.GOV.CN, 2020). Family businesses have made up 80% of these SMEs (Zhu, 2020).
Even during the pandemic, the number of small and micro companies in Henaasedrby

2.31%, and the added value was over 2 billion yuan in total by the end of October 2020 (NEWS.
HNR.CN., 2021Jhe more important thing is the leading small and family busessisHenan

are mainly situated in the manufacturing sectiENAN.GOV.CN, 202Ahengzhou as the
OFLAGIEE OAGE YR fFNBSAG OAGe Ay | Syly LINROA
over 1200 billion yuan in 2020 (HENAN.GOV.CN, 2020). Thet&foeg, on these conditions,

the case study companaims atthe R&D manufacturing sector iBhengzhou cityHenan

province

Introduction to the selectedcasestudy

Thechosenbusinesss anindependentR&Dcompanyin the manufacturingsector.It mainly
engagesin researching,developing, producing, and selling various molecular sieve raw

powders and activated powders, broadly applied to air separation equipment,
petrochemicals,coal chemicals, natural gas purification, etc. In 1970s, the first owner-

managerthe father of the currentowner-manager establisheda smallfactory.In 1995, after

the founder passedaway, the current owner-managertook over and re-built the business
from asmallfactoryinto asmallindependentR&DbusinessNowadaysthe casestudyfamily

busineshasexpandedts businesfrom Chinato overseas.

Its businessdevelopmentcultivates numerousskilled technicians,engineers,and experts
engagedin 1S0O9001,1ISO1401 and OHSAS1800kystemsthrough longterm working
practices.Most of skilled employeeshave worked at the companyfor a decadeor more.

Therefore the survivaland succes®f the researcheccompanydependon skilledemployees

andtheir knowledge.

In addition, the current owner-manager is responsiblefor businessdevelopment and
manageriadecisions Familymembersoften take on important positionsto makedecisions
in businessdevelopmentand management.Both the founder and the current owner-

managewvaueS Y LI 2 Bn@v&dg@Oncethe companywassetup, the founderdeveloped
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acorporateculturethat welcomedemployeego shareandexchangenowledge Thecurrent
owner-managerinherited and has maintained this kind of corporate culture. The local
govenment and other enterprises accredited its S Y LJ 2 &r&irng @nd learning
programmes The chosensmall businesshas obtained the title of Provinciallyexcellent
learningorganisatiof®Accordingo corporatedocumentanalysisthe casecompanyprovides
avarietyof trainingandmeetingsfor S Y LJt 2 Ranthgatd knowledgesharing.lt alsohas
abonusschemeto rewardskilledS Y LI 2 teéhtbringpracticesand physicalprizesfor all
employeeswho help the businessaddress hidden safety dangers and improve work

performancethrough offering suggestions.

Within referenceto the fourth criterion, patentsand reputationsare viewed as compelling
evidencein the Chinesemanufacturingsectors(Linet al., 2020). The selectedbusinesshas
been accreditedwith the titles of YrovincialenterprisetechnologycentreQand ‘Provincial
innovationpilot enterprisedueto variouspatentsandintellectualproperties.Table7 exhibits
a list of the patentsand intellectual propertiesof the casestudy businessseventeenutility

model patents, three national patents, two technologicalinnovations,four technological
reputations, and three qualificationsthrough knowledgeand technologyinnovations.The
owner-manager agreedto disclosethe names of patents and reputations but not the

referencenumbers.

Thepatentsand reputationsof the casestudybusinessare the key criterion to be chosenin
this study. The wide range of patents and reputations show the core knowledge and
technologyof the selectedcompany,which emergesfrom skilledemployeeswith excellent

expertiseandexperience.
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Table7: Patentsand reputations of the casecompany

17 utility model patents: Vacuum tape filter; Slurry filter; Moistuneroof lid; Flash dryer.
Shear agitator; Rotary kiln body; Enesaving rotary sealer
Universal ballast; Hot water washing slurry system with belt fil
Energysaving backwater decompressor; Screw feeding device; t
water lifter; Spiral metering and mixing feeding device; vibrat
device with movable dust cover; feeding device with side suc
dust cover; Dustollecting fine material automatic recovery ar
storage device; and A screening device with an air distributor.

Three national patents Producing methods of 13X molecular sieve with high adsorp
property
Multi-purpose solidiquid separator

Producing methods d3A-G activation powder with insulating glas
adhesive strip

Two technological innovations Developed G2000 hollow glass molecular sieve

Highquality activation powder expands the service life of the rubl
strip

Four technological reputations 13X molecular sieve production device and process research wo
second prize of discipline technology progress in Zhengzhou in

AAAAA

St SOGSR +a |y bAYyy2@l (A JdSleveld

AAAAA

aSt SOGUSR a GLINRPOGAYOALf Sydas
level government in 2012

selected as a higtech enterprise by the Provincial Department
Science and Technology in 2012

Three qualifications ISO9001:2000 (International quality management system
1ISO14001:2004 (International environment management syste
and OHSAS18001:2001 (International occupational health and s
system)

SourceQuality,Environment OccupationaHealthand SafetyManagementSystemManual
of the casecompany, 2018

3.2.2.4Theselectionof the participants

In qualitative studies, researchers should continue sampling during the research process until
opportunities are maximised, or patterns in the data continuously emerge (Bryman and Bell,
2015). In this study, given the research question, the participantstbée skilled people.

Within the case companykilledpeople are those who adept at management practices and
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operational and technological skills through letegm work, as stated by Chirico (2008) and
Cho et al. (2007). Considering this point, at thegibning of the research design, the
researcher intended to interview twentgix employees. They were likely to be the owner
manager, administration/HR manager, manufacturing manager, retailing manager,
equipment manager, quality testing manager and twesrtyployees in different departments,

as shown in Figuré. Of the above, the ownemanager takes on a central position in making
decisions. The managers from core departments understand the core organisational

knowledge and often give their expertise toetHessexperienced employees in training

schemes and activitieghe skilled ordinary employeeBl 3 3 NRSR | & WNRf S

opportunities to share knowledge in public because they haveler@ntributions to the
company The owneimmanager identified elesn participants at the manager level before data
collection. The HR manager selected the other ten participants at the employee level during
the interview process until information saturation had been achieved.

Figure6: Theinternal structure of the casecompany

Owner Manager

l

Quality Equipment Manufacturing Admin v
Testing Manager Manager Manager Retailing
Manager Manager
v v
A 4 1L A 4 v v h 4 Jr
Quality Maintenance Backup Raw Finished Manufacturing Retailing
Testing Department Storerooms Material Product Workshop Department
Department Warehouse Warehouse

SourcesQuality,EnvironmentOccupationaHealthand SafetyManagementSystenManual
of the casecompany,2018andtranslatedinto English

Purposivesamplingis a widely used method to screensamplingin qualitative research
(Brymanand Bell, 2015). Thismethod is helpful in deliberatelyselectingparticular people,
groupsand activitiesto provide information that is relevantto the researchquestionsand
goals (Palys,2008). Bryman and Bell (2015) posited three types of purposive sampling:
theoretical,genericandsnowballsampling Theoreticasamplingsasequentialsamplinghat

graduallyevolvesto befit the researchquestions(Teddlieand Yu, 2007) until theoretical
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saturation (Charmaz2006). This method standsout from other samplingprocesseshat
emphasisethe selectionof casesand samplesin the quest for theoretical understanding
(Straussand Corbin,1998).Genericsamplingis conducted purposivelybut is not necessarily
associatedwith the generation of theory and theoretical categories(Hood, 2007). This
method canbe employedsequentiallyor fixedly,or a combinationof both (Brymanand Bell,
2015). Snowballsamplingis usedwhen the researcherselectsa small group of peopleto
collectdata at the outset, andthen the sampledparticipantsrecommendother participants
who know in responseto the researchquestions(Coleman,1958). However,Noy (2008)
arguedthat this method is a technique for probability sampling,which is not helpful in

developinganin-depth understandingpf atheory.

Thepresentstudyexploreswhy skilledemployeesshareandhide tacit knowledgetherefore,
all participantsshouldbe skilledemployeesin the casecompany.As presentedpreviously,
the casecompanyis an R&D manufacturingfamily businessHence,those involvedin the
manufacturing processes,equipment and quality testing processes,and management
practicesare viewed as skilled employees.Their perceptionsconcerningtacit knowledge
sharingand hiding practicesare critical. Furthermore, the sample contains people from
differentlevels,departmentsandgroups(familymembersandnon-familyemployeessenior
and young employees),which could provide rich perceptions and stories. Hence, the

participantsin this studyfrom theoreticalsamples.

3.2.2.5Thecriteria for participant selection

Maxwell (2012) suggestedthat researchersshould avoid homogeneoussampling.In this
study,the participantswere selectedfrom three hierarchiesowner-manager managersand
employeesto guaranteerich and diversequalitative researchdata. Also, the participants
includedtwo groups:family membersand non-family employeesSomewere often assigned
as the trainers or mentors to guide newcomersor apprentices/subordinatesSomewere
selectedby the owner-managerand departmentmanagersas %ble model<at the yearend
conference.Thus,all participantshad rich experiencein undertaking knowledge sharing

practices.

Furthermore the participantsin this studyhaveto work at the companyfor overthree years.

An employeeis eligibleto becomea mentor after workingin this businesdfor three years.
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Also, the employeeswho have worked at this businessfor over three years can better
understandcorporate culture and get more involvedin knowledgesharingactivities than
thosewho work in a shortterm. Skilledemployeeswvorkingfor alongtime are more likelyto
comprehendhe applicationof knowledgebecauseaheyfamiliarsethe workingpracticesup-
to-date expertiseand solutionsto the issuegChirico,2008).Thoseworking at the company
for over three yearsmay provide richer and deeperinterpretations of how and why tacit
knowledgessharel or hid thanthoseworkingthere for ashortertime. Therefore the tenure

of three yearsbecamea significantcriterion in this research.

3.2.2.6Theprocessof participant selection

After the criteria were set, the participantswere selectedthrough two steps.Primarily,the
researchercontacted the ownermanagerto articulate the requirements for potential
participants.Theowner-manageragreedwith thesecriteria. Asthe gatekeeperthe owner-
manageridentified elevenskilledemployeesat the managetevel,sincethe owner-manager
often workswith the managergather than the ordinaryemployees.Thesepeopleincluded
the departmentmanagersandgroupleadersin the producingworkshop Next,asthe owner-
managemwasin the middle of attendinginnovationconferencegluringthe interview process
in December2019, the owner-managerassignedthe HR manageras the gatekeeperto
supportthe researcheiin identifyingthe participantsat the employeelevelandthe ongoing
data collectionstage.It was becausethe HRmanageroften undertook a variety of human
resourcemanagemeniHRM)practicesin the daily routines. Interviewingskilledemployees
should have continued until information saturaton. In the end, the total number of

intervieweeswastwenty-two.

All the participantshave been usedpseudonymsfor example,owner meaningthe owner-
managerMg meaningthe managerand Emmeaningthe employee.Thenumbersl-10stand
for the ordinal number of each managerand employee.The demographicprofile of the

participantsis listedin Table8.
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Table8: Summaryof the demographicprofile of the participants

1 29 administration 4.5 HR Non-F Em1l
2 45 manufacturing 12 group leader Non-F Mgl
3 38 supply and sales 3 international business Non-F Em2
specialist
4 57 Equipment/tech 27 manager Non-F Mg2
5 48 administration 23 owner F Owner
manager
6 33 supply and sales 9 group leader Non-F Mg3
7 31 administration 6 cashier F Em3
8 26 manufacturing 3 worker Non-F Em4
9 28 manufacturing 4 worker NonF Em5
10 28 supply and sales 4 sales NonF Em6
11 32 supply and sales 5 sales NonF Em7
12 33 quality testing 11 quality tester Non-F Em8
13 43 quality testing 15 manager NonF Mg4
14 65 administration 38 accounting manager F Mg5
15 53 quality testing 20 manager Non-F Mg6
16 48 manufacturing 19 manager F Mg7
17 48 manufacturing 9 group leader F Mg8
18 57 administration 20 manager of the quality F Mg9
management system

19 65 Equipment/tech 22 senior engineer F Mg10
20 52 supply and sales 8 manager F Mgl1l
21 25 supply and sales 5 sales F Em9
22 34 quality testing 11 worker Non-F Em10

Source! dzii Kcdrisiust

Throughthe illustration of Table8, it is evidentthat there were twelve participantsat the

managerevelandten at the employeelevel,asdepictedin Figure?.
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Figure7: Thecomparisonof participantsbetween the managergroup and employeegroup

THE NUMBER OF PEOPLE

Employee

45%
Manager

55%

Thirteen employeeswere non-family members,whereasnine came from the company's

family (seeFigure8).

Figure8: Thecomparisonof participantsbetweenthe family-membergroupand non-family
employeegroup

THE NUMBER OF PEOPLE

Family number
41%

Non-family
member
59%

Elevenintervieweeswere overforty yearsold, makingup 50%of all participants.Theywere
selectedasthe senioremployeegroup. Theother elevenwere the youngemployeegroupin
this study,asdepictedin Figure9. The40 yearswere selectedasthe criterion for thesetwo
groupsbecausehe oldest participantwas 65 yearsold, and the youngestwas 25 yearsold.

40wasmiddleageacrossall the participants.
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Figure9: Thecomparisonof participantsbetween agegroups

THE NUMBER OF PEOPLE

Young employee
50%

Senior employee
50%

Thethree pie chartsreflect the participantsin different groupshave diversedemographic
characteristicswhich influencestheir perceptionsand beliefs in knowledge sharingand
hiding. The finding chapter will explain how these demographiccharacteristts of the

participantsare relatedto knowledgesharingand hiding.

Twentytwo participants may be a small sample of the population. Still, the quality of
gualitativeresearchisinfluencedby the richnessanddiversityof information ratherthan the
samplesize (Maxwell, 2012). To achievethis goal, the researcherkept in touch with the
gatekeepers(the owner-manager and HR manager), discussingthe research aim and
objectives, the requirements for participant and interview questions and the research
proceduresfor manytimes. Thisensuredthat the owner-managerand HRmanagercould

deliberatelyselectsuitableparticipantsfor this study.

3.3DataCollection

In a qualitative study,variousmethodscancollectrich data (Patton,2014);this is one of the
essentialprimary advantagesof casestudies(Yin,2014). Qualitative methods include six
approaches:documentation, archival records, interviews, direct obsewation, participant
observationsand physicalartefacts (Silverman 2015). Thesemethods can be summarised
into three categoriestext analysispbservationsandinterviews(Myers,2019).Adoptingthe
casestudy strategy allows researchergo combine multiple data collection methodson a

particulartopic (Yin,2018).

AsEasterbySmithet al. (2012)stated,data collectionmethodsshouldbe selectedto answer
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the researchguestions.Therefore the current sectionis splitinto three partsto describethe
data collection.Thefirst sectionprovidesthe rationale for selectingdocumentanalysisand
semistructuredinterview methods.Theseconddescribeghe processof gainingaccessand

collectingdata. Thelast part presentsthe time horizonof datacollectim.

3.3.1 Rationale for Data Collection Methods: Document Analysis and Semistructured
Interviews

Qualitativeresearchfocuseson gainingan in-depth understandingof the real world through
LIS 2 LIe@eptionsand interpretations (EasterbySmith et al., 2015). Hence,qualitative
researchersand practitioners often attempt to addressresearchquestionsusing multiple
datasourcegqYin,2018).In this study,documentanalysisand semistructuredinterviewsare
consideredthe most suitable data collection approachesto respond to the research

guestions,asshownbelow.

Theforemost approachis documentanalysis.Documentationcan be valuableevidencein
gualitativeresearcho discoverthe historyof anessentiabventin abusinessetting(Bowen,
2009). Altheide and Schneider(2012) pointed out that document analysisis helpful for
researchergo understandthe culture,asalargenumberof culturalfeaturesare unfoldedby
documents.In this study, the researchercould use this approachto explore any collecive
activities regardingknowledge sharingand capture any corporate cultural characteristics
influencingknowledgesharingandhiding,suchasthe role of owner-manageryewardsystem,
and so on. Throughanalysingcorporatedocuments the researchembtained initial findings
concerning potential corporate reasonsfor S Y LJ 2 &r®W@edge sharing and hiding,
confirmingthe evidencein subsequentinterviews. Therefore,documentanalysishasbeen
selectedas a valuabledata collection method and the outcomesfrom documentanalysis

guidedinterview questiondesign

Observationsamethodthat collectsdatabyobservingpeople,eventsor phenomengMyers,
2019).Thomas(2016)assertedthat observationdescribessettings,behavioursand events.
However the researchquestionsof this studymainlyseekto analyseacit knowledgesharing
andhidingandthe reasondor both behaviourdrom participant€interpretationsratherthan
describing the phenomenon. Also, one of the research questions explains how tacit

knowledge is sharedand hidden Although observationis a valid approachfor describing
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phenomenathrough observingevents, LJ- NJi A Obehalkioyird anddcontext, interview
approachescan also achievethe target of descriptionof phenomena particularlyfor past
events (Maxwell, 2012). Furthermore, it is hard to observe knowledge hiding behaviour
objectivelyand accuratelydue to its lesssignificantcharacteristic§Xiaoand Cooke,2019;
Cerneet al., 2014). Finally,on accountof the hardto-capture traits of tacit knowledge
(Newell,2015;Polanyiand Sen,2009),when the participantscommunicatewith eachother
onthe informal occasionsit is difficult for the researcheto captureanddistinguishwhether
thesecommunicationpracticesare knowledgesharingor simpleinteractionsat work. From
the practical side, motivations of employeesare hard to observe but can be known by
S Y LX 2 at&@eiafons.In addition,the owner-managerdisagreedwith observingevents
of tacit knowledgesharingbecausethere was a risk of secretknowledgeleakage.When
employeesshare workplace knowledge, this will be secretinternal knowledge,which is
confidentialto outsiders.To this end, observationis not an approgpriate method to data

collection In contrast,the interview method canrespondto the descriptivequestions.

Interviews are widely applied in qualitative researchto yield rich and deep subjective
understandingmeaningor sensemakingfrom peopleor groups(Myers,2019).Theinterview
method canalsobe adopted aspart of multi-method researchwhere different perceptions
are generatedfrom multiple methods(Thomas2016),especiallyfor casestudies(Easterby
Smithet al., 2015).Thisstudyaimsto undergand how and why knowledgeemployeesshare
or hide tacit knowledge.Peoplecannot be forced to sharetacit knowledge and this only

occurswhenindividualsare willing to shareor motivatedto shareby outside organisational
interventions(Anandet al., 2020; Kimet al., 2015;Lin,2007).Therefore the interviewis the

mostsuitableapproachto obtainS Y LJf 2 gef&éptiofsandinterpretationsof the reasons

for their tacit knowledgesharingand hidingin the casecompany.

Interviews can be conductedwith a range of individualsand groups(Wahyuni,2012).The
individualinterview methodtakesplacein a one-to-one situation, whereasgroupinterviews
are conductedamonga group of peopleto discusshe giventopic, for example,in a focus
group(Gawlik2018). However focusgroupsarenot idealfor attainingproductivedata.Some
interview questionsmay refer to S Y LJt 2 #ssgBtsin® a workplaceissue,for example,
unfair treatment. As a result, the participants may not openly expresstheir authentic
perceptionswhen facingtheir colleaguesAlso,Chineseculture encouragegeopleto keep
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harmoniousrelationshipsand saveface(Huanget al.,2011).Therefore peopletend to state
goodthingsto maintaina harmoniousworkplacerelationship(Ln, 2013) Finally,dueto the
intenseworking schedulein the casecompany,it was almostimpossibleto gather several
participantsfrom different departmentsto attend focusgroup interviewsat a time. Thus,a

focusgroupwould not havesuitedgainingthe authenticvoiceof participants.

Forms of interviews are often distinguished according to the level of structure in line with the
research questions: structured, sestructured or unstructured (Gudkova, 2018). Structured
interviewsset up the questionsia formalised structure so that all interviewees will be asked
in the same sequence (EasterBynith, 2021). Senstructured interviews have a list of
guestions; however, during interviews, the interviewer may deviate from the settled schedule
and follow p on interesting issues from the interviewdgresponses (Silverman, 2015).
Unstructured interviews include a few pgxisting questions leaving space for the
interviewer to follow rich interpretations from interviewees (Bryman and Bell, 2015). The
selectbn of the structure of an interview depends on its purpose (Myers, 2019). Essentially,
structured interviews attempt to eliminate the bias of the role of the interviewer (Gudkova,
2018). Thus, structured interviews are usually used to quantify data fdysisawhile less
structured interviews, such as sestructured or unstructured interviews, inspire
participants to openly express their ideas surrounding the topic and follow the main logic of
interviews (Silverman, 2015). Hence setmuctured or unstretured interviews are usually
used in qualitative research (Silverman, 2015). The most significant difference between semi
structured and unstructured interviews is whether there is a list of questions to guide the
interviews (Bryman and Bell, 2015). Evémough unstructured interviews may allow
interviewees to convey their opinions on a topic and generate richer and deeper data, semi
structured interviews offer a sufficient degree of latitude. This assures that the interviews do
not drift away from the tojc of discussion (Saunders et al., 2009). Taken all-stenatured
interviews with followup questions where necessary (Creswell, 2013) were chosen for data

collection in this study.

3.3.2DataCollectionProcess

The whole data collection processwas divided into three stages:ethical approval,gaining

accessanddatacollection.
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Stageone: Ethicalapproval

Ethicalapprovalis necessaryor socialstudies,especiallygualitative studies,becausepeople

involvedmay be askedfor personalideasabout their working lives (Luneand Berg,2017).

Therefore jn orderto ensurethat the researchwasethicallysoundand accurate with serious

consideration,the researchersubmitted the ethical applicationform to [ Wa |R&sé&arch
Ethics Committee on 26 June 2019. The ethical application was granted with reference

number19LBS020n 19 August2019.Afterwards,the reseacherfollowed this commitment

in allthe researchprocesses.

Stage two: Gaining accessto the casestudy company and participants and obtaining

consent

After acquiringethical approval (Ref: 19LBS02Mate: 19/08/2019), the researchofficially
started with gainingaccesgo the casestudy companyto obtain consentfor the study. As
introduced in the processof the casestudy firm selection, two candidate companies
respondedto the requestfrom the researchemfter they receiveda detailedintroduction to

thisresearchwith the originalEnglisrand Chineseopiesof the gatekeepeinformationsheet
and consentform. In the end, one of them decidedto pull out, and the other insistedon

takingpart in this research At this stage,a gatekeepermplaysa significant role in supporting
the researcherin selecting and informing participants and conducting data collection
(Jacobsoret al.,2012).AsBrymanand Bell(2015)demonstrated obtainingconsentfrom the

casestudycompanyandparticipantsis a primarystep.Before conductingthe interviews,the

owner-manageractedasthe gatekeepetto contactthe researcherlandprovidethe corporate
documentsto support the NB a S | NaRalySsNiEDecember2019, due to the owner-

Y | y I 3sNRchedule,the HR managerin the casestudy company took over the

gatekeeperole.

The next stage was to gain access to participailisthe participantsnvolvedin this study
completely voluntarily. The processes of participant selection were described in Section
3.2.2.6. Eventuallytwenty-two employees were screened as potential participants. The
researcher then approached the potential participantggrson to introduce the details of

this research, which gave them sufficient time to consider whether to participate in the
interview process. They all agreed to participate in the interviews and signed the consent
form before each interview. The participants could leave the investigation at any time during
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the whole research process. Also, their audio recordings and contents werdeaidily and
anonymously protected by the researcher. After analysis, discussions and presentations, the
names of the case company and participants will not be disclosed in any publications or

conferences.

Stagethree: Processesf data collection:document analysisand semistructuredinterviews
Thisstudy employsdocumentanalysisand semistructuredinterviewsfor datacollection.In
the document analysis process, the researcherexplored any internal activities about
knowledge knowledgesharingandthe corporatecontextassociatedvith knowledgesharing
practices,such as the role of owner-managerand rewards. The owner-manager,as the
gatekeepersentthe electroniccopiesof the corporatedocumentsto the researcherThese
documentscoveredinternalregulationsandHRM learningandtrainingprogrammesof 2018,
the ownermanage® annual summaryreports for 2018, the performance management

report of 2018,andsoon. Thisprocessook placein Septemberand October2019.

Thesemistructuredinterviews were conductedin three steps.Thepreliminarystepwasthe
formation of interview questions.Theinitial interview questionswere revisedbasedon the
conceptualframework (see Table 3) and the results of document analysis as the initial
interview questionswere written in an academicstyle and hard to understandfor non-
academicsAfter the researcherdiscused with the lead supervisorto checkthe interview
guestionsthe final versionwasconfirmed,asshownin Appendixl. Eachquestionwasopen
ended,which allowedthe intervieweesto provide vivid examplesand interpretations. The
interview questionswere initially developedin Englishrandthen translatedinto ChineseThe

Chineseopyof the interviewquestionsvascheckedandverifiedby aprofessionatranslator.

Thesecondstepwasa pilot interview. A pilot interview offersan opportunity to examinethe

whole researchinstrument and resolve any emerging problems during the interviews
(RobertsHolmes, 2005). It develops relevant questions, possibly even providing some
conceptuaklarificationsfor the researchdesign(Kinget al.,2018).Therefore the researcher
selectedtwo participants involved for pilot interviews. They were the first and second
participantsin this study. Theyboth finishedthe faceto-faceinterviews.However,the pilot

intervieweesound someof the questionsconfusingn Chinesefor instance the selfefficacy.

Someurgentthingsalsohappenedduringthe one-hour interviews,for example,a phonecall
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from their colleaguego askfor help and nervousfeelingsand shynessamongthe interviews.
Therefore the researcheamendedthe Chinesenvordswithout changinghe meaning.Also,
a fifteen-minute breakwassetin the middle of the one-hour interview so that interviewees
coulddealwith their personalthingsor havea goodrest. Thefinal interview questionsand a

new interview procedurewere usedfrom the third interview.

Thefinal stepwasthe semistructuredinterview process.Thisprocesswasdividedinto two
stepsbecauseof the outbreakof COVIBEL9 in Chinain January2020.In December2019,the
researchemwasallowedto conductfaceto-faceinterviewsonly for three daysbecausethe
end of the yearwasthe busiestperiod at the casecompany.ln orderto ensurethe quality of
all the interviews,three or four were conductedeachday. Thus, the first-round fieldwork
involvedten peoplein December2019. Theresearchelintendedto completethe remaining
interviewsin February2020after the SpringFestival(the mostimportant Chinesédestival).
Unfortunately,due to a large outbreakof COVIBL9 in January2020, Chinaimplementeda

completelockdown.Hence,the remainingtwelve interviewswere conductedby telephone.

Duringboth the faceto-face and telephoneinterviews,an audio techniquewas appliedto
recordall LJ- NJi A Onketpitetgttions ttroughout the whole process All participantsknew
andagreedto be recordedbeforethe interviews.Throughoutthe interviews,the researcher
usedthe field notestechniqueto take down the keyinformation, which providedthe initial

ideasfor datacoding(seeAppendixlil).

Theinterviews stoppedwhen theoretical saturationwas achieved(Charmaz2006).In this
research, information saturation was consideredto be reached when no new critical
information or conceptsemerged from interviewees'interpretations in responseto the
interview questions.Thecriticalinformation couldbe understoodas‘griori code<dleveloped
from the literature review (MilesandHuberman 1994).Thirteenitemsof criticalinformation
were developedfrom the literature review: tacit knowledge or expeience, knowledge
sharing (mechanismsand practices), knowledge hiding along with sharing, motivations
relatedto relatednesge.g.interpersonalrelationship,trust or distrust), motivationsrelated
to competency(e.g. confidence,rewards), motivationsto autonomy (e.g.time pressure),
enjoyment in helping others, motivations for hiding, corporate culture, reward system,

helpful corporatecontext,detrimental corporatecontextand suggestionskigurelO showsa
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generaly decreasingrend in saturationof priori codes WheninterviewingParticipant8-12,
the critical information slightly increasedbecausethe first sevenintervieweeswere the
manages. From the eighth participant the interviews were conductedin the employee
group. As such, Participant 8-11 could provide new information from the employeeQ
perspectivelt is evidentthat no new information camefrom the lasttwo interviewees. The
thirteen piecesof criticalinformation were usedasinitial templatesin the later dataanalysis
stage.

Figurel0: Information saturationin twenty-two interviewees
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Thetime horizon

Thetime horizonfor a studyis categorisedascrosssectionalor longitudinal(Saundert al.,
2016;Brymanand Bell, 2015).Crosssectionalstudiesinvestigatea socialphenomenonin a
socialsetting at a particular period, whereaslongitudinal studiesstudy changesn a social
phenomenonovera period of time (Sekara, 2003).Theselectedtime horizontype depends
ontheresearchguestiongEasterbySmithet al.,2012).Thisstudyexploreshe contemporary
situation where employeesshare and hide their tacit knowledgein a smallsized family

businessTherefore,it isa crosssectionalstudy.

The whole period of data collection lasted four months. The researcher did not collect data
SOSNE RIF& 0SOIdzaS GKS LINRPOSadaa NBfASR 2y LI NJ

2019, the researcheran onlywork in the casestudy businesdor three days.Three or four
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people could be interviewed each day. In February, the researstieretimesconducted
interviews with more than three people a day, but sometimes only one person was available
for the interview. Furthermore, aa few questions used in the pilot interviews had been
modified, the first two interviewees missed some new interview questions. The researcher,
therefore, needed to collect secordund data from those two. The duration of the whole
process is presented ifiable9 as follows:

Table9: Thewhole duration of data collection

1 Document analysis 28 September 22 October 2019

2 Semistructured interviews = 1Stround: faceto-face interviews: 225 December 2019
Telephone interviews: 122 February 2020
2"round: 10 and 24 March 2020

Sourcew S & S| NBhEIAANI &

In summary this researchuseddocumentanalysisand semistructuredinterviewsto collect
datain a singlecasestudy businessTo achieveinformation saturation,twenty-two people
wereinterviewed.Thewholedatacollectionprocessncludedethicalapproval gainingaccess
anddatacollectionstagesThedatacollectiontook placein two methods:documentanalysis
andsemistrudured interview. Duringthe procesof the interviews,the first two participants
were selectedfor pilot interviews in order to make some adjustmentsto the interview
guestionsandinterview processwhichled to secondround interviewson 10 and 24 March
2020to ensurethe integrity and accuracyof data. It is notable that the nature of the semk
structured interviewschangedfrom the initial faceto-faceinterview into a combinationof
faceto-faceandtelephoneinterviewsbecauseof the suddenoutbreakof COVIBL9in China.
However the resultsof thosetwo interview approacheshad no evidentdifferencesin data

collection.

3.4 DataAnalysis
3.4.1TemplateAnalysis

Template analysis is a form of thematic analysis approach to organising and interpreting
gualitative data within diverse research settings and topics, especially in business and
management areas (Lockett et al., 2012). Within business and management research,

template analysis can be applied to multiple types of businesses: large multinational
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organisations, health services, educational institutions, SMESs, the voluntary sector and so on
(Brooks et al., 2015). Thisethod accommodates the businesgtting of this study, a small
family business. Template analysis can analyse any textual dataasudkrview transcripts,
observational field notes and pexisting corporate documents and organise them in a
hierarchical structure (King et al., 2013). All data from the document analysis and semi
structured interviews were in textual form; thus, tenape analysienablesinterrogate and

structure the qualitative data properly (Thompson et al., 2010).

Furthermore, the pivotal component of this method is the clear template to aid with the
classification and comparison of the interpretations from difffé 3 NP dzLJA Q LIS NA L
(EasterbySmith et al.,, 2021). By coding in a thematic way, a structure or template is
developed to guide the analytical process (King, 2012). For example, this study probes tacit
knowledge sharing and hiding and the reasons forkboto SKI @A 2 dzNB FNRBY RAT
perspectives (e.g. managers and employees; family members anthnoly employees). As

a result, template analysis could achieve the purpose of comparison.

Additionally, compared to content analysis whadnstrues the data strictly following the pre
existing structure, and grounded analysis which builds theory from comparing different data
fragments with one another, template analysis is a flexible tool to generate theory from the
analysis of data themsedg and preexisting structure built upon the literature review
(EasterbySmith et al., 2021). This method allows researchers to develop a priori codes or a
priori themes from the literature review, which provided the initial templates for the research
(Brooks et al., 2015). In th thesis three initial themes were structured from the literature
review: description oftacit knowledge, methods of knowledge sharing and hiding, and
reasons behind both behaviours. However, the tiibmes and key concepts in datheme

were generated from relatively open coding procedures and ended in applying an explicit
template to direct the presentation of findings. Last but not least, template analysis has a
straightforward step instrument for researchers to analyse qualitatiata (King, 2012). The
researcher could apply these steps flexibly to the analysis process. Hence, this study used the

template analysis method.

3.4.2TemplateAnalysisProcess

King(2012)put forward a sixstepinstrumentalframeworkfor conductingtemplate analysis:
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becomingfamiliar with the data, generatinginitial codes,searchingfor themes, reviewing
themes,definingthemes,andwriting up. Theprocessmayoften cyclebackandforth between
these steps becausetemplate analysisis highly iterative (Kingand Brooks,2016). In the
present study, the data analysisprocess contained corporate document analysisand

interview dataanalysis.

Phaseone: Corporatedocumentanalysis

The corporatedocumentanalysioccurredbetween28 Septembeiand22 October2019.The
researchemnalysechine corporatedocumentsinternalregulations Employeedrainingand
Developmenprogrammesof 2018,the OwnerY | y | 3ASMAISimmanyReportfor 2018,
the PerformanceManagementeport of 2018,the Quality,EnvironmentOccupationaHealth
and Safety ManagementSystemManual of the casecompanyfor 2018, several Annual
Summariedor 2018 of the top managersand core employeesReportson the Paterts and
Intellectual Properties,Reportson new projects for 20182019, and the Next FiveYear
Busines®lan(SeeAppendixiV).

As individual perceptions of knowledge sharingand hiding involve S Y LJt 2 @&n&ir8ia Q
feelings skilledemployeeamightexpressheir ideason both behaviourghroughtheir annual
reports or summariesFurthermore,knowledgemovementsresidein the organisationalife
(Chenet al., 2018; Lin, 2007; Cummings2004),and the corporate context of smallfamily
businessesaffectswhetherpeopleshareor hideknowledge(Chatterjeeet al.,2021;Cormican
etal.,2021;Butt, 2020;XiacandCooke 2019;Cunninghanet al.,2017,2016;Lin,2013;Zahra
et al., 2007). Therefore, at this stage, document analysiswas undertaken around the
knowledgedomain, knowledge sharing, helpful corporate context or practical actionsto
knowledgesharing,potentially adversefactorsleadingto knowledgehiding,and underlying

motivationaldriversof sharingand hidingbehaviours.

PhaseTwo: Interview data analysis

Therewere sixstepsin the analysigprocesdor interview data.

Stepone: Becomefamiliar with the data
Thepreliminarystepis to familiariseoneselfwith the data. Convertingrecordsinto text is

valuableto reflect on the data (King, 2012).Notably,in a smallstudy, it is necessaryo read
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the complete data set severaltimes before proceeding(Kingand Brooks,2016). Thisstudy
containedtwenty-two transcriptsand wasso deemeda smallstudy. Theresearchelistened
to the audiorecordsthree timesandtranscribedall recordingsanto Chinesdranscriptsbefore
analysislt washandyfor the researcherto becomefamiliar with the data through Chinese
transcripts,asshownin AppendixV. Maguireand Delahunt(2017)havesuggestedhat it is
helpfulat this stageto makenotesandjot downearlyimpressionsTheresearchetook down
the ideasin Englistbecausehis wasadvantageoudor applyingthem to the further analysis

steps.

Steptwo: Generateinitial codes

The secondstep is to organisedata systematically.Formingthe coding dependson the
researchquestions(Maguireand Delahunt,2017).Reflectingon the researchquestionsfrom
the literature review may generatea priori codesand themes, which can be provisional
guidelinesfor the inception of the research(King et al., 2018). Priori themes enable
developng the initial themes, although these themeswould be changedin the following
analysigprocess(Brooket al., 2015).A priori codesdevelopa set of categorieso createthe
initial coding (Madill et al., 2000). Thirteen priori codeswere derived from the literature
review in this study, asdiscussedn Section3.3.2.However,when the researcheranalysed
the first transcript,more codesemerged;for example,confidence trust or distrust, fearsof

beingreplacedby others,family membersor non-family members time factorsetc.

Theresearcheralsoadopteda constantcomparativemethodto open codingto ensurethat
codesdid not expressthe samemeaningsand guaranteethe richnessand diversity of the
data(Olsoret al.,2016).After codingall transcripts the researchetaunchedsixty-two codes.
All codeswere associatedwith the researchquestionsand connectedwith all relevant
guotations, as depicted in AppendixVI. Usirg a constant comparativemethod facilitated
reducing, merging, and modifying the number of codes (King, 2012). By continuous
comparisonamongcodes,twenty-one initial codeswere generated,and the whole coding

processwasachievedviaNvivo,aspresentedin AppendixVil.

Stepthree: Searchfor themes
A theme is a pattern that capturessomethingsignificantor interestingabout the data and

researchguestion(Braunand Clarke 2006).After generatingnitial codes researchershould
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organisethem into themesandthink about how the themesare relatedto eachother (King
andBrooks2016).Thetwenty-oneinitial codesdescribedn Steptwo were mergedinto three
priori themes: (1) tacit knowledge;(2) tacit knowledgesharingand hiding; (3) reasonsfor
sharingand hiding. Thethree initial themes were used to shapethe initial template. Analysis
showedthat these three priori themeswere very distinct from eachother. Therefore,the
codeswere readilyclassifiednto thesethree themesaccordingo the definitionspresented
in TablelO.

Tablel0: Initial template: definingthematic categories

Main themes Defining the scope of the theme
1. Tacit knowledge/knowledge This theme refers to broader descriptions of knowledge, t:
knowledge.

2. Tacit knowledge sharing and hidin This theme refers to the wider descriptions of knowledge shal
and hiding. Subhemes should cover different activitie
mechanisms, and levels of both behaviours.

3. Reasons for sharing and hiding This theme discusses the various reasons for sharing and h
from the motivation and corporate context perspectives; a
reasons for both.

Sourcew S & S I NeOOEIAAID &

Accordingto the scopeof the initial template, twenty-one initial codeswere classifiedinto

three themes andthe templatewasdeveloped asshownin Tablell.

Tablell: Developedtemplate
1. Tacit This theme refers to broader descriptions of knowledge, tacit knowledge
knowledge/knowledge

Covering codetacit knowledge or experience, knowledge

2. Tacit knowledge sharing This theme refers to the widetescriptions of knowledge sharing and
and hiding hiding Subthemes should cover different activities, mechanisms, and le
of both behaviours.

Covering codesformal sharing; informal sharing, sharing as a duty;
knowledge hiding

3. Reasons for sharing and This theme discusses the various reasons for sharing and hiding from tt
hiding motivation and corporate context perspectives; and reasons for both.

Covering codes

Motivational reasonstrust, the attitudes of others, confidence, distrust, n
confidence, the learning ability of the learner, the time factor, fears of be
replaced by others

Corporate reasongyood relationship; rewards, recognition, the owner
manager, family members, collective culture, unfair issues.

Sourcew S & S I NOBIANI &

Stepfour: Reviewthemesin the template
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Duringthis step, the researchershouldmakeiterative modificationand developmentto the

themes from Step three, so that the themes and subthemes can be coherent and

distinguishedfrom eachother (Braunand Clarke,2006).Kinget al. (2018) stated that the

modifyingprocesseganbe viamergingandre-definingthemes,deletingredundantthemes,

and addingnew themes.Maguireand Delahunt(2017 p.3358 put forward sixsuggestions
for this process:

dDothe themesmake senseDoesthe data supportthe themes?Am |
trying to fit too muchinto atheme?If themesoverlap,aretheyseparate
themes?Aretherethemeswithin themes(subthemes)Arethere other
themeswithintheR I i | K ¢
After consideringhe abovequestionsthe templatewasmodifiedanddevelopedn Tablel2.
Thesubthemesand clustersof data in eachtheme were merged,re-namedand modified.
For instance,the attitudes influenced by others and the learning ability of learnersboth
focusedon thosewho learnedandreceivedknowledgefrom the participants.Assuch,these
two groupsof datacouldbe mergedinto one.Inthisway,the templateincludedthreethemes

and eight subthemesby the end of this step. Thechangesmergingto the themesand sub-

themeswere associatedvith all the data.

Stepfive: Definethemes

Thisstageinvolvesdefiningwhat eachtheme talks about (Kinget al., 2018). For example:
awhat is the theme saying?If there are subthemes,how do they interact and relate to the
main theme?How do the themesrelate to eachotherK {Maguire and Delahunt,2017, p.
3361).In this investigation,the focuswas on how and why tacit knowledgeis sharedand
hidden.

Notably,there were somechangesn the subthemes.In Themetwo, the researcheibelieved
that both formal and informal sharingwere aimed at knowledgesharingbehaviours;thus,
thesetwo subthemesshouldbe mergedinto one.In Themethree, the researcheifound that
the reasondor knowledgesharingand hidingwere explaired separatelyfrom the corporate
context and individual motivations. Therefore,reasonsfor knowledgesharingand hiding
werelabelledasthe headingf two subthemes,mergedfrom the previousfour subthemes
in ThemeThreein Table12 (the helpful corparate context and individual motivations for

sharing, and the detrimental corporate context and personal motivations for hiding).
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Furthermore, rewards could be deemed as both corporate context and individual
motivations.In the literature review, rewardswere the extrinsicmotivationsfor knowledge
sharingand hiding.However throughrepeatedreadingof the transcripts,rewardstendedto

be a corporate trait in the small family business.Rewardswere therefore moved from

personalmotivation reasongo corporate contextualreasonsBythe end, the final template
wascreatedasTablel3; eachtheme and subtheme differed from the other.

Tablel2: Themesn the developedtemplate

Main themes

1. Tacitknowledge/knowledge

2. Tacit knowledge sharing and hiding

2.1 formal sharing
2.2 informal sharing
2.3 knowledge hiding
3. Reasons for sharing and hiding

3.1 Helpful corporate reasons leading to tacit knowledge sharing:
3.1.1 the role of the ownemanager
3.1.2 culture
3.1.3 interpersonal relationships

3.2 Helpful individually motivational reasons leading to tacit knowledge sharing:
3.2.1 trust

3.2.2 confidence
3.2.3 rewards
3.3 Detrimental corporate reasons leading to tacit knowledge hiding:

3.3.1 family managers
3.3.2 no rewards to nofamily employees
3.3.3 good relationship lost face

3.4 Detrimental individually motivational reasons leading to tacit knowledge hiding:
3.4.1 distrust

3.4.2 lack of confidence
3.4.3 time factor
3.5 Suggestions
Sourcew S & S| NOhEHBANI &

Stepsix: Write-up
Thefinal stageisto write the datain light of the sequenceof themesandsub-themesinto the

finding chapter,aslistedin Tablel3. Thefindingsare presentedin Chapterfour.
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Tablel3: Finaltemplate
Main themes

1. Tacit knowledge/knowledge

2. Tacit knowledge sharing and hiding practices
2.1 Knowledge sharing practices

2.2 Knowledge hiding practices

3. Reasons for knowledggharing and hiding
3.1 Reasons for knowledge sharing

3.1.1 Helpful corporate context:
The role of the ownemanager
Advantageous corporate culture
Close interpersonal relationships
A reward system

3.1.2 Individual motivations for sharing:
Sense of trust
Confidence

3.2 Reasons for knowledge hiding

3.2.1 Detrimental corporate context:
Issues of managing family members
Low salares and no bonuses to ramily employees
Close interpersonal relationships
3.2.2 Individual motivationdr hiding
Sense of distrust
Fears of being replaced by others
Whpc Q 62Nl Ay3a aO0OKSRdAZ Sa
3.3 Suggestions

Sourcew S & S| NBOEIBAID &

3.5Quiality of the Research

Checkingthe quality of the researchis also essentialto both quantitative and qualitative
research(Seale1999).Thisprocedureoften considersvhether quality criteria suit the study
(Silverman2005).Validity and reliability are deemedthe significantcriteria for quantitative
and qualitative research (Guba and Lincoln, 2005). However, these two constructs are
differently appliedto eachresearchapproach(Chenail,2010).In quantitative research,to

achievethe aim of generalisability,validity is usedto explainwhat researches measure
(Bryman,2012),andreliability is éa characteristioof measurementoncernedvith accuracy,
precisionand consistency (Blumberget al., 2004, p.495). Mason (1996) argued that

reliability, validity and generalisabilityare variedstandard4€o measurethe quality andrigour

of the study,whichmustbe built upon particularmethodologyand disciplinaryconventions.
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In contrast,it ishardto achievegeneralisabilityn qualitativestudiesbecauseof smallsample
sizeg(Morrow, 2005).AsThomagq2016) stated, the quality of a casestudyis not determined
by the sample size, validity or reliability; instead, it relies on the & (i dzRe@ngetion,
constructionand conduct. Therefore,qualitativescholarshaveproposedalternativecriteria,
suchastrustworthiness,to evaluatethe quality of qualitative research(Gubaand Lincoln,

1994;Lincolnand Guba,1985).

Symonand Cassel(2012)suggestedhat trustworthinessinvolvesthe elementsresearchers
believe are the most relevantto the research.Qualitatve researchersshould cautiously
indicateto the readersor other scholarswhat the researchaimsare and how the study can
be judged (Brymanand Bell, 2015). Guba and Lincoln (1994) stressedfour criteria for
trustworthiness, credibility, transferability, dependability and confirmability. Credibility
emphasisesplentiful considerationof social reality, which stipulates confirmation from
peoplestudiedin the socialworld (BrymanandBell,2015).LincolnandGuba(1985)suggested
that the triangulationtechnique achievescredibility. Transferabilityrequiresresearchergo
producerich accountsof the detailsof contextualsignificancgGeertz,2008),understoodas
a thick description(Lincolnand Guba,1985).Fordependability the researchershouldusea
completeauditingapproachto recordall stageof the researchprocessfor instance problem
formulation, participant selection, fieldwork notes, interview transcripts, data analysis
decisionsand procedures(Brymanand Bell, 2015). In this process,peer assessmentould
enhancethe dependabilityof qualitative research.Thefinal standardis confirmability. It is
suggestedthat the researchershould not involve overtly personalvaluesor theoretical
inclinationsin the processof research(Brymanand Bel, 2015).Confirmabilitydemandsthe

objectivity of researcherandauditors(Lincolnand Guba,1985).

Creswell (2013) proposed eight key strategies to consider the rigorousness and
trustworthinessof qualitative research:(1) triangulation and multiple sourcesof data; (2)
member checking;(3) thick description;(4) clarifying of researcherbias; (5) negativecase
analysis(6) prolongedengagemen(7) peerdebriefingand (8) externalaudit. It isimportant
for qualitative researchergo applyat leasttwo of these eight strategiesto checkresearch
quality (Myers,2019;Yin,2014).Therefore this studyemployedfour strategiesto guarantee
rigorousnessand trustworthiness: triangulation, thick description, member checkingand
clarifyingresearchembias.
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3.5.1Trustworthinessby Triangulation

Triangulationis a broadly acceptedway to checkthe quality of qualitative research(Myers,
2019). There are four main types of triangulations: multiple data sources, methods,
investigatorsand theories (Brymanand Bell, 2015). This study used three triangulation

strategiesto evaluatethe trustworthinessof the research.

Data triangulation involves gathering from multiple sourcesas corroborating evidence
(Lincolnand Guba,1985).Thedata in this study were sourcedfrom three perspectivegthe
owner-manager,the managersand the employee)and two groups(family and non-family
members).This may provide the chanceto compareand generatethe findingsfrom the
perspectivef the managerandemployee family membersand non-family employeesand
employeesfrom different age groups. Furthermore, method triangulation involves using
more than one approachto investigatea singleissue.Therewere two researchmethodsto
gatherthe datafor this study:documentanalysisand semistructuredinterviews.Therefore,

triangulationwasthe pivotal strategyto ensuretrustworthiness.

3.5.2Trustworthinessby ThickDescription

Thethick descriptionrefersto usingsufficientdetailson the contextof the phenomenabeing
studiedto checkwhetherthe conclusiommayapplymore widely (Lincolnand Guba,1985).1t
helpsto provideanaccuratedescriptionandinterpretationto explainthe phenomenaclearly
andthoroughly(Geertz, 2008).Thisstudydescribedhe casein-depth (seeChapterrour) and
useddirect quotationsasevidenceto construetacit knowledgesharingandits reasonsn the
smallfamilybusinessTheconclusionsnightbe usedin other smallfamilybusinesses China

or similarcontexts.

3.5.3Trustworthinessby Member Checking

Member checkingis an essentialtechnique to assurethe trustworthiness of qualitative
research(Lincolnand Guba, 1985). This approachenablesthe participantsto checkand
confirmthe NB a S | Mddka8bEEnderstandingand analysisgdevelopingthe conclusions
(EasterbySmith,2012).Duringthe interviews,after the participantsansweredhe questions,
the researchemrepeatedtheir answersor expressedhe meaningsof their answersso asto

checkwhetherthe NB & S | Nidl&rSaNdhgpf their expressiorwasright. After reviewing
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the transcriptsverbatimthree times, the researchersent transcriptsto the interviewees to
double-checkwhetherthe word expressionwasaccurate Whenthe participantsconfirmed
this, the transcriptswere returned to the researcher Someparticipantsmade notes on the
transcriptions that they disagreedwith and explained their opinions. The researcher
corrected the transcriptsin light of their comments. This step helped this study obtain
confirmationto enhancethe trustworthinessof interpretationsfrom the participants(Stake,
1995).Finally,the researcherinvited a professionalranslatorto audit and confirm that all

transcriptswere accuratelytranslatedfrom Chineseo English.

3.5.4Trustworthinessby Clarifying ResearcheBias

wS a S Niadesdieht®the subjectivityof researcherssuchasNB & S | Nalugsand® Q
expectations that may influence research conduct and the generation of conclusions
(Maxwell,2012). Thereare two critical biasesthe selectionof datathat befitisNB & S I NO K S NA
existingtheory goalandthe selectionof datathat standsfor NS & S | [g&bdoestiveg Rile
andHuberman,1994).

Thecurrent study had the potential biasthat the conclusiongnight be muchinfluencedby
the NB a S| NHDdwRdgE lom previous literature. For instance, prior literature
demonstratedthat interpersonalrelationshipsamong employeesin a small companyare
beneficialfactors for sharingtacit knowledge(Lin,2013; Chenand Hung,2010; Ipe, 2003).
Theresearchehadthisideain mind. Duringthe interviews,mostof the intervieweesnsisted
on this point of view. In contrast,only a coupleof people assertedthat goodinterpersonal
relationshipsmadeit difficult to openly share knowledge.Theyworried whether it would
damagetheir friendships with the audiencesvhenthey pickedoutaO 2 f f StiSatzeSif) &
public.Whenanalysingthe researcheihad consideredgnoringthis argumentbecauset was
controversialHoweveranexceptionakexamplewasmaintainedandpresentedin the finding
chapterafter in-depth discussiorwith the supervisorsTherefore regularmeetingswith the
supervisorsluringthe procesof datacollectonandanalysigo discusghe issueof interview
technigues and coding could facilitate the researcherto minimise biases and ensure

trustworthiness
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Summary

Tablel4: Summaryof researchmethodologyand methods
Concept Adopted Position Observations

Philosophy Interpretivism To understand personal narrative and meaning

For theorybuilding (simultaneous knowledge sharing and
Approach Induction hiding behaviours) in the undeepresentative context
(small familybusiness)

I\C/Ir?gi\gedologlcal Qualitative, multimethods | Collecting abundant and idepth data
Strategy A singleexploratory and | One small family business selected: R&D manufacturing

explanatory Case study | industry

To comprehend the knowledge sharing and hiding
phenomenon irdepth, rather than the changes in both

Time Horizon Crosssectional .
behaviours.

Company constraints

Document analysis and | Twentytwo participants, including thewner-manager,

Techniques . . . .
semistructure interview | managers and ordinary employees

Interview transcribed and analysed. Elements of

Analysis Template trustworthiness to support quality

Sourcew S & S I NOOKIANI &

This chapter clarified the researchmethodology and methods for the present study, as
summarisedn Tablel4 above Theresearchphilosophywasinterpretivism whichguided the
researchstrategies,data collectionand analysisso that all the processeould fit together.
Thisstudy aimed to provide empiricalevidenceof how and why employeesshareand hide
tacit knowledgein a smallfamily businessn China.The qualitative researchapproachin a
single casestudy strategy was employed to understand the new conceptualisationof
simultaneousknowledge sharing and hiding behaviours. Twentytwo participants were
purposivelyscreenedfrom three hierarchiesand two groups.The data were collectedvia
documentanalysisandsemtstructuredinterviews.Templateanalysisvasadoptedto analyse
the data from document analysisand interviews. The present study undertook careful

considerationof ethicsandtrustworthinessthroughoutthe studyprocesses.
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CHAPTER: FINDING®FTHECASETUDY

Introduction

Thischapteremploysone casestudyfirm to representa smallfamily businesgo investigate
why skilled employeesshare and hide tacit knowledge. The findings emergedfrom two
methods: corporate document analysisand semistructured interviews. Hence, the first

sectionrevealsthe findingsfrom the corporatedocumentanalysis.

Thischapteris constructedasfollows. It commenceswith the resultsof documentanalysis.
The secondsectionfirstly unveilsthe consequence®f theme one: how skilled employees
perceivetacit knowledge. Themetwo mainly demonstrateshow employeessharedand hid
tacit knowledge . ThemeThreeconstrueswhy theseworkerssharedand hid knowledgefrom
individualmotivation and corporatecontext. Thefinal paragraphis a concisesummaryof all

the findings.

4.1.Resultsof DocumentAnalysis

Theresultsfrom documentanalysidound that tacit knowledgewasa competitiveadvantage
embodiedby the patentsandintellectualpropertiesof the casestudy company,asdepicted
in Table15. The researchedbusinessoffered variousactivities for employeS dk@owledge
sharingand communication.Thedocumentsalsoshowedthat this smallfamily businesshad

a knowledge sharing culture. There were no explicit and direct rewards for knowledge
sharing but the employeeswvho worked astrainersor mentorscould obtain somebonuses.
TheperformancemanagementeportandS Y LJ 2 safrfesgndicatedthat everymanager
had a bonusin their monthly wage structure. Most of the ordinary employeescould not

obtain the bonus. Finally,the funding and resource support from the local government
enabledknowledgesharingwithin the studiedsmallbusinessit wasbecausehe casestudy
companymade huge contributionsto the locals However,suchsupportwasnot common
among smallsizedbusinessesn Henanprovince. The potentially helpful and detrimental

contextsof the smallfamily businessvere integratedinto Tablel6.
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Tablel5: Descriptionof tacit knowledgeand knowledgesharing

1. What is tacit knowledge in thisompany?

The tacit knowledge derives from the internal and external sources

The tacit knowledge as the competitive advantages, intellectual property, experienc
failure and success, expertise and skills of manufacturing, researct@ngloping, retailing

and services from academic seminars, professional meetings, customers and external st
etc.

2. What action do the company take for knowledge sharing

By internal digital information platforms (such as WeChat and emails), téaiinal seminars
informal and formal meetings, coaching and mentoring, training, operating skill compet
and activities, internal information board and daily communication etc.

Sourcethe NGB & S | NMadIKsE NI &

Tablel6: Potentially helpful and detrimental corporate context

Potentially helpful corporate contextor knowledge sharing

Support from the ownemanager

Knowledgesharing culture

Funding and resources support fragovernment and other parties

Reward system

Potentially detrimental contextfor knowledge hiding

no explicit rewards relevant to knowledge sharing

The limited number of employees rewarded

Sourcethe NE & S | NMidIgsE NI a
4.2. Findingsfrom interviews

The secondsectionis divided and integrated into themes basedon perceptionsof tacit
knowledge knowledgesharingandhidingpracticesthe corporatecontextof the smallfamily
businessand individual motivations. Therewere three main themeswith five subthemes

emergedfrom this study,asexhibitedin Tablel7.

112



Tablel7: Threethemesand sixsub-themes

Themes Subtheme

1. Perceptions of tacit knowledge

2.  Tacit knowledge sharing and
hidina practices:

2.1 Knowledge sharing practices

2.2 Knowledge hiding practices

3. Reasons for knowledge sharing

and hidina:
3.1 Reasons for knowledge sharing:
Helpful corporate context
Individual motivations for sharing

3.2 Reasons for knowledge hiding:
Detrimental corporate context
Individual motivations for hiding

3.3 Suggestions for motivating knowledge
sharing ormitigating knowledge hiding

Sourcew S & S I NInEHrAANI &
Thethree themesand five subthemesare describedand explainedin-depth with rich data

from participants.

4.2.1ThemeOne:ThePerception®f TacitKnowledge

Thefirst objectiveof thisresearchwasto comprehendchow skilledemployeesn thiscompany
perceivedtheir tacit knowledgeand its characteristicslt provideda comprehensiorof how
and why tacit knowledge is shared and hidden by skilled employeesin the context.
Perception®f tacit knowledgewere discussedrom the perspectivef the owner-manager,

managersandemployees.

In the owner-Y | y I ArBindXskilled S Y LI 2 #ad8tS&doRledgeis the most valuable
strategicresourcefor the survivaland developmentof a smallcompanyover thirty yearsin

the manufacturingndustry:

My staff treats the companyas their home. They contribute their
expertise experienceand skillsto update our machinesjnnovateour
technologyand products,developpatentsand obtain variousawards.

113



Accordinglywe havecreatedthe employeesknowledgento a pieceof
powerfulorganisationaknowledge.

Fromthe abovedata, the definition of tacit knowledgeis not clear.However,it canbe seen
that tacit knowledgeincludesemployee$kxpertie, experienceand skillsin machinesand
production technology and has benefited the company® survival, innovation, and
development.Also, many employeeshave donated their knowledgeto the companyfor
decades.

Survivingn the highlycompeitive marketfor over30yearsisa miracle
for our company Whatthe companyhasachievedodayisthe resultof
the concertedefforts of all my staff. Most of them have dedicated
themselvedo the companyfor decadesSomeemployeesaveworked
herewith my father sincethe companywasfounded.

Asa result, the casestudy businessamassesowerful knowledge.In the owner-Y I y I 3 S N &

mind, & { I kabiviédgeshouldbe developedrom anindividualassetto acommonl & & S G £ @

Most family membersunderpinthe ideasof the collectivisationof skilled employees$tacit
knowledge.Mg10 (Manager 10), who was a senior engineerbut not a family member,
posited:

Knowledgeshould® just belongto themselvesut a kind of common
assetof the entergrise.We needto considetthis from the standpointof
the company Whenexchangingdeaswith others,in fact, youcanalso
learnfrom others.It isa win-win rather than a unilateral output. Thus,
peopleshouldnot havea narrow perceptionthat knowledgesharingis
aloss.

However adifferentideaontacit knowledgeemergedfrom the non-familyS Y LIt 2 die®$S & Q
Most non-family employeesieemedtacit knowledgeastheir power of knowledgebecausat
brought them a sort of uniqguenessand non-substitutability of their positionsin the case
company asstatedby Em6:

My tacit knowledgemakesme uniquein the companyl cannotsaythat
the enterprise cannot run without me. However, | use special
communicationtechniquesto becomethe best salesin the retail
department.If othersfully graspmy techniques| will losemy power.

It is hard to give a precisedefinition of tacit knowledgein the company.However,tacit
knowledgecanbe describedasworkingexpertise skills techniquesandexperienceThedata
gatheredfrom the non-family experiencedemployeesshowsthat tacit knowledgeneedsa

longterm accumulation.The data from both the managersand employeesilluminate this
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viewpoint:

| have been engagedin researchingand developingin functions of
machinedor overforty years.(Mg2)

L @ @ccumulated these techniques from my previous working
experiencaand practicesfor manyyears.(Em6)

Asidefrom uniquenessnon-substitutabilityandlongterm accumulationthe Manager2, the
managerof the equipment department, argued that tacit knowledge has variability and
complexity:

The skills of fixing and using machineshave beenchangedwith the
updatesin technologyand machinesThereforetacit knowledgeneeds
to be acquiredthrough continuoudearningby doing.

Anothermanagerunderlinedhow failure or falseexperiencds a valuabletacit knowledge:

Knowledge regarding failure or false, such as the breaches of
operationalregulationcausedy personabehavioursandthe negative
resultscausedby personalmistakes hasreferentialsignificanceo the
employeesand the company.Sharingfalse experiencesnd examples,
like a mirror, cangive the experienceand lessongo other employees.
As a result, they can prevent making the same mistakesfrom these
failuresandfalseexperiencesAssuch the failure and experiencecould
be transferredinto positiveknowledge.

The skilled employees have also highlighted this perception of tacit knowledge?
characteristicsEm?7,an ordinarystaff member,gaveher story:

Whilst visiting and communicatingwith clients, basic verbal skills

(tricks)that myleadergrainedwouldnot beenoughbecauséhe clients

may proposevariouscunningrequirements suchas reducingprice or

changesin the volume of products in the order. Consequently,
addressingthe issuesand persuadingclients requiresrich personal
successfubnd failing experiencesThisis hard to be known by my

colleaguesvho do not havethesepracticalexperiences.

From the above evidence, it can bhagggested that skilled employe@sacit knowledge seems

to be a kind of experiencbased knowledge. This is because it is related to the working
practices and job positions, stipulated learning by doing and is accumulated through long
standing complex working experience and adapting tangeable outside environments.
Tacit knowledge makes skilled employees hard to be substituted by others because others
may not have the relevant working experience. The characteristics of tacit knowledge in this

context can be summarised in Talllg
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Table18: Summaryof skilledS Y LJ 2 &a&t &ndvidedgecharacteristics

/] KI N OGSNRaAGAOa 2F alAffSR SYLX 28S8SaqQ

w Relevant to working practices/tasks.

w Unigueness and neaubstitutability

w Timeconsuming acquisition from experience.
w Complexity and variability

w Hard to be known by others.

w Success and failure experience

Sourcew S & S| NDhEIAANI &

In summary the majority of the family membersperceivedthat employeesiacit knowledge
shouldbe acommoncorporateasset.In contrast,the non-family employeesconsideredhat
their tacit knowledgebelongedto them. However,both the family and non-family people
agreed that tacit knowledge was valuable to individual growth and organisational
development. Notably, the owner-manager in the researched small family business
acknowledgecdthe criticality of the employees$Xacit knowledgeas a significantresource.
Regardlessf whetherit isanindividualor corporateassetthe valueof tacit knowledgewas
manifested by its nature of experience.Experiencebased knowledgerequires longterm
learning and accumulated through complex working experience and adapting to the
changable outside environment. In this sense, experiencebased knowledge is largely
individuatrelated and job-related and is hard to be known by other people. Hence,it is

necessaryo elaborateon ThemeTwoon how tacit knowledgeis sharedand hidden.

4.2.2 ThemeTwo:TacitKnowledgeSharingand HidingPractices

Thesecondobjectiveon tacit knowledgesharingand hidingis composedf two subthemes.
Thefirst subthemeilluminatesthat the employeesusuallysharedtacit knowledgein formal
and informal fashions.The secondsubtheme presentsthat playingdumb and rationalised

approachesarethe mainmethodsfor S Y LJ 2 Rn&nfedgeéhiding.
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4.22.1 SubthemeOne:TacitKrowledgeSharingPractices

Thefirst subthemein ThemeTwois how skilledemployeessharetheir tacit knowledgein the
companySkilledS Y LJt 2 @ack Bawledgeis usuallytransmittedthroughtwo mechanisms

at two distinctlevels:formal knowledgesharirg andinformal practices

Formalknowledgesharing

Theinterviewdatarevealedthat the casestudybusines®ften organisedormal activitiesfor
skilledemployeesto sharetacit knowledge,for example,training sessionsgroup activities
and meetings.The owner-managerstipulated these formal knowledgesharingpracticesto
update producing technology and quality managementsystemsin the internal routines.
Therefore the owner-managerassignedhe seniormanageror skilledemployeesasdShifié
(meaningthe trainersor mentors)to impart their expertise,skills,and experienceto other
employeesn the formal organisationahctivities.Theowner-managerexpressed:

In order to maintain our company's leading position in the
manufacturng industry, we must passthe examinationson Quality
Managementfrom the outsideeveryyear. Therefore we often select
seniorengineersand excellentemployeedo attend externaltraining.
Then, when they are back in the company,we will organise the
experiencesharing meeting and technical training for the senior
engineersto sharewhat they havelearnedoutside. Thismethod can
maximisethe valueof advancedknowledgewithin a limited budget.

Mg9,who wasmainlyin chargeof the quality managemensystan, added:

The training sessionsare organisedand coordinatedby the owner
manager...Thusmy tasksin sharingknowledgecouldbe completed.

Likewise the participantsat the employeelevel agreedwith and advocatedfor the owner-
managefactionson formalknowledgesharing Em7 whowasarole modelat the workshop,
said:
The ownermanager cares about the workervoicesand regularly
organise$orpesha[ingactivi'gies.Besidesshecan shareher expertise
aboutthed R andlR 2 Yy @uridgactivities.
Fromdifferent perspectivesjt canbe discoveredthat the owner-managerdeterminedthe
formal sharingpractices Theowner-managervaluedthe skilledS Y LJ 2 &k Ehawdedge
and knowledgesharing.Therefore,the owner-manage required the skilled employeesto

sharetacit knowledgein variousformal sharingactivities,integratedinto Table19.
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Tablel19: Formalknowledgesharingpractices

Formal knowledge sharing practices

() Training:

0 pre-job training

0 on-the-job training:

0 Communist party membef®ducation and training
() Group sharing activities

W Meetings

Sourcew S & S| NDhEIAANI &

1 Training the corporate documentationand interview data displayedthat training
sessionsverevital for knowledgesharingfor skilledemployeesThecompanyhadan HRstaff
memberresponsiblefor makingscheduledand non-scheduledtraining plansand following

executivestepsfor knowledgesharing.

0 Prejob training: when newcomersstartedto work in the casecompany the HRstaff
memberorganisedpre-job trainingto sharethe internal regulationsto help the newcomers
adaptto corporatelife, asconveyed:

During the new S Y LJ 2 &ahiBg Qoften train them about the
general firm rules and regulations, such as the work attendance
checkingsystem,basic code of behaviours,daily duty management
system,and meetingrequirements. also sharethe basicHRMrules,
including becoming a regular employee after the three-month
probation period. Thesecasualand formal rulesare tightly boundup
withS Y LJX 2jdbS.Sa Q

After the newemployeesirainingfrom HR the newcomersvere sentto the departmentsof
their job positions.Thedepartmentmanagersntroducedthe newcomergo their specifigob
dutiesand sharedtheir workingexperienceso makethem acquaintedwith their colleagues
andworkinglife, asEmg3stated:

After the new staff are sentto our departments Q) bring them to visit
different departmentsand introducethem to other colleaguesin the
meantime, | usually share my perceptionsof the manufacturing
industry and my previousexperienceof successand failure. When |
started this job, it took me plenty of hoursto preparethe topicsand
contentsfor sharing.l hopethe newemployeesanlearna lot from my
sharing.

0 Onthe-job training: Thisconsistedof mentoringand professionajob trainingfor the
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workersat the manufacturingvorkshop.Mentoringwasviewedasthe mostpotent approach
for sharingknowledgeon the productionline. Thedepartmentmanagersvere assignedas
oShifig (trainersor mentorsin Chinese)py the owner-managerto the new employeesThen
the mentor gavehand-by-hand guidanceto their apprenticesby onsite knowledgesharing.
Mg1l,agroupleaderat the workshop,describechow:
LI & K SRSy a2 deSR B yiEBdzy O BA| AV H (8 k FERLISNI A & S
Y I O KMy NIHFONRARIY S! YYBF 2 NI dzgiSdizySQ @BAEA W If €3
I NBNI 3Y $ WRKRINRE & a0AZONIBRIA VI KRS G2 X f &
2 LISNY N2 @6 RdzNB a @
I yA Y (0 NIF 3 geAyKEP B0SKRI 659 14 S 4 a2 K2 NJZ RIDNI ALYNBYZHR R S R
OK I ¥ AifNI NyaKNENBD Y 2 ¢ & R goSidrented:
During thesetraining sessionsthere were Q&Asfor the interactions
between employeesand me so that | was able to preciselyanswer
employee€queriesand discusddifferent ideaswith them. Therefore,
my job is knowledgesharing.
0 CommunistParty membereducationand training: a distinctivelyChineseknowledge
sharingpracticewasfound at the casecompany.Thecasestudy companyhada Communist
Partygroup to exchangedeasthrough learningabout the leadingCommunistParty spirits

and perceptions Emb5stated:

We usually learn about the latest speechof PresidentXi and the
essentialspirits of the CommunistParty. Then,basedon the latest
publications,we'll share our ideasand communicatewith the party
membersfor mutual growth.

1 Groupactivities: ThroughA y (i S NIoskafemhetS ificQuld be seenthat asidefrom
the formal training, the casestudy businesanight host somegroup adivities, suchasskills
competitions and requestsfor suggestionsio encourageall employeesto convey their
perceptions.Therewere prizesfor the employeeswho sharedknowledgeand contributed
feasiblesuggestionsn theseactivities;this emergedin manyLJ: NJi A @espahsgsHedied

atypicalviewpointfrom Mg1:

7 AAN

{ HIINP LB A28 Rl FARZAESE & KiS2Md v I PSNAE ¢

I 10€S f ASKASERSIAdE 3 S & @ AxPSRRAIZKNGE & Y R2 (1 EKS
LINR 0 B € 0 I vV R I 2NNBSANE SipAdRy /a2 (M G SIHF 2 N2 v a
2 dINA.NIY
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1 RegularMeetings Thesewere arrangedby the administrationdepartment. Regular
meetingswere frequently held at the casecompary to activelyprovidea platform for skilled
employeedo sharetheir experiencesand suggestionsTherewere daily meetingsamongall
employeesat the workshop,weeklymeetingsamongdepartmentmanagerssafeproduction
meetingson the 26" of everymonth, andthe yearend conferencethroughoutthe company
before ChineseNew Year. The regular meetings helped collect suggestionsfrom skilled
employeesto solve corporate problems. Stimulatingly, the meetings allowed ordinary

gualifiedemployeedo engagen the decisiormakingprocess.

In line with the corporate document analysis, the case company had an HR staff member
organising formal knowledge sharing practices. Also, the admin department was responsible
for hosting group activities and regular meetings. These collaborative praciees
supported and determined by the own@nanager. Through multiple formal activities within

the organisation, the skilled employees obtained sufficient chances to share knowledge and

express themselves in the workplace.

Informalknowledgesharing

Apart from the formal knowledgesharingactivities, skilled employeesusuallysharedtheir

tacit knowledgeon informal occasionembeddedwhen socialisingat work. Thefirst instance
for peopleto informally shareknowledgeis the casualcommunicationor help behavioursn

the office,asMg5 narrated:

Theyoung peopleare better at usingthe computerthan us, the old
people.Sq when | have difficulty usinga computer,I@ ask them for
help. Theycanteachme howto useit.

Anotherconsensugxampleof informal situationsfor knowledgesharingtakesplace
duringthe groupdinner. Thefollowing story from Mgllexpressedhis situation:

Theyoungerknowlessaboutthe Chinesd¢able mannerswherethereis
a groupdinner.Forinstance the seatoppositethe maindoorisfor the
personwho hasthe highestpositionlevel,or whoisthe mostimportant
to this occasionasthe VIPclient or ownermanager.Thepersonwho
hasthe highestpositionlevelis the first personto start the dishesand
soon. | tell them how they shouldperformon this occasion.

Mgé6 illuminatesthat informal knowledgesharingmight alsooccurwhenpointing out

02t t SridateSsadyivingsolutionsto their problems.
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Whenl find my apprenticesmakemistakesor askmefor help, | will tell
themwhy they arewrongandgivethem onsiteguidance

Asinformal interactionsamongemployeeshappenedduring interpersonalcommunication
anytimein the workplace,most of this sort of sharingappearedto be at the individuallevel.
Therefore,the skilledemployeesdescribedthe informal knowledgesharingpracticesasthe

socialinteractionsat work, assummarisedn Table20.

Table20: Informal knowledgesharingpractices

Informal knowledge sharing practices

w Communication in theffice
w Group dinner
w Helping behaviours

w Pointing out the problems/mistakes and giving solutions
Sourcew S & S I NbhnEIAAID &

It is clearthat the informal knowledgesharingpracticeswere unstructuredand unplanned
methods of sharing and took place spontaneously.This was an essential aspect of
organisationallife, becausedit is impossiblethat no conversationand sharingtakes place

among us. Without sharing, the manufacturingtasks cannot be achievedpunctually and

a1 F 0MgD.£

Tosumup, theaboveinformationon Subtheme Oneshowsthat knowledgesharingpractices
activelyoccurredin formalandinformalinteractions asshownin Table21. Formalknowledge
sharingmayinvolvewell-plannedmethodsfor skilledemployeego shareknowledge suchas
various piecesof training, group sharingactivities and meetings. The owner-manageror

departmentmanagersiemandedheseformalknowledgesharingpracticeswhichtook place
at the organisationalevel. Instead,someformal knowledge sharingactivities,suchasone-

to-one mentoringor apprenticeshippccurredbetweenthe mentor andapprentice.ln these
casesformal knowledgesharingwasindividuatievelsharing.

Table21: Tacitknowledgesharingpractices
Tacit knowledge sharing practices

Formal knowledge sharing practices

Informal knowledge sharing practices
Sourcew S & S | NeBnKHBAND &
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In contrast, the informal knowledge sharing practices spontaneouslytook place during
communicationamongemployeesin the office, during the group dinner or helpingothers.
Some of the informal knowledge sharing activities were unstructured and unplanned
practicesthat happenedat anytime at work andwere embeddedin S Y LJ 2 8o8afide
Hence,skilledS Y LJ 2 &a&t&rioWedgesharingpracticeswere not only organisational
practicesbut individualpractices However through analysisof the corpus,no evidencewas
presentedthat the skilled employeessharedtacit knowledgethrough the community of

practicesThatis, individualsfrom different divisionsvoluntarilyshareknowledgeconcerning
a particulartopic out of interestin forums. It is becausethey did not havethe extratime to

organisethis form of knowledgesharingpractice. Thistime pressurewill be explainedin the

sectionof W o dqvorkingschedule(seeP.14-143).

4.2.22 SubthemeTwo:KnowledgeHidingPractices

Alongwith sharingknowledge,there is the understandingthat skilled employees,as the
owners of their tacit knowledge,might not use varied excusedo refuseto shareor hide
partial knowledge.The first story from Em6illustrated that telling others no time maybe a
valuableapproachto hidingknowledge.

Answeringsomequestionswould take me lots of time and effort. So,|

wouldtell othersthat IR 2 yh&¥étime. Also,after | helpedthemfor the

first time, they would repeatedlycometo me to askfor help because
they would get usedto counting on me. Therefore,for this kind of

person,L Qdl them that | R 2 ykfoi, in casethey will bother me

repeatedly.

Emlcouldpretendnot to knowthe experience®r informationthe colleaguesequeged, as
sharingsomethinginappropriatein the workplacemayadverselyinfluenceher career.

Thenewcomeramay want to know what the managerslike or dislike.
However, if | tell them too much based on my experience,the
newcomersmay believethat my subjectiveperceptionsare not right
after a coupleof months.Evenworse,they may distribute what | said
to othercolleaguesThusjt will definitelydamagemy careerandpublic
reputationin the workplace.Therefore]Q hidemy experiencdérom the
newcomergo protectmyself.

Anotherinstanceof knowledgehiding could be sharingknowledgeaslittle asthey could, as

Em2commented:

Onlysharingwhat the managersaskedor sharingknowledgeas little
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aslcan

Mgllexpressedhat he would liketo keepsilentwherethere are disagreement®r conflicts
as keepingarguingcould not solve problemsbut may damagethe work relationshipswith
their colleagues.

When arguing different perceptionswith others,| will chooseto hide
knowledgebecausesomecolleaguesvho stronglyinsiston their own
opinionswill not modestlyreceiveyour help. Thecontinuousargument
cannot reach an agreement or solve problems but can ruin
interpersonarelations.Underthis situation, | stop sharingknowledge.

Throughthe abovestoriesand perceptions skilledpeoplecouldusevariedreasongo reject
sharingor sharelimited knowledge suchastelling othersno time, pretendingnot to know,
sharinglittle knowledge or stoppingsharing,depictedin Table22.

Table22: Knowledgehiding practices

Knowledge hiding practices

() Telling others no time to share

() Pretending not to know

() Sharing as little as possible/ the basic things/ unimportant things

w Stop sharing when arguirfgl LILJISy & 2 NJ LA O] Ay 3 2

Sourcew S & S I NBOEIBAID &

In sunmary, the senior managers and skilled employees could either share or hide their
knowledge when facing sharing practices. Knowledge hiding behaviour took place
simultaneously with sharing because skilled employees possessing knowledge had the
freedom to decidewhether to share or hide and how much they were prepared to share.
When they opt for hiding knowledgskilled employeesnight use various excuses to avoid
responding to other colleagu@sequests, such as telling others they had no time, pretending
not to know, sharing as little as possible and stopping sharing when arguing. Analysis of the
cases of knowledge hiding showed that it happened when other people requested knowledge
from skilled employees on informal knowledge sharing occasions, that igdpem@e sharing

or one person to a small group of people who needed the knowledge. In this vein, knowledge
hiding tended to be individudevel behaviour, unlike knowledge sharing practices which

could be individualevel or organisationdevel behaviours. élvever, due to the
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simultaneous knowledge sharing and hiding, reasons for knowledge sharing and hiding are of

equal significance in this study, as demonstrated in Theme Three.

4.2 3. ThemeThree:TheReason$or KnowledgeSharingandHiding

ThemeThree,concerningthe reasondor knowledgesharingandhiding,comprisedhree sub-
themes. The first subtheme presentsthe reasonsfor knowledge sharing practices;the
secondilluminatesthe reasonsfor hiding;the third subtheme elaboratesthe suggestions

that employeesconveyedhis businesshouldconsider.

4.2 3.1 SubthemeOne:Reason$or Knowledgeharing

Thereasonsfor sharingwere analysedfrom the perspectivesof the corporate contextand
individualmotivation,assummaisedin Table23.

Table23: Reasondgor knowledgesharing

Reasons for knowledge sharing

The helpful corporate context: w The role of ownemanager:
w Advantageous corporate culture
w Close interpersonal relationships
w A reward system

The individual motivations to share w Sense of trust

w Confidence

Sourcew S & S I NeOOEIAAID &

Helpfulcorporatecontext

Fromthe data, it wasevidentthat the corporatecontextof the smallfamily businessaffected
skilledemployeestacit knowledgesharing.Thiscan be found in the supportiverole of the
owner-managerin knowledgesharingpractices,the collectivecorporate culture, the tight-

knit interpersonalrelationships,andreward systemsasintegratedinto Table24.
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Table24: Helpful corporate context

The helpful corporate context

w The role of owner

0 Building multiple platforms
manager: g Piep

0 various offthe-job team building activities

0 A-role model for employees

w Advantageous corporate

culture
w Close interpersonal

relationships

Y. Radilhotion in collective culture

0 Knowledge sharing culture

0 Bonuses for senior managers and critical ski

w A reward system
employees

0 Physical prizes for knowledge sharing practices

0 Verbal recognition
Sourcew S & S I NbhnEIAAID &

1 Therole of the owner-manager:Thevariousknowledgesharingpracticegformaland
informal) mentioned in Theme Two were supported by the owner-manager, as Mg9
explained:

Thatis becausdahe workersare busywith their tasks.Thereforewhen

they attend training, it will resultin the pendingof their work and the

delay of working hoursso that they would not spontaneouslhattend

training. However with the help of the ownermanager,mostof them

take part in my training.

0 Building multiple platforms: the owner-managerbuilt multiple formal platformsfor
skilled employee$knowledgesharingand various off-the-job team-building activities for
informal communications.The owner-Y I y | J&thisdor formal knowledge sharing
provideda platform for all employeesto shareand expresstheir voices Hence,the formal

knowledgesharingpracticesare not analysed.

0 Off-the-job activities: Theowner-managerorganisedvariousoff-the-job activitiesfor
teambuilding. Theowner-managerprovidedthe first example jn whichthe employeesould

shareknowledgeduringthe grouptravelling.
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| supportorganisingthe grouptravellingeveryyearbecauset givesa
chance for our members to know each other and enhance
communicatiorduringtravelling.

Furthermore,most participantsmentioned that group dinner is a casualoccasionto know
andcommunicatewith other colleaguedecausehey maynot havesufficientopportunity to
meet peoplein other departments.Thedatafrom Em4demonstratedthis point.

We havethe yearenddinnerin a goodhotel beforethe SpringFestival
holiday. It is a good chancefor us to expressourselveswith other
departmentsbecausene do not haveenoughtime to speakwith them
daily.
Likewisejt hasbeenuncoveredthat singingKaraokes a popularactivity for the employees
in the company Duringthis activity, employeesnayshareknowledge asEmlconveyed:

Wehavesomechancego singKALAOKt KTV It providesmoreexciting

communicationchannelsthan the boring regular meetingsor training

in dailylife.
In construingthesedata, the off-the-job activitiesincludedgrouptravelling,groupdinner,and
Karaokeln addition, it assistedhe companyin enhancingemployeescohesionand mutual
understandingbecausesomeemployeesdid not havethe chanceto communicatewith the
employeesn other departmentsin their busyroutines. Therefore the casestudy company
had a harmoniousrapport, motivating skilled employeesto shareknowledge.The coming

illustrativecommentsdescribeadheseoff-the-job team buildingactivities.

0 A goodrole model: the owner-managerkept an open and sincereattitude towards
S Y LJ 2 é&ificBra. Thiswasan exceptionalquality of the owner-manager.Mg2 provided
an appreciativecommenttoward the ownermanagerin the following statements:
h dAB yTBINY | IE RS NBIOSA HONFONIeA] A YOR dzSY'NRA S &
FNR2E 2 i/ @8 KON (0 A OBSINGBA Yy RY Wi S F RIKAS €
O2 YLBR/BOSt 20 RMEDY (it & 8 ¥ a BERSAYMSINY | 3 S NJ
I yRE SSK¥A F NA S KBS NI 8B j 288 RDALOS S
g 2 dit R 2Bl e B K Ly 208 ( K2/ a SN GA 2y @
The employeesadmired how the owner-manager could carefully learn their ideas and
modestlyaccepttheir criticism.It helpedmakethe relationshisbetweenthe owner-manager
and employeesmore like a friendship than a leadermember relationship. The friendship
betweenthe owner-managerand skilledemployeescontributedto knowledgesharingin the

company.The owner-managef modest listening and acceptanceof S Y LJt 2 ériicm Q
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helped build up a good role model for all employeesin the business.Over time, the
S Y LI 2 peRépioof freelyexpressinghemselvesandbehavioursn knowledgesharing

were graduallyprofoundlyinfluencedby the owner-managef performance.

1 Advantageouscorporate culture: The corporate culture had a strongWBig ¥ | YA f & Q
notion becauseof the nature of the businessTheowner-managertreated eachemployeeas
herWT I Y § & SiNSQevelopeda strongbond of interpersonalrelationshipsamongall
the employeego makecommunicationsandinteractionseasily Asaresult,skilledemployees
were likely to contribute their knowledgeto the company.lt canbe unveiledfrom the data
of Mg8:

Thetime we spendworkingin my companymay be morethan that we

stayat home Apart from our family, my colleaguesouldbe the most

intimate peoplein my life.
Theabovestatementalsodemonstratesa collectiveculture. TheW 6 A I3Y Actioh Radeall
employeegyeneratea collectiveconsciousneswith a serseof identification. Asaresult, the
employeeswere likely to view themselvesas part of the company,as most participants
conveyed:dthe companyand they are both glory and los€ The majority of experienced
employeesvriewedknowledgesharingassomething gloriousbecausehey thoughtthat their

knowledgecouldbe usedfor collaborativedevelopment.

Thecollectivecorporatecultureis often embodiedin organisationafjroupactivities.Atypical
instanceisthat the yearenddinneroccurseveryyearin the company Thisdinneristhe most
importantactivitybecauset isareunionfor allemployeedo celebratethe Chinesg/earnew.
It seemsto be abigdinnerfor the W o A I3Y adEm4eéscribed:

We havethe yearenddinnerin a goodhotel beforethe SpringFestival
holiday.It isthe mostimportantdayfor all of usbecausesSpringFestival
isa Chinesdraditional festival. We chattedfreelyduringthe mealand

gave our best wishes. Celebratingthe ChineseNew Year with my
colleaguesseemslike a big reunionwith my family. ¢ K I iih@wie all

lovethe yearenddinner.

Finally the presentedcompanyhadaknowledgesharingculture. Sincehe casecompanywas
founded,the first owner-managetad developeda culture that welcomedall the employees
to expressthemselves.The current owner-managerinherited and continuouslydeveloped

this kind of corporateculture. Thedataof Mg1 couldilluminatethis argument.
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Thefirst ownermanager,the father of the current ownermanager,
encouragedisto proposedifferentopinions At that time, he couldgive

us a bonusfor putting forward innovativeideas. The current owner
manageremploysherfather'sstrategiesandadvocateshe WORIAY A f € Q
valuein our company.Sheoften says,a ¢ &ethe familyY S Y 6 SINB ® ¢
agreewith this value.Asa memberof thisWo R I3 Y A Wwoall@like to
contributemyknowledgeto otherfamily membersn orderto makethe

family better.

Notably, the case company advocatedthe Wig ¥ | Y hdtiénQo its employees,which
facilitated the developmentof their senseof identification and enhancedthe interpersonal
relationships among members. As such, skilled employeeswere happy to share tacit

knowledgewith co-workers.

1 Closeinterpersonalrelationships:Accordingo the LJ- NJi A @atdaboyeithe 6ff-
the-job activities and collective knowledge sharing corporate culture developed close
interpersonalrelationshipsamong employees.Thesetight-knit interpersonalrelationships
were the foundationfor skilledemployeego shareknowledgebecausehey increasedheir
senseof trust toward the peoplewho receivedknowledgefrom them. AsMg1 stated:

Evenif | havedifferent viewpointsfrom others,| would like to solvethe
disagreementsthrough sharing and discussioninstead of hiding
knowledgeand no conversation.Then, after discussingwe are still
closefriendsasusual.

1 A reward system: the case company employed diverse rewards for employS S & Q
outstandingperformance,includingknowledgesharingbehaviours.The systemin the case
companyincluded monetary rewards (bonusesand paid external training for experienced
S Y LI 2 éx&eptidramwork performance)and non-monetaryrewards(physicalprizesand

verbalrecognitionsfor knowledgesharing).

0 Monetary rewards: Thesewere primarily distributed to senior managersand core
skilledemployees Thebonuswasa componentof the seniorY | y I InddeEaLdlescribed
by the owner-manager:

Forthe seniormanagersthereis a flexiblebonus.Howmuchthey can
earn dependson how well they cultivate their subordinates by
contributingknowledge.

Thebonuswasusedto encourageseniormanagerdo managetheir teamsandpasson what

they know to their subordinates pecauseknowledgesharingpractices,suchas mentoring,
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were amongtheir work performances.Leadinga team and mentoring subordinatestake
much extra effort and time. Therefore,the extent of their bonusesdependedon how well
senior managersmentored their associatesHence,the bonusis a compellingeconomic
incentivefor the managerdgo teachtheir subordinatesand sharepractices.

Mentoring novicesand giving formal training are their job duties.This
processvould cod them extra effort. Hence,it is necessaryo reward
their mentoringbehaviours(Ownermanager)

Secondthe yearend bonuseswere not grantedto all the employeesbut only to a small
number of knowledgeable employees with significant contributions or outstanding
performance. They were appraisedas W NBri2 R Sty &h@ owner-managerand senior
managerg(includingfamily membersand non-family managers)It seemedto be a kind of
acknowledgementregarding their performance and knowledge. Therefore, the bonuses
inspiredskilledS Y LJ 2 paBi@pati@nin sharingactivities.

Skilledemployeesvhosecontributionsare outstandingcan obtain the
yearendbonus.lt bringsa senseof beingacknowledgedo them.When
the companyneedshemto shareknowledgeonformal occasionsthey
are more likely to participatein sharingactivitiesbecausehey expect
bonusesand acknowledgementrom the company (Ownermanager)

Third, the paid externaltrainingincreasedhe skilledS Y LJ 2 RBnéafedg@and knowledge
sharingbehavioursn formal practices Whenskilledemployeeseturnedto the companythe
owner-managerequiredthemto sharewhatthey hadlearnedfrom the outsidetrainingwith

other employeeghroughwell-plannedtrainingor meetings Evenif skilledemployeedid not
havethe discretionto sharethe explicitknowledgeshownon the written documentsthey
couldopt to giveawaylimited experienceor hidetacit knowledgethat they perceivedasmost
valuable. On the other side, external learning could enhance skilled S Y LJ 2 §0B S & Q
commitmentandsenseof selfworth, increasingheir knowledgesharingmotivation. Assuch,
skilled employeeswere more likely to dedicate themselvesto the companyand share
knowledge asthe owner-managementioned:

Wereward coreskilledemployeego attend the paid externaltraining.

Then,whenthey return, we sharewhat they havelearnedin internal

training. Meanwhile, we offer them certain subsidies. These
approachesto rewarding skilled employeesare pretty effective for

knowledgesharing.

0 Physicalprizesfor knowledge sharing:these were offered to the junior employees
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who participatedin andwon the awardfor sharingactivitiesat the casecompany.Emlgave
astoryabaut deliveringthe prizesfor knowledgesharing.

In2019,we carriedout an activity to allow the junioremployeego give
feedbackon what they observedand put forward how they believedto
solvetheseissuesAlmosteveryonevasactivein expressingheir ideas.
Inthe end,we selectedhe first, secand andthird awardsfor them. The
awardsincludedthe pressurecookersglectrickettlesetc. Theeffect of
awardson suggestiorsharingwas quite good.

Aspresentedby Em3for the sameactivity, the physicalprizespromotedallthe S Y LI 2 8 SS & Q
participation in sharingactivitiesbecausdt broughta senseof beingacknowledgednd self
worth from others.

Theseprizesdid not meanwhat | couldget but a kind of affirmation and
appreciationof my knowledge | had a senseof beingacknowledged|
enjoyedsharingwhat | knewwith the company.
0 Verbal recognition: it wasa non-monetaryand non-physicalrewardfor SYLJ 28 SSa Q
knowledge sharing. Skilled employeeswere often rewarded with verbal appreciationon
formal occasionsincludingmeetingsandtraining,asshownin the statementof Em8:

At the yearenddinner,| wasselectecasthe W N 2 & Byth@owner
manager. When the ownermanager stated my contribution and
performanceon the stage, | felt respectedl had a serse of pride and
fulfilment. It inspiredme to makemore effort in my future work.

Likewisegivingverbalappreciationalsotook placeon informal occasionsasMg9 said:

After answeringother g 2 NJ daiésBofsthey alwayssayW i K yoy, |
tel O K SiMjiiledords conveytheir deepappreciation.It bringsme a
senseof selffulfilment and confidence.

Throughthe datafrom both the managersandemployeesprovidingverbalappreciationis a
facilitator for skilledemployeedo shareknowledge Themainreasonisthat beingrecognised
by others could bring a large amount of seltfulfilment, confidence,and pride, enhancing
skilledemployee$imotivation for sharing.Theireffort and knowledgecan be respectedby

the owner-managerand peers.

CKS LI NGAOALI YGAQ aildliadSYSyda AYRAOI ést8dg G KI
company utilised, it could bring a deep sense of being acknowtedgd confidence to the
employees, which inspires their motivation to share. Therefore, the evidence unfolds that the

corporate context of the studied company not only enables its formal and informal knowledge
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sharing practices but motivates tlskilledemployee<personal motivation to share: a sense
of trust toward their colleagues and confidence. These individual motivations for knowledge

sharing are discussed in the next section.

Themotivationsfor knowledgesharing

Asmentionedabove the individualmotivationsfor knowledgesharingare manifestedin the
skilledS Y LJt 2 SeBs&fitrQst toward othersand confidencein their knowledge.

Senseof trust

In the interviews, almost all the participantsexpressedan intense senseof trust in their
audiencesTheowner-managefpositionmadehertrust eachmemberbecausehisbusiness
heavily relied on all employee$)knowledge.In terms of sharingknowledge,the owner-
managergenerouslycontributed expertiseto thosewho were in need:

I musttrust all the employeesMy businesslependsonthem, andthey
dependon me simultaneously Eventhough they may do something
wrong, | believetheyR 2 yfr@anto do that. | cannothavea difference
in trust with my employees.If so, there will be inequity among
employeesLg AAX @R ILT Y 2068 KIS VS |j ddt KA @ S O dza S
AKFRW2 B {ONREST AR OBE BSIYILE RSBEE 2 LIYSY i
I YR dza Ay Saaod
Likewise, good interpersonal relationships among the employees could foster skilled
employeesxenseof trust in their audiencesThesenseof trust madethem believeknowledge
sharingwas necessaryfor their co-workers. Accordingly,skilled people felt happyto tell
otherswhat they knewto others.Notably,the senseof trust playeda more significantrole in

sharingon formal occasionghan informal circumstancesThisfindingis explainedoelow.

6 Fromthe angleof formal knowledgesharing
Formalknowledgesharingtypically occursduring compulsoryactivity in which the owner-
managemequiresskilledemployeesto shareknowledgeand ordinary employeeso attend.
Thesharingaimsto facilitate the team membersto achievethe commongoal. However,if
skilled employeesdo not communicatewell, there will be problematic resuts for their
careers,such as salaryreductionsor being fired. Thus,in the formal knowledgesharing
activities,skilledemployeesdo not havesufficientdiscretionto hide knowledgebut attempt

to dowell in their sharingjob, asEmé6stated:
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Whenhandingoverthe work to the other colleague] mustthoroughly

explainthe experiencabouthow andwhom| contactedthe partnerin

detalil. If so,the further work of my peerwill gowell. In contrast if not,

he will cometo me to consultagainand againsothat it will wastemy

time. Evenworse,l may be blamedand take full responsibilityfor the

loss.Accordingly] mustshareall of what | knowin the formal sharing.

0 Fromthe angleof informal knowledgesharing

Comparedto sharingknowledgeon formal occasionsjnformal practiceswere significantly
different. Skilledemployeescommunicatedwith othersand answeredthe questionsat their
ease.Thesharingcircumstancesvere not what they hadto do but what they wantedto do.
Knowledgesharingpradices dependedon whether to shareand with whom to share.The
sharingtendedto be autonomous.It canbe discoveredrom the data of the managersand
experiencecemployeesvho usuallydid sharingpractices:

When sharing with my apprentices,| do not make a differencein
trusting them. Becausementoringthemismyjob.Lg AL G A B §F 16 O R
0 K Savy iIAKESFadzidfy &R S NEWe lwgrR tbgether, have lunch
together,and communicatdike friendsin daily life. Theefore, thereis

no reasonto distrustthem. So,whenthey askmefor help, @ pleased

to tell themhowto doit (Mg8).

It dependson with whom | will share.If the audienceis my colleague
whoserelationshipis intimate with me, 19} enjoysharingmy experience
asmuchas| canwhentheyaskfor help.Howeverpnthe otherhand,if
sharingwith the onel rarely communicatewith in daily life, | may not
sharetoo muchor hidesomepart of the vital knowledgebecausd R 2 y Q (i
havethe duty to help thosel R 2 yr@stitoo much(Em5).

Fromthe abovestatementsof the participants,it isovertthat skilledS Y LJ 2 éadiv&itions
for knowledgesharingare concernedwith the extentto whichtheytrust the audiencesluring
the informal knowledgesharingactivities. When sharingwith those they trust, the skilled
employeedeelit is enjoyableto share Converselywhencommunicatingwvith thosethey do
not muchrely on, skiled employeesmay not have adequatemotivation to sharetheir tacit
knowledge Thus knowledgehidingwould occur.A senseof distrustwill be discussedn detail
(seeP.141142)

Confidence
Thesenseof confidenceasthe secondndividualmotivationfor skilledemployeesknowledge

sharingpractices.Concerningthe influence of the reward systemsfor knowledgesharing,
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skilledS Y LJt 2 &offiend@was sourcedfrom recognitionand praisefrom other people
because their knowledge and effort obtained sufficient respect and attention. Mg9
articulatedthis viewpoint:

Whenthe employeescalledme Wi S | &ft&rSralding or when the
ownermanagerappreciatedme after the companypassedhe exterior
inspectionsthe companyrecognisedny knowledge.Therefore think
they need me, which increasesmy confidence.Theefore, | want to
share my knowledgewith my colleaguesand companywithout any
doubt.

Surprisinglythe senioremployeesverforty yearsold haddifferent opinionsfrom the young

employeesegardinghow confidenceinfluencedthe knowledgesharingpractices.

0 Fromthe perspectiveof the skilled senioremployees

Thoseover forty yearsold and who had worked in the companyfor decadeshad strong
confidencein their knowledge.Sevenof the eleven managersconveyedthat the value of
knowledgewasto passit on to the youngrather than hide it. Theskilledsenioremployees
did not fear beingreplacedby others.Converselythe seniorskilledemployeesxpectedthe
young people could grasptheir knowledgeand take over their jobs through sharing.This
situation reflected different individual value systemsof knowledgebetween the seniorand
youngemployeesThestatementfrom Mg2 presentedbelow is a typicalinsightof the older
employeesdnto the valueof knowledge:

I hopethe youngcouldtake my experienceas muchasthey can. The
exactvalueof knowledgasto makemoreandmoreyoungpeoplelearn
it andbenefitfromit. IfnooneO I Ay KB AN 2 ¢ { ISRV A NS =
Y&l y2otONEBS DI £ dzS
From the finding from the skilled employees,it was evident that skiled SYLJ 2& SSaQ

confidencecould motivatethem to shareknowledgein formal andinformal activities.

0 Fromthe perspectiveof the youngknowledgeemployees:55%o0f thosewhoseages
below forty stated that their confidence could provoke them to share knowledge.
Neverthelessjt would only happenunder the premisethat the young skilled employees
would not lose the authority of their knowledge and would not be replaced by other
colleaguesasEmé6stated:

| sharemy personalexperiencevith myteammember Ll Ya S 6 # K
SELISWAf & § gRAYMY] &lrS YK Syed S YYS Y 6ISaN] a
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By contrast,from the samepersonabove(Em6),when sharingknowledge the youngcould
be under psychologicapressureout of losing knowledgeownership simultaneously.The
youngskilledemployeesnight not fully sharetheir tacit knowledgewith othersbecaug they
riskedbeingreplaced.Understandablythe youngemployeesnight be willingto donatetheir
experienceto the team membersonly when they felt safeor when they sharedknowledge
within the team for acommongoal.

L FYBNHEKRSG KSINY & ¥ &5F 2KNS fLYIE § 2 {1 S K Siyz 2

Y dzOKKR @S O I (dka¥E 6 SO2¥E Ty ANTKINBFMEE 1 S

I 6 YOS NDS$ OK y(Enj6eyzS a
In summary,for skilledemployeesin the company their knowledgesharingpracticeswere
influencedby the corporatecontextandtheir motivations.Theowner-Y | y | IsGpNdifr
knowledgesharinghad laid the sound foundationsfor the skilledS Y LJt 2 &nSv8eiige
sharingbecauseher efforts in knowledgesharingpracticescreatedsufficientchancedor the
employeesto conveythemselves.The insightsand behavioursof the owner-managerin
acceptingdifferent voicesaffected all the staff in the workplace.Thissituation might have
influencedthe employeesto follow the owner-Y | y I 3valieEba knowledgeshatng. As

such,skilledemployeescouldbehaveasthe owner-managerdid.

The companyalsohad a corporate culture that benefited knowledgesharing.Thistype of
corporateculture createdcloseinterpersonalrelationshipsamongemployeesThecollective
and knowledgesharingculture could affect skilled workerQworkplace behavours in this
contextfor alongtime. Gradually skilledemployeesdormed a senseof identity towardsthe
company.Meanwhile,this businessadopteddiverserewardsfor employeesstimulatingthe
skilledemployeesknowledgesharingbehaviours Physicaprizesand verbalrecognitionfor
knowledgesharingbehavioursoroughtabouta senseof selfworth and confidencefor skilled
employees.Therefore,the above helpful corporate context facilitated skiledS YL 28 SS & Q
knowledge sharing practices and increasedtheir motivation for knowledge sharing, for

example through a senseof trust towardscolleaguesand confidence.

134



Fromthe individualstandpoint,a senseof trust toward thosewho requestedknowledgeand
confidence in knowledge effectively motivated skilled S Y LI 2 &ri®®léd@e sharing
practices First,the closeinterpersonalrelationshipsin the workplacesetupthe S Y LI 28 SS & Q
senseof trust. Notably, skilledS Y LJt 2 8eSs8ai st had more evident influenceson
informal knowledgesharingthan formal practices, as formal knowledge sharingtypically
involved compulsoryactivities required by the leaders.In contrast, informal sharingtook
placeon autonomousoccasionghat relied on employeeghemselvesHowever,on informal
knowledgesharingoccasionsvhere skilledemployeeanight automaticallysharerather than
being demandedby their leadersto do so, a senseof trust could inspire them to share

knowledgewith thosethey trusted.

Second, recognition from others coufttreasehe employeesronfidence irtheir knowledge;

thereby, they gained much impetus to work well in sharing. In this business, the confidence

of the skilled senior employees who had worked there for decades influenced them to pass

on their knowledge to the young employees, as they gpditad that the young would learn

their knowledge and take over their job beforetiring. In contrast, the young skilled

SYL)X 285SaQ O2yFARSYOS YAIKG YIFH]1S KSY R2 &kl
authority of theknowledge or not beinginder threat of being replaced by others. In most

cases, the youngkilledemployees shared knowledge within the team for a common interest.
4.2.3.2SubthemeTwo:Reason$or KnowledgeHiding

Aswith the reasonsfor knowledgesharingin Subtheme One, the reasonsfor knowledge
hidingwere alsoprobedfrom the corporatecontextandindividualmotivation perspectives.

Theissueof knowledgehiding reflected unfairnessbetween the family membersand non-

family employeesThereasondor hidingare integratedinto Table25.
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Table25: Reasongor knowledgehiding

Reasons for knowledge hiding

The detrimental corporate

) w Issues of managing family members
context:

w low salaries and no bonuses for the nfamily
emplovees

w Close interpersonal relationships
The individual reasons for hidin w Sense of distrust
w fears of being replaced by others
w Thed ppcé H2NJAy3d aAO0OKSRd
Sourcew S a S | Nebh&trAANI &

Thedetrimentalcorporatecontext

Somecorporate characteristicsof the casecompany,such as the issuesof managingthe
family members,low salaries,and no bonusesfor the non-family employees,may have
underminedtheir motivationto shareor causedknowledgehiding.However surprisingy, the
closeinterpersonalrelationshipsamongemployeescouldalsoresultin knowledgehiding,as
presentedin Table26.

Table26: Detrimental corporate context

The detrimental corporate context

w Issues of managing the family membe¢ ¢  Favouritism toward family members
0 Infighting among relative managers

w Low salaries and no bonuses for t
non-family employees

w Close interpersonaklationships
Sourcew S & S I NeBh&IrAANI &

1 Issuesof managingthe family members: Eight out of thirteen non-family skilled
employeesstatedthat the mostovertreasonfor knowledgehidingstemmedfrom the owner-
Y Iy | Jisdnlgeat managementof family members, mainly manifestedin favouritism
toward family membersand infighting among managerswho were the owner-Y I y I 3 SN &

relatives. The main reasonwas the vast number of seniorrelativesof the owner-manager
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workingin the company suchasherauntsanduncles.Thus humerousissuesemergedalong

with the largeamountof authority the owner-managergrantedto the family members.

0 Favouritismtoward family members

Theowningfamilyhada strong¥ o fanidlythotion, sothe owner-managemprovidedmany job
positionsto her relatives,especiallythose older than her. When handng over the company
to the current owner-manager the founder required her to treat the family memberswell.

Therefore, the ownerY | y | If&dAtEM towards family members ememged in the

business.

Asafine Chinesdradition, respectfor seniorityis quite importantin our
family. When the company was founded, my father employed his
siblingsto work here. When he handedover the companyto me, he
askedme to treat them well. Therefore,| have to agree with their
strategiesin most cases,although someare not necessarilyhelpful,

especiallyegardingrewardsonknowledgesharingbehaviourfOwner
manager)

Theownermanageralso expresseda dilemmain managingthe family members,including
offering privilegesand adoptingtheir inappropriatemanageriaktrategies.

| confessthat | have given them many privilegesat work in the
company.lt may causenonfamily S Y LJt 2 @isSdfisia@ionThisis
not good for my businessNow, | am taking action to lessentheir
authority, but it takestime.

Mg2,who wasa non-family employee,added:

Apart from the fact that the ownermanager'sNB f I @ IAGERSYAS?

g2 NJ- @ 881 SA NI K I848IA (| KR2SARIdz@ (+ DB &ES2 NB

2 dz(i NJ & R EA\giaK boinetop managersrequired us to usetheir

nameswhenwe appliedand registeredthe patents.In fact, the family

managerdid not makeany effort. Theyalsoattemptedto persuadeus

that all the technologicalor knowledgecreationresultsshouldbelong

to the firm. ¢ K&y T I AN B RRBEY § Ra3dlzy O2 YF2 NI 6t S
0 deli2 VISNR LI a B RRA & o

Anotherrelative Y I y | IvEeWaDist wastypicalin responseto the nonfamilyS Y LJt 28 SSa Q
perceptionsof unfairness:

The knowledgeshould not be secret. Sharingknowledge,as a basic
behaviour,is what people should do rather than what is rewarded
(Mg5).
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It was certified that unfairness was common for Afamily employees in the casstudy

O2YLIl yed ¢KAAa I f BEFINGTEEO iyRRI ARRY S LINRSF 24Hzy Rf &
manager to treat family and nefamily members differently. The ownenanager felt

awkward because the favouritism did not help her business. Furthermore, the perceptions of

the family managers were influenced by the collective corporate culture whersopet

knowledge must belong to the organisation. In some cases, the privileges that the-owner
manager offered to the family members might be used irrationally. This resulted Hamnaity

SYLX 28SSaQ RAaalGAaTEOGAZ2Y | yhiRway,2hé sollektiieh 2 y T ;
corporate culture with the family notion would cause knowledge hiding in the -sasty

small business

0 Infightingamongthe family managers
Theother issuewasthat the casestudy companyhadinfightingamongthe family managers
for their interests.Thisgavenon-familyemployeesnotivationfor knowledgehiding.Em8told
hisstory:

Theownermanagerexpectsall the membergo worktogetherto make
knowledgesharingbetter throughoutthe company.But honestly,it is
hard to achieve Especiallffor the family managersthey pursuetheir
interests soinfightinganddisagreemengxistamongthem.Asaresult,
| donotwantto shareknowledgewith themat all becausd do not want
my knowledgeto beatool for themto fight for their benefit. Therefore,
whenthey requestmeto shareknowledge will pretendnot to know.

1 Lowsalariesand no bonusesfor non-family employees:skilledseniormanagersvere

givena bonusin their monthly wages However,only a coupleof the non-family employees
hadthe opportunityto attainthe bonus.Eventhoughsomeparticipantsat the employeeevel

had obtainedthe yearlybonusonceor twice, all of them admitted that their salariesstayed

at a low level and there were no bonusesin their monthly wages.As Em1,a non-family

employeestated:

Comparedto our provincel averagelevel of salary, our wagesare
below the averagelevel. Besidesthere is no bonuson our monthly
wage. It doesr® inspireme to shareknowledgewith others because
knowledgesharingtasksare beyondmyjob duties.If sharingtoo much,
it will take much time, and also it may make me lose the
competitivenesgand evenlosemy job.

Comparedto the high wages of family members,it was unfair that non-family employees
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were distributed low salaries Asa consequencenon-family skilledemployeeshad negative
perceptionsof the companyand evenlost confidencein themselvesOnone side,they were
likely to lose motivation for knowledgesharing.On the other side, skilled employeesfrom
outsideof the owningfamily worried aboutlosingthe power of knowledgeif they sharedtoo
much knowledgewith other coworkers.Becauseof this, the non-family employeeswould

hide their wisdom.

The owner-manager had noticed that the low salariesand no bonusesbrought about
knowledgehidingamongthe non-familyemployeesandworriedthat employeesvouldfocus
onthe monetaryrewardrather thanthe quality of knowledgesharing.Thusthe outcomesof
settingup the compensatiorwould not be valid.

Most ordinary employeesview the moneyas the benchmarkof their

work, includingknowledgesharingonthejob. Thusjn myview,abonus
will not alwaysplay a positiverole in motivatingemployeesknowledge
sharingassomepeoplewill countonabonustoo much.Aslongasthere

is a bonus,they will shareanythingregardlesof the valueand quality
of the knowledge Therefore from the company® perspectivethe cost
of HRMwill be largelyincreasedut with no satisfactoryresults.

Inadditionto this,the non-family skilledemployeesid knowledgen the casestudycompany
becausethe family managerscared about short-term economicinterests. However, the
knowledgesharingworking on businessdevelopmenttook a long time. Further, the top
managergrom the owningfamilytook skilledS Y LJ 2 Rn@nEdg&sharingfor granted,not
as somethingworthy of being rewarded. Therefore,the family managersrefuted giving
monetaryrewardsto non-family employeesThefollowingstatementrepresentedthe family
Y | y I Férdehtionsof financialrewardsand knowledgesharing:

Forordinaryemployeespayingtheir wageson time and no defaultare
their rewards.Asa memberof our businessgontributingknowledgeis
what they shoulddo (Mg7).

The family Y I y I 3gemdgptions of knowledge and rewards had the potential risk of

influencingskilledemployeedo hide knowledge.

i Close interpersonal relationships: it has been shown that close interpersonal
relationshipsamong employeesand a senseof trust toward colleaguesare generally
recognisedacilitatorsfor knowledgesharing.However two participantsindicatedthat they

might hide their knowledgein a situation where they found that other people whose
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relationshipswere intimate to them were making mistakesin public. That was because
correding other LJS 2 LhistaResin a publicplacemighthurt 2 (i K adeBABexplainedoy
EmS:

A good relationshipmakes me incapableof being brave to criticise
others, becausenumerouspeople care about their facesin front of
others.Sq when | seethat my peerswork in the wrongway in front of
others,l cannotcorrecttheir mistakesopenly becausef | directlypoint
out their mistakes, i K S & énibarrassed,and | would also feel
embarrassed.
Pointingout O 2 f f S mistaks épéhly might potentially destroy the good friendship
amongemployeesat work. Thus,to maintain relational harmony, skilled employeesmight

chooseto hide their knowledgeon purpose.

| struggledto put forward my suggestionto those | have a goad
friendshipwith. It may causea situation in which good intentionsdo
evil. Therecipientsmaythink, & lisinoneof your businessWhodo you
think you I NJBAHef all, it is not my business! do not want to be a
G F I-Ld Qi{IfSiadimgmy opinionmay hurt the friendshipbetween
us,it wouldbeunworthyto take the riskof sharingknowledge (Mg11).

Theindividual motivations for knowledgehiding

There were three main reasonsthat skilled employeesadmitted had made them hide
knowledge:a senseof distrust,fearsof beingreplacedby othersand lackof time for doing
sharing. Amongthem, fears of being replacedby others and time pressurewere mainy

reported by the non-family skilled employees All are listed in Table27 and are explained

below.

Table27: Individual reasonsfor knowledgehiding

Individual reasons for knowledge hiding

>

(@]

. n ftr in m her
© sense of distrust sense of trust being damaged by others

Qv

poor learning abilities of audiences

w Fears of being replaced by others

w Thed ppc e G2NJ Ay 3
Sourcew S & S I NeOOEIAAI &

1 Senseof distrust: some skilled employeesrevealedthat negative perceptionsor
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wordsfrom other colleaguesnight breaktheir senseof trust towardsnewcomerswho were
outsidersfrom fixed socialrelationsin the team. Asaresult, in subsequensociallife, skilled
employeedistrusted the newcomersjeadingthemto hidetacit knowledge We canfind this
in9 Y Hubey:
Al KSdzi A8 AR2 Iy 2¥dzOIKo 2 [dzb Y S 6 O 2 Ay digNJ
RS LI NIhWSSRitd SI2Fd@ES2 Y S 1WA T30 & PEA Y =
GKAOKR dEA&KG0 F RYLINBA KM 27y ST KB y I 3 SNJ
I &aAFGSRAYAS y GLH NBE  dzO @ IHLISH K A K dz$ 2

Ar A~

RA a (NI NBLR 3/ MBI NP REE2SIRI 3 AYyAR dzLIS NF A OA | §
0 K Ay @A A23RINIY Y 83 dzLISNhj2dx0 NS R
The participantssaid that the poor learningabilities of their audiencesadverselyaffected
their senseof trust; accordinglythey wantedto hide knowledgefor this kind of audience as
Mg8narrated:

Threeyearsago, | had a fellow with poor learning ability. It was a
struggling processwhen| sharedit with him. Not only was he a slow
learner,but he often interruptedmy sharingand askedsomeirrelevant
guestionsThetime costwasmuchhigherthan expectedHonestlythis
causeda senseof distrustand annoyingfeeling to him. Sincethen, |
choseto skiphim.

1 Fearsof beingreplacedby others: Fearof beingsubstitutedby otherswasdiscovered

amongthe youngskilledemployeesasdiscussedinderthe youngS Y LJt 2 éo&fi@eficeor

knowledgesharing.Thefollowingperceptionfrom Em2demonstratesvhy they hadthisfear:

| spentmuchtime learningthe exportlawsandoperatingproceduresn
different countries.Then,when another colleaguewanted to know, |
would generallytalk about it, not in detail. Thiswas how | kept my
knowledgeownership.

The O 2 Y LJI igté@r@l&competition mechanismamight be another significantreason for
making the young, skilled employeesfeel threatened by others about losing knowledge
ownershipthroughsharing Hence they preferredhidingtheir knowledgerather than sharing
it.
Our company encouragesinternal competition for the same job
position.Eachmemberis a competitorto me. | would not tell themthe
core knowledgethat | know. It hasa riskto my careerdevelopment
(Em?7).
1 Thed ¢ dweorking schedule:all the participantsat the managerandemployeelevek

admitted that the & ¢ dweoeking schedulemadeit stressfulto shareknowledgebecauseit
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addedalargeamountof mentaland physicaburden.Theterm & ¢ dneeansto work sixdays
perweekandfrom 9 a.m.to 9 p.m. eachday:

Dueto the tight time whentraining, | couldgive a generalexplanation
about the expertise.Secondas the employeesdid not have enough
time, they may not attend the training or be askedto returnto their job
positionby a callfrom their managersit couldinterrupt my passiorfor
the training sessionslt alsocausedhe audiencedo learnlittle (Mg9).

The996 working schedulemade me tired everyday.| R A Refijeyihe
statutory holidaysand only had one day off per week.It was hard for
me to enjoy knowledgesharing.! prefer hiding knowledgeto havea
goodrest(Em2).

Variedsharingpracticeswere conductedoutsideS Y LJ 2 &dskfighOurs. Theirpersonal
time had beenoccupiedby the knowledgesharingpracticesor training sessionsTherefore,
they were not in the moodto shareknowledge asEmb5stated:

In mostcasesye sacrificeour privatetime to do sharing,sowe usually
work overtime.Dueto sharingactivities,our workinghourshavebeen
extendedveryoften, or evenwe cannothavea goodreston weekends.
Sol definitelyhavethe reluctanceto do sharing

Toconclude the detrimental corporatecontextand individualmotivation reasondor hiding
may cause either an increasein S Y LJf 2 énStiSadid®d for knowledge hiding or an
impedimentin their motivation for sharing.Knowledgehiding mostlytook placeamongthe
non-family skilledemployeesbecauseof the unfair situationsbetweenthe family members
and them. On the corporate side, the owner-managerhad the dilemmaof managingher
relativeswithin the companybecauseof the strongfamily notion in her family. The owner-
managerexposedevidentfavouritismto her family membersin the company.Theprivileges
andinfightingof the family managersandthe low salariesandno extrabonusedor the non-
family skilledstaff, led non-family employeego hide knowledge .Still,no employeecould go
againstthis phenomenon.The only thing they could do was hide knowledgefrom their

company.

Behindthis situation, the first reasonwasthe owner-Y | y | In8rNada if employeesvere
only pursuingthe monetaryincentives,andthen, employeesmight ignorethe quality of the
knowledgethey shared Somefamilymanagerslid not respectthe valueof skilledS Y LI 2 &8 SS & Q
knowledgesharing.Secondthe closeinterpersonalrelationshipsamongemployeesmight

causeskilledemployeesto strugglein some casesbecausepointing out the mistakesof an
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intimate friend in publicwaslikely to makethat friend loseface.In doingso, the friendship
betweenthe skilledemployeesandtheir colleaguesvould potentially be damaged.Tokeep
a harmoniousinterpersonalrelationship, skilled employeespreferred hiding knowledgein

this case.

Onthe individualside,a senseof distrust,fearsof beingreplacedby othersandtime pressure

was the main reasonsskilled employeeshid knowledge.The non-family employeegroup
mostlymentionedfearsof beingreplacedandtime pressureln detail, the skilledS Y LJ 28 SSa Q
senseof trust toward their audiencescould be damagedby other O 2 f f S hegatix® & Q
perceptionsandthe poor learningabilitiesof the audiencesThisinstancemightadd a heavy

burdento the skilledemployeego shareknowledgefrom psychologyandwork practices.

Furthermore, fears of being replaced by others influenced the non-family qualified
S Y LJX 2 knSv8edlg@hiding. The young skilled employeesdid not have rich experience.
Thusthere wasariskof beingreplacedby others.Finally skilledemployeeshadabusyd dh b c €
workingschedulen their routines.Workingovertime led to animbalancebetweenwork and
life. Sharingusually causedan extensionin working hours and occupationof weekends.
Equally skilledemployeescouldnot explainthe knowledgein detail duringtraining bbecause
of tight time. Thiswas not helpful for the audience& learning. Under these situations,
knowledgehiding naturallytook placein the workplace.In contrast,all the family members
stated that nothing made them hide knowledgein the workplace becausethey worked

togetherandsharedbetter to achievethe commongoalsof the family andbusiness.

The owner-manager of the case company noticed the problems of skiled SY L) 28 S5SaQ
knowledge hiding causedby unfair issuesbetween the family membersand non-family
employees.Therefore,the owner-managerconsideredsome practicalactionsto solvethe
problemsof knowledgehiding. However,thesejust stalledat the conceptionstage.Hence,

the participants proposed suggestionsthat might be valuable for the ownerY I y I 3 S NI &

considerationasshownin Subtheme Three.

4.2 .3.3Subtheme Three:Suggestion$or Motivating KnowledgeSharingor ReducingHiding

Thefinalresearchguestionwasaskedhe participantsto providesuggestiongor thisbusiness

to improve knowledgesharingand reduce hiding. Noticeably,skilled employeesfrom the
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family and non-family groupsrespondeddifferently. All the family membersdeemedthat
nothing neededto be improvedin terms of motivatingemployeesto shareknowledgeand
reducingthe happeningof knowledgehiding becausefamily membersbelievedthat this
businesshad providedsufficientchancesand benefitsfor sharing.Onthe contrary,the non-
family employeeshighly recommendedthat the owner-managershould carefully consider
improving fairnessand equality, such as lesseningthe family Y S Y 6 SahtBofy, adding
somebonusesdnto the non-family skilledempk & S\@afeStructure,andadjustingthe & dpdc €
workingscheduleaspresentedin Table28.

Table28: Suggestiongor motivating knowledgesharingor mitigating knowledgehiding

Suggestions for motivating knowledge sharing mitigating knowledge hiding

Lessening privileges for the family members

Adding abonustothene I YAf & SYLX 28SSaQ 41 3S a

A

LYLINRGAY3I adpdcé GAYSGLof S

Sourcew S & S I NeOOEIAAID &

The first suggestionmade by the non-family skilled employeeswas aimed to resolvethe
privilegesfor the family membersbecausehis issuedisrespectedhe non-family employee$
knowledgeandresultsof knowledgesharing,asMg2 proposed:

It is urgent to reducethe power of the family managers,especially
during registering patents. The result and honour should belong to
those who invent the patents rather than the family managers.
Thereforethe ownermanagershouldstop usingthe family manager2
namesasthe inventors

Similarly, Em2put forward the necessityof managinghe family membersto work following
the W b diroeables.

Oneday, | saw that one family managerleft the office at 4 p.m. We
usually worked overtime without a bonus; however, our company
deductedour wageswhenwe were late to work or askedfor one day
off. All my colleagueswere dissatisfiedwith this situation. Therefore,
our ownermanagershouldmanagethemthe sameasus.

Thesecondsignificantteedbackon how to improveknowledgesharingandhidingbehaviours
drew uponthe standpointof the non-family people.Reflectingon the non-family member<

issuesmostt low compensatiorandintensiveworkinghours;thus, Em4highlightedaddinga
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bonusto their monthly wagestructureandimproving the intensive'996Qimetable.

Thereis a necessityto improve our welfare, such as paid holidays,
bonusesand salary.Ourwagesincreaseby 100yuanperyear.It istoo
little for us.Neverthelesghe workinghourslasttoo long.Also,wework
basedon the "996" working schedule Theefore, | cannot enjoy two-
day weekends.Hence,l recommendif our companycould consider
adjusting to our working schedule and giving more bonus to
compensateour work overtime.

Asmentionedabove the privilegesof the familymembersthe lackof bonusesandthe & pchc €
timetable were the prominent reasonsfor the non-family skilled employeesto hide
knowledgein the researcheccompany Therefore allthe suggestionshey proposedrevolved

aroundfairnessbetweenthe family and non-family members.

4.3 Summaryof the Findings

In conclusionthis smallfamily businessvasfoundedby the currentowner-manage father
in 1970 and restructured by the current owner-manager.The businessdevelopmentand
decisionsin HRM,employee$§xdevelopmentand knowledgesharingpracticesrelied on the
owner-managerDueto the nature of the family-owned company numerousrelativesof the
owner-managerworked in this business Thefamily membersoften hold essentialpositions
in the decisionmaking processregarding businessdevelopment, HRMand S Y LJ 28 SS& Q

development.

This researchaims to investigate how and why skilled employeesshare and hide tacit
knowledgesimultaneouslypy analysingndividualmotivationsandthe corporatecontextof
the smallfamily businessA wide rangeof findingswasdiscoveredandinterpreted according

to three themes:

ThemeOnehaspresented S Y LI 2 pefcépiioRof tacit knowledge The tacit knowledge
of skilledemployeeshad distinctivelyexperiencebasedcharacteristichbecauset originated
from S Y LJ 2 Brgr&dnearningand accumulationfrom their working experience The
family membersbelievedthat the skilledS Y LJf 2 &a& &ndvidedgeshouldbelongto the
company.In contrast,the non-family skilled employeesassertedthat their knowledgewas
their own private asset.Neverthelessall participantsacknowledgedhe criticality of the

S Y LJX 2 &a8t&@oRledgeas a significart resourcein personal employee growth and
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organisationatievelopment.

ThemeTwo hasilluminated knowledge sharingand hiding practicesin this business This
theme was classifiedinto two subthemes: knowledge sharing and knowledge hiding.
Foremost skilled employeesactivelysharedtheir tacit knowledgethrough two approaches:
the formal and informal fashion. Formal knowledge sharingwas a well-planned planned
method stipulatedby the owner-managerfor skilledemployeesto shareknowledge.There
were alsoa varietyof informal knowledgesharingactivities,the unstructuredandunplanned
practicesthat happenedat any time, which wasembeddedin S Y LJ 2 8o8idlife (Both
knowledge sharing approachestook place at the individual and organisationallevels.
However no evidencewaspresentedthat skilledemployeessharedtacit knowledgethrough
the communitiesof practicesbecausethey did not have extratime to organisethis form of

knowledgesharingpractice

The secondsub-theme describedknowledge hiding practicesin the casestudy company.
Alongwith knowledgesharing,skilled employeescould hide their knowledgeon purpose.
Whenchoosing to hide knowledge skilledpeoplemight usevariousexcusesiot to respond
to other colleaguesFor example,telling others they had no time, pretendingnot to know,
sharingaslittle aspossibleor unimportantthings,and stoppingsharingwhen arguingwere
the usual ways they hid knowledge. Knowledge hiding happened when other people
requestedknowledgefrom skilledemployeesin this way, knowledgehidingtendedto be an
individuatevelbehaviourunlikeknowledgesharingpracticesvhichcouldbe individuatlevel

andorganisationalevelbehaviours.

Theme Three has explained the reasonsfor knowledge sharing and hiding practices
Knowledge sharingand hiding behaviourswere triggered by different reasons.However,
some explanationsoverlapped, such as the collective culture and closed interpersonal
relationshipsamongthe employeesin the workplace.Meanwhile, both knowledgesharing
andhidingbehaviourswere influencedby the corporatecontextand individualmotivations.
It was also discoveredthat the corporate context largely influenced skilled S Y LJt 2 8 SSa Q
motivation for knowledgesharingand hiding. There were three subthemesto explainthis

themein depth.
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In the first sub-theme, the reasonsfor knowledge sharingincludedthe supportfrom the
owner-manager, the collective corporate culture, close interpersonal relationshipsand
variousrewards. The corporate context not only assistedknowledgesharingpracticesbut
increasedhe skilledS Y LJ 2 $h&iSgin@ivationsin termsof asenseof trust toward their
audiencesand confidencein their knowledge. A senseof trust toward audiencesand
confidencewere the primary motivationsfor knowledgesharing.Neverthelessdependent
on different types of knowledge sharing approaches(formal and informal sharing)and
different groupsof the participants(the skilledsenioremployeesand youngemployees)n
the casecompany,the senseof trust toward the colleaguesand confidenceinfluencedthe

gualifiedemployeedo shareknowledgein variedways.

Thesecondsubtheme was about the reasonsfor knowledgehiding. It primarily reflected
on unfair issuesbetween the family and non-family membersin the casecompany.The
corporatecontextincludedthe problemsof managingthe family members,lack of bonuses
for the non-family employeesand close rapport. These corporate features profoundly
influenced the skilled employee<£) motivations, particularly the non-family qualified
S Y LJ 2 én@isatiofs for knowledgehiding, for instance, distrustingthe companyand
other colleaguesfearsof beingreplacedby others andtime pressure.Thesereasonsmight

alsounderminethe individualmotivationsfor knowledgesharingsimultaneously.

The third subtheme was the participantQa dz33SadAz2ya G2 AYLINRGS
knowledge sharing and hiding behaviour#\s the reasons for knowledge hiding were

typically manifested in unfairness towards the Afamily employees, the suggestions aimed

Fd SyO2dzN} 3Ay 3 4Tl borigary,dok examply, lesséhiBg thelpriviededd K S R
GKS TlLYAf@ YSYOSNRSI |RRAy3 o62ydzasSa |yR | Radz

family employees.
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CHAPTER: DISCUSSIODFFINDINGS

Introduction

This study aims at investigatinghow and why skilled employees share and hide tacit
knowledge simultaneouslywithin the context of a small family business This chapter
discusseghe findings presentedin Chapter Four by comparingthem with the relevant
theoriesin the literature review and examineswhether the findings accomplishthe four
research objectives. In doing so, the discussionmay provide comprehensionof the
contribution of this researchwithin the broader context discussedhoroughlyin the next

chapter.

Thischapterbeginswith exploringand discussinghe insightson the criticality of individuat
tacit knowledgeat the casestudy company.The secondpart discussedacit knowledge
sharingand hiding practices.Thethird sectiondealswith why skilledemployeesshareand
hide their tacit knowledgefrom the corporate context and individualmotivationsbasedon
SDTThreesub-sectionsdiscusghe reasonsfor knowledgesharingand hidingin depth. The
fourth part thoroughly construessimultaneousknowledgesharingand hiding by combining
all the reasons.Sequentiallybasedon the researchfindings,the fifth sectionpresentsand
discussesan integrative conceptual framework that includes the varied reasons for
knowledgesharingand hiding in the current study. The final paragraphsummarisesthis

chapter.

5.1Insightsinto the Criticality of IndividualTacitKnowledge

Researclobjective 1: Toidentify how skilledemployeegerceivetacit knowledgewithin the

Chinesesmallfamily businessontext.

In the casestudy company,tacit knowledgeinvolved i S O K y" xeChhidjugsiocreating
patents and fixing machines, g 2 NJ SkM&irQusing machines, chemistry testing and
producing goods, skilled S Y LJf 2 @xpediéncein solving problems, and experienes of
successndfailure. Thesecanbe viewedasexperiencebasedknowledgen the studiedsmall
family business becauseskilled employeeshad formed and accumulatedthis knowledge
through hard work and learningfrom previousworkingexperiencefor manyyearsand even

decades.This perception shows some parallels with the viewpoint of Nonaka (1994),
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Davenport and Prusak(1998), Lam (2000) and Armbrosini and Bowman (2001). Tacit
knowledgeis the product of work practicesand experiencesassociatedvith daily work and
job positions,acquiredthrough learningby doing and accumulatedby long-term complex
workingexperienceand changeableutsideenvironments Noticeably previousexperiences
of successand failure allowed employeesto avoid making the same mistakesin the
workplace.McDermott and h Q 5 @01) highlighted employeescould reduce redundant

trialsanderrorsto & NB A yheXBK/ Si Byflearningand sharingrelevantexpertiseand skills.

Dueto the longstandingand challengingaccumulationof previous experience,the non-
family skilled employeesin the casestudy companyassertedthat their tacit knowledge
belongedto themselvesFor the non-family employeestheir tacit knowledgemade them
unique andirreplaceable . Thus,they perceivedtacit knowledgeastheir asset.AsHalvariet
al. (2021),Pereiraand Mohiya(2021)and Connellyet al. (2012)haveclaimed,peoplebelieve
they control psychologicabwnershipof their knowledge;asa result, it is not easyfor them

to giveawaytheir knowledgeto others.

Neverthelessthe participantsat the managerlevel, especiallythe family members,did not
hold a similarview to the illustration above. Theythought that the S Y LJt 2 BnSwledlge
shouldbe a commonassetbecauseasharingknowledgewas beneficialfor all the employees
eventuallg (Mg10). The seniormanagerswho had worked at the casecompanyfor a long
time were deeplyaffectedby the collectivecorporate culture where they were membersof
the group or organisation(Young,2014),so the family skiled employeesshouldcontribute
knowledgeto the organisation Forexample Mg 10, one of the seniormanagerssaid:

Knowledgeshouldnot just belongto the employeedhemselveshut a
kind of commonassetof the enterprise

From different standpointsof the participants,it can be seenthat tacit knowledgeis a
valuableassetfor individualgrowth and organisationablevelopment(Hadjieliaset al., 2021;
Maravilhas and Martins, 2019; Woodfield and Husted, 2017). As the owner-manager
discoursedthisbusinessouldnot succeedvithout the tacit knowledgeof its employeesThe
patents, external awards and intellectual properties of the casestudy company were
invented and developed through the knowledge contributions of skilled employees.
ThereforeskilledS Y LIt 2 &ch $héwiedgecouldbe the mostcrucialstrategicresourcefor

the survivaland developmentof this smallcompany.Theabovefindingis consistentwith the
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existingliterature (Hadjieliaset al., 2021; GomezMejia et al., 2020; CabreraSuarezet al.,
2018; Woodfield and Husted, 2017; Sanche#amosoand Maseda, 2014). When skilled
employeesvork togetherto solveproblems,the individualtacit knowledgecanbe managed
andintegratedinto the collectivepool, eventualy formingthe competitiveadvantage®f the

family business

However from analysinghe perceptionsof the participants,individuattacit knowledgehad
practical, unique, time-consuming, complex, variable and hard-to-be-known features.
Accordinglyjt was challengingor the learners who receivedknowledgeto fully understand
the tacit knowledge from skilledemployeesAsa participantsaid,& Asfhardto be knownby
my colleaguesvho do not havethesepracticalS E LIS NABn7)J@satdatementshowsthe
importanceof relevantpersonalworking experience(Wathneet al., 1996),asit is hard for
audiencedo understandtacit knowledgewhen they do not havesimilarexperiencesasthe
basis(Newell,2015).Therefore transferringtacit knowledgefrom the individuallevelto the
organisationalevelis challengingor companiegDiVaioet al.,2021;Nguyen;2021;Prouska

and Kapsale2021;Choet al.,2007;Alaviand Leidner,2001).

Within the literature, mosttacit knowledgeis possessedby a smallgroup of people, mainly
skilled employees(Motoc, 2020; Dessiet al., 2014; LeonardBarton and Swap,2005). In
exploringthe corporate documentanalysisand the owner-Y | y | Fr&ndiRsimost of the
skilled employeeshad worked in the researchedsmall family businessfor over ten years.
Hence skilledemployeesheld abundantpracticalskillsand expertisein their positions.The
owner-managermentionedthat & & | Zermplo$eBhad grown up with the developmentof
our company.Thatis why | investmuch moneyto sendthe old techniciango study outside
every @ S| RHirido (2008) agreed with this viewpoint that skilled employees have
accumulatecknowledgefrom long-term experienceandlearning.Converselydueto limited
financial support, the leadersof a small businesswill not provide sufficient money for
employeeS$learninganddevelopment(Ezeet al.,2013;Levyet al.,2003).Alackof resources
is one of the unique characteristicof smallbusinesseslifferent from largecompaniesthis
makestacitknowledgesharingchallengingn this context(Poultonet al.,2010).Themajority
of employeedn the smallbusinessannotobtain externallearningopportunities.Underthis
circumstanceto makeindividuattacit knowledgeavailableto all employeesthe casestudy
businessuseda variety of approachedor skilledemployeesto transfer tacit knowledgeto
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others, aspresentedin ThemeTwo. In the meantime,the survivaland developmentof the

casestudybusinesseavilyrelied on skilledS Y LJ 2 @di/iSualacit knowledge.

To sum upthe tacit knowledge ofskilled employees was experienrbased. However, the
perceptions of skilled people with different perspectives (the family andfiaomly groups)

were distinguished from each other. Tfamily-employee group claimed that tacit knowledge

of employees should belong to the collective; instead, the-faonily group insisted that their

tacit knowledge was a personal asset. To this end, Research objective One on understanding

tacit knowledge ha been achieved.

5.2KnowledgeSharingand Hiding Practices

ResearclObjective2: Toexplorehow skilledemployeeshareand hidetacit knowledgein a

smallfamily business.

ThemeTwo aimsto achieveResearctObjective2 through two sub-sections.Thefirst sub-
section(Theme2a) investigatesknowledgesharingbehavioursin the casestudy company;

the second(Theme2b) concernsknowledgehidingbehavioursn the samecontext.

5.2.1Understandingof knowledgesharing

SubThemeOne (Theme2a): to explorehow skilledemployeessharetacit knowledgein a

smallfamily business.

Theresultson knowledgesharingbehaviourshad similaritieswith the previousliterature, in
that knowledgesharingcannotbe describedandexplainedrrom a singleperspectivebut only
from multiple angles:the types of knowledge,the way of sharing,and the level of sharing
(AhmadandKarim,2019;Hoet al.,2009).1t providesa propermindsetto analyseknowledge
sharingbehavioursjn doingso,the current studyconstruesanddiscusseshe findingsin this

areaviathe way of sharingandthe levelof sharing(AhmadandKarim,2019;Hoet al.,2009).

5.2.1.1Knowledgesharingmechanisms

illed professionalsn the casestudybusinessnostlysharedtacit knowledgethroughformal
andinformalapproachesThestudiedbusinesgrimarilyorganisedhe formalapproachegor
skilled employeesto share knowledge, including diverse training sessions(e.g. pre-job

training, on-the-job training, and communistparty Y S Y 6 Sebligaflonand training), rich
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groupactivitiesand regularmeetings.Onedistinctiveformal knowledgesharingpracticehas
beenfoundin this study,but in the previousliterature: CommunistPartymembereducation
andtraining. Thecasecompanyhad a communistparty groupto exchangadeasby learning
about the leadingparty spirits and perceptions.Theseformal knowledgesharingpractices
were planned behavioursrequired by the owner-manageror department managersand
organisa& by the HR or administration staff. Thisfinding implies that knowledgesharing
greatlydependson the owner-Y | y | 3d8déiir@pecausethe owner-managershavethe
predominantrole in decisionmaking businesslevelopmentandmanagementn smallfamily
businesss (Cunninghanet al., 2016; Zahraet al., 2007). The owner-managerin the case
study businessvalued updating producingtechnologyand quality managementsystems.
Afterthat, the ownermanagerassignedhe seniormanagerr coreengineersasthe trainers
or mentorsto impart expertise,skills,and experiencein formal activities.In all, the results
from the interviewswere alsodiscoveredin the corporate documents.As scholarssuchas
Reseet al. (2020),Caiand Shi(2020),Choiet al. (2020)and Jeonet al. (2011)havepointed
out, knowledgesharinginvolves stable and well-planned behaviourssuch as lectures or

seminars.

Thesecondfashionfor skilledpeopleto sharetacit knowledgewasinformal practices,such
as communicationamongemployees helping other people, pointing out their O2 f € S| 3 dzS a ¢
mistakesand sharingthe solutions, and some group dinners. These knowledge sharing
approacteswere unplannedpracticesthat occurredwhen other colleaguesskedfor help or
requested knowledge. Then skilled employeesspontaneouslyrespondedto O2 £ f S| 3 dzS & ¢
requests.Thisfindingis associatedvith the prior statementthat informalapproachesarethe
appropriate methodsfor tacit knowledgesharing(Zahraet al., 2007). Thisis becausetacit
knowledgeis hard to expressin nature, and sharingit often happensin unstructureddaily

routinesamongindividuals(WenandWang,2021;Yi,2009;Bartoland Srivasava, 2002).

Thefindingsthat the studied smallfamily businessprimarily appliedformal approachedo
tacit knowledgesharing complywith the literature. Woodfieldand Husted(2017)underlined
that knowledge in family businesses,particularly those in primary industries and
manufacturingjs deeplygroundedin well-establishedoracticesanddevelopedthroughtrial-
and-error learning,suchasanapprenticeshipr on-the-job training.Lin(2013)similarlyfound
that supervisorsin Chinesefamily businessespreferred centralised knowledge sharing
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methodsover other types of approachesHowever,Zahraet al. (2007)disagreedwith the
aboveillustrations,discoveringhat when employeesneedto exchangeexplicitknowledge,
family businessesvill useformal medhanismswhereasfor tacit knowledge this contextwill
prefer aninformal fashioninvolvingpersonalcontactand daily interactionsdue to afriendly
kinship. Accordingly,the findings contribute to understandingthe significanceof formal
knowledgesharing approachesn smallfamily businessesAsZahraet al. (2007)suggested,
formal knowledgesharingpracticesshouldbe appliedto help knowledgesharingin family
businesses however, in the meantime, family businessesneed to notice that formal

approaclesmaycausetacit knowledgesharingto be lessflexiblethanit couldbe.

As discussed above, the casteidybusinessiad a wise approach to helping skilled employees

share tacit knowledge via a combination of formal and informal mechanisms. Formal
knowleR3IS &KFNAY 3 FLIIINRIF OKSa NBE LINY OQGAOIE gl @&
knowledge, even if this method may hold back ldéagn efforts to effectively influence tacit

knowledge sharing (Chen et al., 2018). On the other hand, a dearth of formahfamnchal

approaches is detrimental to knowledge sharing across the company (Riege, 2005). Hence,
there is a consensus that small family businesses should consider using a variety of methods
F2NI FLEOAEAGIFGOAY3 SYLX 28SSaQ (y26fSR3IS &Kl NAY
5.2.1.2L evelsof knowledgesharing

Anotherelementthat helpedthis researchto understandknowledgesharingin the studied
smallfamily businesswasthe levelsof sharing.Thefindingspresentedthat the formal and
informal knowledgesharingpracticestook placeat the individualand organisationalevels.
At the individuallevel,formal knowledgesharingpractices suchasone-to-one mentoringor
apprenticeship, often occurred between two people, one skilled employee and one
newcomeror subordinate.Themajority of informal knowledgesharingalsohappenedat the
individuallevelbecausehis type of knowledgesharingtypicallytook placewhena colleague
asked for help or requested knowledge from experienced employees. Through these
examples,t canbe seenthat individuatlevel knowledgesharinginvolvestwo people:the
experiencedoersonandthe novice.Thisis in line with the processdimensionof knowledge
sharing,whichrefersto expressiorby the experiencedeopleandlisteningand learningby
the lessexpeaienced individuals (Lin, 2007; Cummings,2004). These personto-person

interactionsmakeup the knowledgesharingamonggroups,teamsand organisationsthus,
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individuatevelsharingisthe mostbasiclevelof workplaceknowledgesharingpractices(Ipe,

2003).

At the organisationallevel, formal knowledge sharing practices, such as training and
meetings,were demandedby the leadersand organisedby HRfrom top to bottom (Ellis,
2001 citedin Riege2005,p.28).Underthesecircumstancesskilledemployeesasthe trainers
mustpreparewell for what they will share,andthe ordinaryemployeesasthe learnersmust
participatein the sessionslt isbecausesharingandlearningbecametheir job responsibilities,
rather than extraroles. Furthermore this outcomereflectsthe collectivecorporateculture.
Ononeside,peopleworkingin a collectiveculture shouldconformto the collectiverulesand
cannotperform a specificbehaviourto damageorganisationabenefits (Zhanget al., 2017;
Lin,2013).0Onthe other side,the paternalisticleadershipstylesin the family businesscould
play a role in employee€2behaviours (Botero et al., 2021). Hence, skilled employees
automaticallycompliedwith the arrangementof the leadersto shareand learn knowledge
influencedby the collectiveculture. Thecollectiveculture aspectwill be discussedn-depth

in Sections.3.

In brief, the findings exposedhow the casestudy small family businessadopted various
formal and informal approachesfor knowledge sharing behaviours.Furthermore, these
approachedook placeat the individualand organisationalevels.It could help smallfamily
businessesto realise the importance of using formal and informal knowledge sharing

mechanismgZahraet al., 2007).

5.2.2Understandingof KnowledgeHiding

Subtheme Two (Theme2b):to explorehow skilledemployeesidetacit knowledgen a small

family business.

In exploring the findings on knowledge hiding at the case company, accompaniedby
knowledgesharing skilledemployeeanight hide knowledgefor variedreasonsusingvarious
excusego rejectsharingor sharelimited knowledge Forexample whensharingtook lots of
effort and time, skilledworkerstold their colleagueghey did not havetime. Onthe other
hand,when facingthose who often had a dependencyat work or hardlylistenedto othersQ

perceptions skilledemployeesmight opt to pretend not to know, sharelittle things,or stop
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sharingto avoidconflict. It is evidentthat skilledemployeeshid tacit knowledgeon purpose
when they perceivedvarioustroubles causedby sharing,includingwork overload, being
countedon by their colleaguespr involvementin a conflict. Thisconsequencendicatesthat
skilled employeesdecidedto hide knowledgedependingon their intention. Thisoutcome
follows the definition of knowledgehidingin Connellyet al. (2012):knowledgehidingis the
intentional behaviour of hiding knowledge when colleaguesrequest knowledge from

employees.

Moreover,the aboveknowledgehiding behaviourgypicallytook placeon informal occasions
in this businesssuchaswhen coworkersaskedfor help from skilledemployeesor soughtthe
solutionsandopinions In theseinformal situations,knowledgehidingis relatedto individual
interactions involvingtwo people,thosewho askfor the knowledgeand those who possess
the knowledgeo 2 S BLJAIS2014). Aswith informal knowledgesharing,knowledgehiding
behavioursin the studied businessoften occurredat the individual level. Thisfinding also
reflects the two premisesof knowledgehiding: (1) an intentional attempt; (2) knowledge

requestedby anothermember(Xiaoand Cooke 2019).

Furthermore,different approacheghat skilledemployeesoften used,asmentionedabove,
fit into the classifiation of Connellyet al. (2012): evasivehiding, rationalisedhiding and
playingdumb. Preciselytelling others that they had no time or makingother excuseso
refuseto sharetendedto berationalisedhidingbecauseskilledemployeegjaveexplanations
for not sharing.Onthe other hand, pretendingnot to know to keepfrom beingextensively
relied on others, sharinglittle knowledgeor unimportant things and stoppingsharingfrom
avoidingconflictappearedto be playingdumb, asskilledemployeespretended not to have

the expertiseor ignoreotherYequests.

Oneworthwhile phenomenonwasfound in this company.Theskilledworkersprimarily used
the method of playingdumb to hide their tacit knowledge;there was no evident evasive
hiding. As construed by Connellyet al. (2012), evasivehiding takes place when people
deliberatelygivemisleadingnformationto thosewho needandrequesttheir knowledge The
fact that skilledemployeesusuallyplayeddumbrather than evasivelyhidingknowledgemay
have resuted from the collective corporate culture. Zhanget al. (2017) discoveredthat

Chineseemployeesworkingin a collectiveculture may not perform a particular behaviour
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that damageshe organisation.Evasiveknowledgehiding would have been detrimental to
the collectiveinterestsof this smallfamily businessbecausedeliveringfalse knowledgeto
mislead other people would émake my colleaguesget into the trouble at worké (Em6).
Therefore thosewho deliveredfalseknowledgeto misleadothershadto be heldaccountable
for the entire loss;this outcomewaswritten in the corporateregulationsof the investigated
business The other reasonwas that the collective culture facilitates skilled employeesto
developa senseof responsibility.killed employeesdid not use evasivehiding becauseof
their senseof responsibilityand obligation (Lin,2013).The casestudy smallfamily business

vieweddeliberatesharingof falseexpertiseasirresponsiblebehaviour.

Moreover,influencedbythe collectiveculture, skilledemployeeglayeddumbfor knowledge
hiding primarily to protect their interpersonalrelationshipswith those who requestedthe
knowledge(Yanet al.,2016;Huanget al.,2011;Leungand Chan 2003).Whenskilledpeople
realisedthat knowledgesharingmight hurt their interpersonalrelationshipswith colleagues,
they might playdumbto avoidawkwardsituationscausedy the direct rejectionof requests
from colleaguesHence playingdumb becamethe principalmethodfor skilledemployeego

hide knowledge.

Simultaneousknowledgehiding and sharingbehaviours

Thefindingsthat knowledgehiding canbe harmfulto knowledgesharingare congruentwith
previoudliterature (Chatterjeeet al.,2021;Butt, 2020;Liuet al.,2020).In thisvein,knowledge
hidingisabarrierto knowledgesharing(Websteret al.,2008;Riege 2005).In the casestudy
business pretending not to have the expertiserequestedby others and sharingas little
knowledgeas possiblewas a sign of seltprotection by skilled employeesfrom underlying
threats. It is becauseskilledemployeeshad spentdecadedearningabouttheseexperiences
(Huoet al., 2016;Peng,2013).0Oncecolleagueknewtheir knowledge skilledpeoplewould
loseknowledgeownership(Halvariet al.,2021;Pierceet al.,2003).Thus,in order to protect
themselves,the skilled employeeschose to hide knowledge. Therefore, in this case,
knowledge hiding for selfprotection could impede skilled employeesfrom exchanging

knowledgewith others.

A contrastinginsightinto knowledgehidingisthat dueto prosocialmotivation, it maynot be

hostileto knowledgesharing(DiVaioet al.,2021;Xionget al., 2021; Xiaoand Cooke ,2019.
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Thefindingsrevealedthat skilledemployeesquit sharingknowledgeto stop conflictswhen

there wasdebate,ascthe continuousargumentcannotreachan agreementr solveproblems
but canruin interpersonalrelations.Underthis situation, | stop sharhng knowledgé (Mg11).
A similar exampleshowedthat skilled employeescould hide knowledgewhen pickingout

otherO2 f f SisdadkeSidpblic. Sharingknowledgeon suchoccasionsnight renderthe

colleaguedo loseface,eventuallydestroyingthe friendshipsbetweenskilledemployeesand
those who madethe mistakes.Theaboveillustrationsare parallelto the findingsof Pheng
andLeong(2000).t isnot polite to shareandtalk aboutother LJS 2 Lahistake&or hardships
in apublicplace;asaresult, hiding knowledgeis a wisewayto keepharmony.Thisfindingis

alsoin line with Chinesecorporate culturet pursuingcollective harmony and savingface
(Huanget al., 2011).Tokeepa harmoniousrelationship,Chinesepeopletend to state good
thingsor keepsilentinsteadof directly refusing? i K Seti&sBs(Young2014;Huanget al.,

2011; Leung and Chan, 2003). Accordingly,it was evident that skilled employeeshid

knowledgeto protect their interpersonalrelationshipsin the collectiveinterest rather than

personalinterests. Knowledgehiding in these situationshas positive influences(Xiaoand

Cooke 2019;Huanget al.,2011).

Thesecondinstanceof non-harmful hidingin the current study involvedemployeestelling
colleaguesheyhadnotime to avoidheavydependencyOnoneside,skilledemployeesmight
hopeto savetime dueto the tight work schedulesOnthe other side,the mentorsreduced
the frequency of sharingor hid knowledgein some casesbecausethey expected the
apprenticesto develop independent learning abilities (Xionget al., 2021). This type of
knowledge hiding did not hinder knowledgesharingbut for the S Y LJ 2 8ef@aw.

Hence knowledgehidingfor this sakeshouldbe a positivebehaviourfor the learners.

Another exceptional exanple of knowledge hiding was informal knowledge sharing
approachegtrainingsessions)Theseniormanagerswho often actedasthe trainers,stated
that they might hide a specificamount of knowledgeduring the training on accountof the
limited training hours.Within the fixedtime, the trainerscouldnot explainthe knowledgein
detailto everyemployee.In this case hidingknowledgedid not emergefrom the voluntary
will of skilledemployeesbut the time factor. Thisfinding dealswith the influenceof time
pressureon knowledgehiding,whichhasbeenmentionedin the literature (AhmadandKarim,
2019;Riege,2005).However little researchhasindicatedthat knowledgehiding causedby
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the time factor is not necessarilya hostile behaviouror barrier to knowledgesharing.This
resultcouldenhanceunderstandingof the positiveandnegativesidesof knowledgehidingin
the knowledgemanagementliterature, as highlightedby Hilliard et al. (2022)and Xiaoand
Cooke(2019).

Asconcludedabove,skilledemployeesactivelysharedtacit knowledgewith their colleagues
throughformal andinformal approacheslin the meantime,they could chooseplayingdumb
and rationalisedmethodsto hide knowledgefor variedreasons.Thisconsequenceonfirms
that knowledge sharingand hiding coincided at the small family business.Moreower, it
respondgo the callsfor investigatinghe new conceptualisatiorof simultaneousknowledge
sharingand hiding (Aleksicet al., 2021;Hadjieliaset al., 2021;Pereiraand Mohiya,2021;Su,
2020;Gagneet al., 2019).Throughanalysinghe findings,it canbe shownthe simultaneous
knowledgesharingand hidingof skilledemployeesassummarisedn Table29.

Table29: Summaryof the simultaneousknowledgesharingand hiding
Knowledge Hiding Knowledge Hiding Purpose for Hiding Occasions of Relationship
Behaviours in the Methods Based in Happening  with Sharing

Findings the Literature

Telling others no time  Rationalised hiding = Saving time; Helpinc Formal and Not harmful
0 KS adzo 2 N. Informal
selfdevelopment

Selfprotection Harmful
Pretending not to know Playing dumb selfprotection Informal Harmful
the relevant knowledge
Sharing limited Playing dumb selfprotection Informal and =~ Harmful
knowledge formal
Stop sharing Playing dumb Protecting collective Informal Not harmful

interests (corporate
harmony and
interpersonal
relationship)

Sourcesthne NS & S| NIN&WNI &

Theseawo behaviourscannotbe simplyunderstoodfrom the anglesof two oppositeconcepts
or entirely separateconstructsConnellyet al.,2012;Fordand Staples2010;Fordand Staple,
2008), becauseskilled employeesas knowledgesharersplayed an essettial role in both

behaviourgCheret al.,2018).Whenfacingsharing,ndividualshadthe freedomto decideto
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hide knowledgeand how muchthey were preparedto share.Asa largenumberof scholars
suchasHadjieliaset al. (2021),Pereiraand Mohiya (2021), Gagneet al. (2019)and Connelly
et al. (2012) have suggestedknowledgesharingand hiding may have similar behavioural
expressionsyet the potential reasonsand antecedentsare strikingly different (Connellyet
al.,2012).Asaresult,the secondresearchobjectiveregardinghow skilledemployeesshared
andhid knowledgen the smallfamily businessiasbeenfulfilled. Thenextsectionwill further
discusghe simultaneousknowledgesharingandhidingthroughinvestigatinghe reasongor

thesetwo behaviours.

5.3Reasondor TacitkKnowledgeSharingand Hiding

ResearclObjective3: Toanalysewhy skilledemployeeshareand hide tacit knowledgeand
providethe appropriaterecommendationgor motivating knowledgesharingand mitigating

knowledgehiding.

In exploring Theme Three, the current study unfolded skilled employeessharedand hid
knowledgeemergingfrom their motivations,and both of thesebehaviourswere affectedby
the corporate context of the smallfamily business Hence,the explanationsfor knowledge

sharingand hidingdraw uponthe corporatecontextandindividualmotivations.

Threesubthemesare discussedn depthto achieveResearctObjective3: 1) to explorewhy
skilledemployeessharetacit knowledge;2) to explorewhy they hide tacit knowledge;3) to

accommodataecommendationsEachsub-sectionwill be specificallyexplainedbelow.

5.3.1Reasongor KnowledgeSharing

Subtheme One (Theme3a): To analysewhy skilledemployeessharetacit knowledgein a

smallfamily busihess.

Thefindingson reasonsfor knowledgesharingin the casestudy smallfamily businessare
similarto the resultsof the paststudies.Thesestudieshavefoundthat the reasonsvhyskilled
employeesshared knowledge were related to the context of small family busineses
(Chatterjeeet al., 2021; Cormicanet al., 2021; Butt, 2020) and dependedon individual
motivationto share(Pereiraand Mohiya,2021;Nhamet al.,2020;Gagneet al. 2019;Chenet
al., 2018; Slamet al., 2018; Steniuset al., 2017; Cavaliereet al., 2015) Accordingly,the
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following paragraphsdiscussreasonsfor tacit knowledgesharingbasedon the corporate

contextof the smallfamily businessandindividualmotivationsto sharein SDT.

5.3.1.1.Corporatecontextand knowledgesharing

The casestudy small family businesshad an instrumental corporate context to motivate
skilledemployeesknowledgesharingbehavioursfor example the supportfrom the owner-
manager,cultural strengths,closeinterpersonalrelationshipsand a reward system.These
outcomesmatchaconsensudn the paststudiesthat corporatecontextisanessentiakeason
for knowledgesharingbehavioursin small family businessedecauseof their distinctive
featuret family involvement(Boteroet al., 2021; Cunninghanet al., 2017,2016;Lin,2013;
Zahraet al.,2007).Thecorporatecontextof the studiedcompanyembodiesthe influencesof

family involvement.

Therole of the owner-manager

Theownermanagerplayedthe predominantrole in the managementand developmentof
businessat the case company, including managing knowledge sharing practices. Prior
literature showsthis as one of the distinctive characteristicsof small family businesses.
Accordingto Mallen et al. (2015),knowledgesharingrelieson the owner-manageror family
membersin the family businessmanagement.At the casecompany,the ownermanager
valuedthe S Y LJ 2 &®Wetlge;thus, there were multiple platforms for formal and

informal knowledgesharingin this business

Theowner-managerorganiseda variety of off-the-job activities:group trips, group dinners
and karaoke.Singingkaraokeis a commonand popular group activity in various Chinese
organisationdut doesnot commonlyoccurin WesterncompaniesOnthe one hand,these
off-the-job activitiescould releasethe pressureon the employeesunder the W ¢ dworking
schedulepn the other, it helpedthe smallfamilybusinessnhancethe S Y LJf 2 &BeSiégnQ
and mutual understanding. Someemployeesworkingin the busyroutinesdid not havethe
chanceto communicatewith those in other departments.Doingso facilitated knowledge
sharingbehavioursandenhancedS Y LJ 2 ed@iditEotto share(Cunninghanet al., 2017,
2016).However,the findingsof the variousoff-the-job activitiesthat the owner-manager
organiseddiffer from parts of the literature. Dueto smallO 2 Y LJI {idit&l&eQources,

owner-managesinvestlessfinancialsupportandtime in sharingpracticegLevyet al.,2003).
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Therefore, multiple off-the-job activities provide potent evidence to owner-managers

concerninghe importanceof investmentin smallbusineseknowledgesharingactivities.

Thestudyalsopresentedthat the owner-managereld anopenandsincereattitude towards
S Y LJX 2 &rficsi.Ohe employeesadmired that the owner-manager could carefully
consider their suggestionsand modestly accept their criticism. It established intimate
relationshipsbetweenthe ownermanagerand the employees,more like friendshipsthan
leadermemberrelationships AsKingand Marks(2008)and Udayet al. (2006)haveadvised,
supportivemanagerscould help createa desirablework envirorment where peoplewant to
be engagedn sharingactivitiesand activelyuse2 (i K §ndiledge Theowner-managemwas
an excellent role model for the S Y LJ 2 &eh&/duds,imperceptibly influencing the
S Y LJ 2 anarSrietand knowledgesharingbehaviours Corporatemembersare inclined
to act somebehavioursaccordingto what their leadersexpectand appreciatethem to do
(Cabreraet al., 2006).In Chinesgamily businessesthe leadersplaya W LI (i Ndole; B K & Q
mostpeoplewill listento the leadersandfollow their behaviourgZhou,2019).Aspresented
in the findings the owner-managerfreelytold what sheknewto the employeesandmodestly
listenedto different voicesfrom the employeesTherebythe employeedollowedthe owner-

Y | y | DhEhisdibids and spontaneouslygaveawaytheir knowledgeto thosein need.

Collectiveculture with the notion of family

Thesecondaspectof corporatecontextfound in the casestudy companywasthe collective
corporate culture, determined by the founder and the cumrent owner-manager.Thisresult
hasa commonalitywith the literature. Influencedby familyinvolvement,owner-managersor
top managersn the family playthe centralrole in familybusinesse¢Mallenet al.,2015).The
culture of family businessess determined by the beliefsand aspirationsof founders(Den
isonet al., 2004),inherited and developedby the leadersfrom the next generation(Botero
et al., 2021;Cunninghanet al.,2017,2016;Lin,2013;Zahraet al., 2007),but it still reflects
the values beliefsand goalsof the dominant family (Botero et al., 2021). When the case
company was founded, the first owner-manager developed a culture that welcomed
employeesto expresstheir knowledge.He alsorewardedthose who had innovativeideas
with abonus. Thecurrentowner-managerinherited and continuouslydevelopedthis kind of

corporateto continuouslymotivate the employeedo shareknowledge.
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The collective culture stood for the beliefs of the owner-managerand the owning family
within the smallfamily businessAll the family membersconveyedthat cknowledgeshould
not be secret Most of the employeesviewedknowledgesharingasa gloriousthing because
they felt honouredthat their knowledgecould be availablefor collaborativedevelopment.
Underthis belief, the employeesbelievedknowledgesharingwas their obligation. Sharing
knowledge became a spontaneousworkplace behaviour. Some behaviours breaching
knowledgesharingbeliefs,suchasknowledgehiding, were viewedasimproperactions.Asa
consequence most employeesvoluntarily followed the collective norms and beliefs. This
finding accordswith the researchof Xionget al. (2021).R&Dteam membersfrom collective
cultures,suchasChinadeemedknowledgehidingundesirableor their teammembers(Xiong
et al., 2021) However,recognisingthat the collective corporate culture provoked skilled
employeedo shareknowledgediffers from Chiricoand Nordpvist(2010),who arguedthat a

centralisedculture protectsthe inertia of knowledgeresourcesn the family businesses.

Moreover,acorporatecultureis not ahomogenousonstruct(McDermottandh Q 5 2001). =
It comprisegnultiple sub-culturescharacterisedy distinctivevaluesand normsthat enable
the employeego havedifferent perceptionsof knowledgeand knowledgemovementsfrom
other membersin the sameenterprise(Pentland 1995).Forexample there were two salient
sub-cultureswithin the investigatedbusiness the family notion and the knowledgesharing
culture. Firstly,the family of the owner-managemada strongBig¥ I Y Aotiod, @mbodying
the nature of a family business.The owner-managerwas affected by this notion and
perceivedeachemployeeasa memberof her family. Gradually the family notion became
rooted in the collectivecorporateculture of the researchedsmallfamily businessAcommon
and significantexpressionof dWe are familyé was found in most LJ- NJi A Qlata;Bkiffed a Q
employeeswho had worked in this form of collectiveculture for a long time perceivedthe
organisationastheir secondfamily. Naturally, theseemployeeshad a highcommitmentand
loyalty to the organisation,and they were happy to contribute tacit knowledgeto the
company.Thisoutcomereflectsan essentialcharacteristioof Chineseculture in the existing
literature (Young,2014; Lin, 2013; Huanget al., 2011). However, the small number of
employeedrom the non-family group did not sharethis view; they perceivedknowledgeas
their personalassetsWhetherthey choseto shareit wasirrespectiveof the familynotion but

relatedto their motivations,suchasmoneyor confidence.
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Secondthe casestudy smallfamily businesshad a knowledgesharingculture incorporated

into its collective culture. As demonstratedabove, the sub-cultures dependedupon the
founderandthe currentowner-manager,who heldimportant positionsin the owningfamily.
Thefounder,the father of the currentowner-manageryaluedandrespectedhe S Y LI 2 8 SS 4 Q
suggestionsAccordingly the founder developeda knowledgesharingculture. The current
owner-managerinherited and continuouslydevelopedthis kind of corporate culture. Many
seniormembershaveworkedhere from the start of their careersuntil now. Theknowledge
sharingculture becamea necessargnablerfor the knowledgesharingof skilledemployees,

especidly the seniormanagers.

Theinfluenceof the collectivecorporate culture on knowledgesharingcan be understood
basedon SDTby explainingthe satisfactionof skilledS Y LJ 2 psfcBotbdicaheeds Killed
employeesin the studied firm had high commitmentand loyalty, identified as altruism, an
autonomousmotivationfor knowledgesharing(Hsuet al.,2007).Thisis becausecollectivism
and face-saving subcultural traits can help fulfil the competency and relatedness of
psychologicaheeds(Huanget al.,2011).Thesdindingscontributeto usingSDTo understand

the influenceof the corporateculture on knowledgesharingbehaviours.

Interpersonalrelationships

The consensusperception of the third helpful corporate characteristicwas the close
interpersonalrelationshipsin the company.Dueto the supportof the owner-managerand
the collective culture, it is not surprisingthat the casecompanyhad a strong bond of

interpersonalrelationshipsamongthe employeeswhichmadetheir interactionssmodah. On
one side,there wasa strongkinshipand family bond betweenthe family membersbuilt on

the blood. The mutual dependenciesamongfamily membershelped them actively share
knowledgewith eachother (Cormicaret al.,2021;Karraet al.,2006).Onthe other side,with

the help of the family notion in the collectiveculture and variousgroup activities,the non-

familyemployeedormeda ¥ ofanilyzonceptandasolidemotionalbondwith the company.
Evenif there wasan argument,skilledemployeeswould not be truly angrywith eachother.

This situation strengthened mutual trust between family members and non-family
employees,providing a valuable foundation for nonfamily S Y LJ 2 #a8tSa@o@ledge
sharing(Motoc, 2020; Lin, 2007).Relationaloriented behaviourfalls into the basicnorm of
the unigue Chineseculture (Gagneet al., 2019; Cunninghamet al., 2016; Zhang,2009).
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Chinesepeople focus on responsibilityand obligationto their family membersbut stress
reciprocity with familiar people (Lin, 2013). The close interpersonalrelationshipsamong
family membersand between family and non-family employeesembodied both sets of

qualities.

Thereward system

Therewereavarietyof rewardsin this casestudybusinesssuchasbonusesandpaidexternal
trainingfor S Y LJt 2 éuBtandliaywork performance non-monetaryrewards,and physical
prizesandverbalrecognitionsfor knowledgesharing.Thisoutcomedoesnot conformto the

statementof Zhou(2019)that family businessesarelesslikelyto useincentivisedsystemdor

knowledgesharing.It was becausethe founder of this small family businesshad valued
S Y LJ 2 Bnéwfedg@andthe currentownermanagethadinheritedthe W o R 13Y #afu@

from her father.

The findings concernedwith rewardingand knowledgesharingbehavioursin the current
study alsodiffer from parts of the literature. Within pastresearch rewardseither positively
or negativelyaffect LJS 2 LXn&wedge sharing (Aleksicet al., 2021; Islam et al., 2018;
Witherspoonet al., 2013; Olatokunand Nwafor,2012) whichis determinedby how people
perceivethe costbenefit relationshipof suchbehaviour(Osterlohand Frey,2000). When
believing that the benefits (monetary incentivesor reciprocity) equal or surpassthe costs
(time), peoplewill shareknowledge otherwise,they will not do so(AhmadandKarim,2019).
However the currentstudyonlydiscovereda positiveeffect of rewardson knowledgesharing
behaviours.From analysingcorporate doauments and data from interviews, only a small
group of employeescould obtain the bonus. Theamount of bonusthey could get relied on
howwellthey supervisedheir subordinateghroughsharingknowledge Most of the ordinary
employeeddid not havemonetary rewards.Underthese circumstancesemployeesvanted
to acquirethe bonusthroughworkinghard and earnestlysharingknowledge.Theresultalso
surfaced that whichever reward (monetary incentives or verbal recognition) skilled
employeesacquired, they felt acknowledgedby others. Therefore,the rewards enaled

fosteringskilledemployeego shareknowledge.

Within SDT,rewards are external motivations, one of the controlled motivations to

knowledgesharingbehaviourslt isassociatedvith A y R A @éxiedatidnaf @wardswhen
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peopleare requiredto join formal knowledgesharingor askfor help on informal occasions
(Gagneet al., 2019; Wangand Hou, 2015).All the participantspresentedthat the various
rewardsmotivatedthem to sharetacit knowledge asthe rewardswere perceivedasa form

of acknowledgemenof their knowledgeandeffort in their sharingobs. Thisfindingindicates
that the rewardswere external motivations, one of the controlled motivations, for skilled

S Y LJX 2 Rnéwdedgesharingbehaviours.

Therewardsas externalmotivationswere alsofound to positivelyaffectskilledS Y LI 2 @8 SS & Q
senseof beingacknavledgedfor sharingknowledge . Thepotential reasonsamaybe relatedto
satisfyingndividualbasicpsychologicaheedsthroughthe rewardsandcollectiveculturewith
the W o fandlyhotion. First,in line with SDTwhenthe needsfor relatednessandcompetence
towards a behaviour are satisfied, people will be inclined to internalise its value and
regulation,thereby performing this behaviour(Wangand Hou, 2015).In this sense skilled
employeesfelt respectedand acknowledgedn terms of their knowledgeand knowledge
sharingwhenreceivingareward.Duringthis processexternalrewardsgraduallyfoster skilled
S Y LI 2 idt&hkmbtivationsto share,suchasasenseof confidenceandtrust (Gagneand
Deci,2005).Second|n the collectiveculture with the W o faralynotion, rewardsincrease
S Y LJX 2 &@nfhlin@nt to the case organisation as an autonomous motivation for
knowledgesharing.Thisconsequenceachoesthe researchof Gagneet al. (2019),external
regulationamongChineseeoplewaspositivelyalignedwith knowledgesharingpossiblydue
to the corporateculture or corporate contextin China,where not sharingbehaviourscould
leadto beingpunished.Third,rewardsinfluencingskilledS Y LJ 2 €offi8eic@alsoreflect
the interactions between autonomous and controlled motivation in SDT.This interactive
processdependson how well one motivation canfulfil LIS 2 LJtinflain@ntalpsychological
needs autonomy,competenceandrelatednesgWangandHou,2015;Gagne2009;Gagne
and Deci, 2005). In this scenario,when skilled employeesobtained rewards (external
motivations), they felt respectedand acknowledgedby the organisation.In other words,
skilledS Y LJ 2 gsgRolbgicatompetencyneedswerefulfilled. Therefore SDTcontributes
to explainirg in depth why rewardsfacilitated skilledS Y LJt 2 Bn8wedg@sharingin this

smallfamily business.

Overall, the casestudy company had great corporate strengths to motivate skilled
S Y LJX 2 Rn&nedgesharingbehavioursTheownermanagerinherited and developedan
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advantageous corporate culture for knowledge sharing, which strengthened the
interpersonalrelationshipsamong the employees.In the meantime, the owner-manager
provided skilled employees with various rewards. The corporate context facilitated
establishinga helpful working environment for tacit knowledge sharing. It also inspired
individual motivations for knowledge sharing behaviours,such as a senseof trust and

confidence.

5.3.1.2.Individual motivations and tacit knowledgesharing

In exploringthe findings, this study illustrated that the corporate context of the business
enhancedskilledS Y LJt 2 8eBs8ak tfuist toward their audiencesand confidencein their
knowledge Thesewereidentified asindividualmotivationsfor knowledgesharingbehaviours
in paststudiesbasedon SDT{Cormicaret al.,2021;Khvatovaand Block,2017;Olatokunand
Nwafor,2012;Lin,2007).lt isbecausehe senseof trust andconfidenceare closelyassociated
with the psychologicaheedsof relatedressand competencyin SDT(Gagneand Deci,2005;
Ryan and Deci, 2000). The next paragraphswill discusspreciselythese two individual

motivationsfor knowledgesharing.

Senseof trust

Preliminarily, the findings concerningthe senseof trust as an acknowledgedindividual
motivationfor knowledgesharingin the casestudysmallfamilybusinessiavea commonality
with the existingliterature (Cormicaret al., 2021; Khvatovaand Block,2017; Olatokunand

Nwafor, 2012; Lin, 2007). As Gagneand Deci(2005) elucidated,a senseof trust can help

enhancegoodwill, mutual understandingand exchangeamong employees.lt satisfiesthe

psychologicaheedsof relatednessn light of SDTHowever the currentstudydiscoveredhat

a senseof trust playedmore of a role in informal knowledgesharingactivitiesthan formal

ones. Takinga closer look, when sharing tacit knowledge on formal occasions,skilled
employeesvererequiredto sharebythe leadersithereby,theydid not havemuchdiscretion
over doing so. In these situations, knowledge sharing behavioursaimed to achievethe

collectivetargets.If skilledpeopledid not executesharingtaskswell, their careersvouldface
problems, such as the dedudion of bonuses.To this end, skilled people shared tacit

knowledgebecausenf pressureor worriesaboutthe potential problematicoutcomes.In SDT,

controlled motivations derive from reward systemsand status within a team or an
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organisationNWangandHou, 2015).Thatsaid,the senseof trust toward the colleaguesends
to be a form of externalmotivation (fearsof being punished),a controlled motivation for

knowledgesharing(Gagneand Deci,2005).

Another instance of the senseof trust as a personal motivation for knowledge sharing
behavioursoccurredin informal situationswhere sharingwaswhat employeesvantedto do
rather than what they hadto do. Asa result, skilledworkershad more autonomyto decide
whetherandwith whomto share. Trustmadeskiled employeedelievethat their knowledge
and knowledgesharingwere significantto the colleaguesBy sharingwith those they trust-
ed, skilledpeople could obtain enjoyment;thus, they felt happyto tell what they knew to
others. Linkingwith SDT the senseof trust in informal knowledgesharingpracticesis an
autonomousmotivation (identified motivation or intrinsic motivation). It is becauseskilled
peopleacton knowledgesharingbehavioursout of their selfvalue(Gagneand Deci,2005)or
out of their enjoymentand interestin the activity itself (Ryanand Deci,1985).Herein,to a

generalextent, a senseof trust isknownasan autonomousmotivationin the current study.

Investigatingcloseinterpersonakelationshipsn the former sectionpresenteda senseof trust
derivedfrom this reason.Whensharingoccurredbetweenfamily membersor with familiar
people,like friends,skilledworkerswere morelikelyto wholeheartedy devotethemselvego
sharingprocesse®r fully givewhat they knew. In this case peoplesharedknowledgeout of
selfvalue(Deciet al., 2017;Gagneand Deci,2005)or out of their enjoymentandinterestin
the activity itself (Ryanand Deci,1985). As such,basedon SDT a senseof trust of skilled
employeestowardsthe family membersor familiar people was an autonomousmaotivation

for knowledgesharing.

Converselywhen sharingknowledgewith those with whom they had simple work-related
relations, skilled people could not enjoy sharing and did not like to provide all their
knowledge In thisinstance the trust did not arisefrom seltfulfilment but from statusin the
team or the studiedcompany.In line with SDTthe motivation for fulfilling the public-image
needsin arelationshipis anintrojected motivation (Wangand Hou,2015).Exceptionallythe
owner-managerassertedthat her senseof trust toward all employeeswasequal. Thenon-
family employeesstated that the owner-managertreated the family membersbetter than

the non-family employees Thisfinding indicatesthat treating eachemployeethe samewas
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the expectation of the ownermanager.However, there were severaldilemmasfor the
owner-managerto accomplishthis. Asthe owner-managerhighlighted, consideringhow to
solve the issueof unfairnessbetween the family membersand non-family employeesis

significantto enhancingrust in the studiedbusiness.

Confidence

illed people recognisedconfidencein knowledgeand knowledgesharingas the second
individual motivation for sharing behaviour becauseit derived from the satisfaction of
competentpsychologicaheedsregardingSDTWangandHou,2015;Gagne2009;Gagneand
Deci, 2005). However, skilled people in different groups (senior employees and young
employeesyid not hold similarviewson how their confidenceinfluencedknowledgesharing
behaviours.First, the old skilled employeeswho had worked at this businessfor decades
believedthat the exactvalueof knowledgewasto passit onto the youngrather than hideit.
Consequentlythe old skilledemployeeshad strongconfidencein their knowledgeinsteadof
fearsof beingreplacedby others.In this instance skiled employeesn the old group shared
tacit knowledgedueto howtheyperceivedhe importanceof their knowledgeandselfworth
to othersratherthan out of selfinterest(GagneandDeci,2005).Linkingwith SDT¢confidence
is an identified/integrated motivation for knowledge sharing rather than an intrinsic

motivation (Gagneet al.,2019; Steniuset al., 2016;Gagneand Deci,2005).

Theperceptionsof the younggroupwere different. Theyoungemployeesacknowledgedhat
their confidenceinspiredthemto shareknowledge but there wasa premisethat they would
not lose ownershipof the knowledgeor be replacedby other colleaguesAsa consequence,
the young employeessharedknowledgethrough considerationof their public reputation.
More surprisingly,a finding also surfacedthat the confidenceof skilled employeeswas
concernedwith facegain.Forexample whenthe seniormanagersonductedtraining,if they
couldnot addressthe & dzo 2 NRproblenis $rdy@ould loseface. Thusthe old managers
keptlearningto promotethemselvesTherewasthe samesituationin the younggroup.With
referenceto SDTfacingconcernhelpsfulfil the competencyandrelatednessf psychological
needs(Huanget al., 2011).Peopleare willing to establisha good personalreputation and
relationshipswith others, connectingwith introjected motivation (Wangand Hou, 2015).
Accordinglythe aboveexamplesdemonstratethat confidenceis an introjected motivation
when skilledemployeesshareknowledgeto build good publicreputations (Gagneand Deci,
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2005).

Throughanalysisbasedon SDTit canbe foundthat a senseof trust and confidenceof skilled
employeescould be viewed as either autonomousor controlled behavioursfor knowledge
sharing.Thesemotivationschangein quality (Gagne 2009)becausechangesn motivational
guality are perceivedas changesn types of motivations (Deciand Ryan,2000).A senseof
trust and confidencefor knowledge sharingbehavioursmight vary from amotivation to
intrinsicmotivation, dependingon how skilledemployeegerceivedthesemotivations,such
astheir publicimage,the importanceof knowledgeand knowledgesharing,or well-being.
Hence formal or informal settingsand groupsof peoplewith diversecharacteristicgfamily
or non-family members;older or youngerpeople)are the externalsocialenvironmentsthat

influencethe strengthor qualityof S Y LIt 2 @div&itioss.

Secondthe findingsshowedthat a senseof trust and confidencecould changefrom con-
trolled motivations to autonomous motivations in different external knowledge sharing
situations.In SDTthisisknownasextrinsicmotivationinternalisation(Gagne2009;Ryanand
Deci,2000;DeciandRyan 1985b).Assoonasthe old skilledemployeessharedknowledgeon
formal occasiomsfor publicimagepurposestheir confidencewasthe introjected motivation.
However,when the old employeesabsorbedthe corporate beliefsand family notion, their
confidencebecamethe identified motivation during both formal and informal knowledge
shating activities. The old managersidentified this corporate knowledgeand considered
knowledgesharingas valuablebehaviourto the other colleaguesand the company.Thus,
skilled employeesfrom the old group changed their confidence from an introjected
motivation into an identified motivation; in SDT this is the processof external motivation
internalisation(Wangand Hou,2015).Complyingwith the insightsof Gagneand Deci(2005)
andDeciet al. (2017) the socialcontextandindividualdifferencescansignificantlyaffectthe
basic psychologicaheedsfor autonomy, competenceand relatedness.Herein, formal or
informal knowledgesharingand groupsof peoplewith diversecharacteristicgfamilyor non-
family members; older or younger people) would influence the quality of SYLJ 28 5SaQ
motivations or internalising processesof external motivation (Gagneand Deci, 2005).
Neverthelessmost pastresearchhasnot accountedfor how the quality of the motivations
and internalisingprocessesof external motivation affect knowledgesharingbasedon SDT
(Gagneet al., 2019; Steniuset al., 2017,2016). Therefore,the current study contributesto
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offering evidencein theseareasby explicitlyinvestigatinga smallfamily 6 dza A ysénh&edf Q a

trust and confidence.

Furthermore, a senseof trust toward those in fundamental work relations in informal
knowledge sharing activities and the confidenceof the young employeesexplainedthe
introjected motivation in-depth within SDT.On these occasionsskilled employeesshared
tacit knowledgefor publicimage purposes.As Gagneet al. (2019) stressed,the relation
betweenintrojected motivation and knowledgesharingis unknown.Hence the finding that
a senseof trust informal knowledye sharingactivities, and the confidenceof the young
employeesas an introjected motivation, motivated the occurrenceof knowledgesharing,
provides compelling evidence of the relationship between introjected motivations and

knowledgesharing.

Tobriefly concludeon Subtheme One(Theme3a), the casestudy smallfamily businesshad
plenty of corporatestrengthsto provokeskilledS Y LJt 2 Bn8wedg@sharingbehaviours,
suchasthe support of the owner-manager,the collectivecorporate culture, the tight-knit
interpersonalrelationshipsand the reward system.Thisadvantageousharacteristichelped
skilled employeesshare knowledge and strengthenedtheir motivations for sharing the
senseof trust toward othersandthe confidencein their knowledgeand knowledgesharing.
Basedon SDTa senseof trust and confidenceof skilledemployeescouldbe viewedaseither
autonomous or controlled behaviours for knowledge sharing, depending on different
knowledgesharingpractices(formal or informal activities)and groups of people (family or
non-family members;older or younger).Therefore,this sectioncompletesthe objective of

Subtheme One(Theme3a)concerningwvhy skilledemployeessharedtacit knowledge.

5.3.2Reasongor KnowledgeHiding

Subtheme Two (Theme3b): Toanalysewhy the skilledemployeesidetacit knowledgein a

smallfamily business.

Aswith the reasondor knowledgesharing skilledemployeesid knowledgeasaresultof the
detrimental corporate contextand their motivationsfor knowledgehiding. Thedetrimental
corporatecontextaffectedskilledS Y LJt 2 @adhdtEnisfor knowledgesharingand caused

their willingnesgo hide knowledge Thefollowing sectionswill givea detailedexplanationof
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the reasondor knowledgehidingfrom both sides.

5.3.2.1Detrimental corporate contextand knowledgehiding

Within the studiedcompany the detrimental corporatecontextleadingto knowledgehiding
prominently exposedthe unfair issuescausedby the dominantrole of family involvement,
suchasissuesin managingthe family members,low salariesfor the non-family employees
and closeinterpersonalrelationships.Zhou (2019) stated that owner-managersin Chinese
family businessesfind it challengingto treat non-family and family members equally
concerningpromotions,salariesandtrust. Theissuesn managingthe family membersand
low salaryfor the non-family employeescausingknowledgehidingmainlydemonstratedthe
conflictsbetweenthe family andnon-family employeesin contrast,knowledgehidingdueto
intimate interpersonakrelationshipsvascommonto both the familymembersandnon-family

employees.

Issuesof managingfamily members

In exploringthe corporatereasondor knowledgehiding,a commonfindingin pastliterature
wasdiscovered the role of family involvement(Motoc, 2020;Zhou,2019; Cunningham et
al., 2017, 2016; Zahraet al., 2007). Due to the nature of family businessesthe owner-
manageremployedmany of family membersand offered them high-level job positions,for
example,department managersor managerialpositions.Notably, many senior relativesof
the owner-managerwere workingin this business Thus,the owner-managerhad to grant
them a large amount of authority and privilege. Thanksto this, the non-family knowledge
employeeshid knowledgedue to issuesof the owner-managerindulgentlymanagingfamily

members:favouritismtowardsfamily membersandinfightingamongthe relativemanagers.

Favouritismtowards family membersin the current study meant that the owner-manager
providedherrelativeswith more flexibleworkinghoursandbetter compensatiorthanthe no
bonusesandthe W b dvorkingscheduleof the non-family people. Theowner-managereven
permitted the family managerdo usetheir nameswhenapplyingfor patentsandintellectual
properties,althoughthey had not worked on the innovationsin question. Thesesituations
broughtaboutthe non-familyS Y LJt 2 @isSafisiaftionHoweverno onecouldopposethis
publicly; the non-family employeeswanted to keeptheir jobs. Instead,they choseto hide

knowledge Relatedo the literature, favouritismtowardsfamilymembersembodieda strong
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asymmetryof power in a family business(Chrismanet al., 2010; Michailovaand Husted,

2003).

Givingmore authority to the family membersand the strongasymmetryof power caused
conflictsamongfamily membersandbetweenthe family and non-family members(Chrisman
et al., 2010; Michailovaand Husted,2003).Within the studiedfirm, infighting and conflicts
over their interestsexistingfamily members.Thissituationled to knowledgehidingamong
both groups:family and non-family. Familymembers whenfacingcompetitivenessamongs
themselvesmight opt to hide knowledgefor selfprotection. Thenon-family employeeshid
knowledgewhenexperiencingnfightingamongfamilyemployeesThenon-familyemployees
did not wantto beinvolvedin the situationanddid not wanttheir tacit knowledgeto betaken
advantageof by the family members.Suchissuesanfracturethe interpersonalrelationships
amongpeople; relationatbasedknowledgesharingculture may then be hindered (Motoc,
2020), and a network structure that excludesoutsidersmay be established(Lin, 2013).
Gradually, the non-family members became dissatisfied and felt reluctant to share

knowledge.

Accordingto SDT,the nonfamily Y'S Y 6 Srigkiv&tions for sharing were negatively
influencedby the aboveissuesof managinghe family members becauseat thosemoments,
the nonfamily Y S Y 6 Sshide@f trust, namely psychologicaheedsof relatednesswas
weakened(Gagneand Deci, 2005; Ryanand Deci, 2000). As elucidated by Deciand Ryan
(2011),feelinglost in one or more of these psychologicaheedscanaffect 2 y S1éd and
well-being. To this end, the non-family Y S Y 6 SmaBv&tion for knowledgesharingwas
underminedby managemenissuesamongthe family members;thereby, knowledgehiding

occurred.

Lowsalariesand no bonusfor the non-family employees

Influencedby family involvement,the non-family employeeshadlow salariesand only afew
could attain a bonus. Eventhough some non-family employeesobtained the yearly bonus
onceor twice, they alladmittedtheir salariestayedlow andhadno bonusesn their monthly
wage.In line with previousliterature, no bonusesor low salariedfor ordinaryemployeess a
generalphenomenonwithin small family businessegLin, 2013) due to restricted finance

resourcegLevyet al., 2003).Jobinsecurityand lack of rewardsfor knowledgesharingmay
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increasethe possibilityof knowledgehiding (Nguyenet al., 2022; Halvariet al., 2021; Wen
andMa, 2021;Haraldseret al., 2019).

Due to a lack of monetary incentives,the non-family employeeslost their motives for
knowledgesharingin this business Thenon-family skilledemployeesearedbeingreplaced
by others if they shared too much knowledge with co-workers. Within SDT,external
regulationshavea powerfulinfluenceon motivatingaparticularbehaviour(Deciet al.,2017).
However,in this case,a shortageof externalregulationsnegativelyaffectedthe non-family
S Y LJX 2 tn&igatiofsfor knowledgesharing.lt causedthe non-family employeesto be
willing to hide knowledge becausetheir basic psychologicalneeds of relatednessand
competencycould not be satisfied (Wand and Hou, 2015). This outcome contributes to

understandinghe interactionsamongdifferent typesof motivationsin SDT.

Theresultsalsodiscoveredthat the owner-managerhad a dilemmaover the issuesof the
effects of family involvement on knowledge hiding. The prominent reason was the
importanceof the family notion in the collectiveculture. Themanageriahotionsand modes
of the owner-managemwere rooted in her strongnotion of Wig ¥ I Y anftl adl@ctiveculture.
Whentaking overthe businesgrom lastgeneration the owner-managemwholly followed her
T I (i krfard@edahotions of givingbetter treatment to the family membersthan the non-
family employeesAlso,in traditional Chineseculture, the family hasarigid hierarchyamong
generationsin which the junior membershaveto respectthe seniormembers(Lin, 2013;
Huanget al.,2011).Influencedby the traditional culture,sometimeghe owner-managerad
to respectthe perceptionsof the senior relatives, despite inappropriate perceptions.This
situationelicitsthe secondreasort the falsethoughtsof the family memberson knowledge
sharingand rewards. The family membersperceivedknowledgesharingas a fundamental
responsibilityand obligation rather than somethingworthy of being rewarded. Also, the
familymanagersaredaboutshort-term economidnterests,whereasknowledgesharingwas
a longterm strategy.When managersendeavourto control employees,it will deteriorate
LJS 2 Llieagiaur(Kimet al., 2015). Therefore,these false managerialperceptionsmight

giveriseto knowledgehidingby the non-family employees.

Furthermore, the family notion and Chinesetradition affected the ownerY | y I 3 SN &

decisons. As Lin (2013) highlighted, personal preference and favouritism from the top
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managersmay make firms prioritise the knowledgeof family membersto maintain family
harmony.Third,the owner-managemworried that rewardscouldnot positivelymotivate non-
family S Y LJt 2 RBnSwdedlg@sharing.Thishesitationreflectsthe consensugperceptionon
rewards and knowledgesharingin existing publications.Accordingto Cresset al. (2006),
individualsmaysharesomethinguselessr unimportantwith otherswhenknowledgesharing
isrewarded.Therefore,rewardsdo not effectivelyhelp knowledgesharingbut increasethe

HRMcost.

Closeinterpersonalrelationships

Anotherstrikingfinding on the corporatecontextfor knowledgehiding, differing from most
insights in past literature, involves close interpersonal relationships. In the casestudy
businessskilledemployeesmight hide knowledgewhen they saw colleagueswith tight-knit
friendshipsmakingmistakesin public. It wasbecausecorrectingother LIS 2 LihiSaReiin
publicmighthurt 2 (i K $ab&k,mtentially destroyingtheir goodworkplacefriendshigs. This
consequencss closelyassociatedwith facesaving(Yanet al., 2016) and the purpose of
avoidingconflicts(Huanget al., 2011; Sonfieldand Lussier2009; Zahraet al., 2007),which

echoeshe discussioron the bright sidesof knowledgehiding.

Furthermore, from the SDTperspective,skilled people hiding knowledgeto save other
LJS 2 L#ac&s@ protecttheir competentseltimagein front of others(LeungandChan 2003)
isidentified asanintrojectedregulation(WangandHou,2015;Gagneand Deci,2005).At this
point, it canbe understoodthat a closeinterpersonakelationshipcouldaffectthe S Y LI 2 &8 SS & Q
introjected motivation for knowledgehiding. Thisconsequencencreaseaunderstandingof

LJS 2 LahoSv&ridnto hide knowledgebasedon SDT.

In brief, the corporatecontextof the current studyexposeshe role of family involvementin

knowledgehiding,whichimpliesthe issuesof unfairnessbetweenthe family and non-family
peoplein the investigatedsmallfamily businessThedetrimentalcorporatecontextgivesrise
to knowledgehiding by weakeningthe nonfamily S Y LJt 2 én&i%atiofd for knowledge
sharingor generatingmotivationsfor knowledgehiding. The following segmentwill provide

an exquisiteexplanation.
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5.3.2.2Individual motivations for knowledgehiding

Thecurrentstudyhasunveiledthat the unfairissuescausedby the family involvement,such

as low salariesand no bonusesfor the non-family workersin the first line, and the Wdpdpc Q
workingschedulewerethe principalreasongnfluencingthe motivation of skilledemployees

for knowledgehiding (Nguyenet al.,2022; Halvariet al., 2021;Wenand Ma, 2021; Xionget

al., 2021;Peng,2013).0ther motivations of skilledpeoplefor knowledgehidingincludeda
senseof distrusttoward their colleaguestearsof beingreplacedby othersandtime pressure.

Eachpoint will now be explainedin light of SDT.

Senseof distrust

Resonantesultsof the pastliterature on the senseof distrustgeneratingknowledgehiding
were found in the researchat hand (Hernauset al., 2018;2 S Néf &b, 2014).Asdiscussedn
5.3.1, affected by the collectiveculture and the owner-Y | y | 3s8dgdRtAn most cases,
skilled employeesacknowledgedhat they trusted their colleaguesand would like to share
tacit knowledgewith their co-workers.Nonethelessa smallgroup of people admitted that
they did not often believetheir colleaguesassoonasthey heardsomenegative perceptions
toward newcomersfrom others or found that somelearnershad poor learningabilities. In
these cases skilled people might decideto hide their knowledge.Thesefindingsechothe
relational characteristicsof the family business the outsiderexcludingrelations (Motoc,
2020;Davisoret al., 2018;Lin,2013).A newcomerwasan outsiderto the socialrelationsin
the office. If the other colleaguan the teamheld negativethoughtsaboutthe newcomerand
told somethingbadto the mentor, it would more or lessadverselyaffectthe Y S y (I SehsR &
of trust toward the newcomer,asthe mentor and colleagueshad beenin the samesocial
environmentfor longerthanthe newcomer(Lin,2013).Asaresult,the mentortrust the team
membersmore than the newcomerto someextent. Thusthe newcomerwasexcludedfrom

the socialenvironment(Motoc, 2020) and knowledgehidingwould happen

Inthe secondinstance whenthe learnerhad poor learningabilities,skilledemployeeanight
distrustthem, hidingknowledge.Thepossiblereasongor this were the time factor (Halvari
et al., 2021; Xionget al., 2021; Ahmadand Karim,2019; Riege,2005) and the people who
received knowledge (Zhang and Jiang, 2015). Employees, especially the non-family

employeesfollowedthe W b dworking schedule(workinghoursfrom 9 a.m.to 9 p.m. on six

175



daysperweek).Most sharingtaskstook placebeyondtheir job duties.In anintensiveworking
life, if the audiencedearned at a languidpace during knowledgesharingactivities,it would
extend the working hours of the skilled employees. Timesavingfor skilled employees
themselvesncreasedheir senseof distrusttoward the learners.In SDTdistrustlieswith the
psychologicaheedfor relatednessbecausewhen skilled people distrust the learners,they
may not feel connectedwith them (WangandHou,2015;Gagne2009).Hence distrustwas

the significantmotivation for knowledgehidingin the studiedcompany.

In a comparisonbetweenthe findingsand literature on the senseof distrust, it is apparent
that distrustandtrust are two separateconstructsbut mutually correlated(McKnightet al.,
2004; Mayer et al., 1995). Trustin this study refers to how much skilled employeeswere
willing to contribute their knowledge.Thisprocessmight riskthem losingtheir ownershipof
the knowledge,but skilled employeeswere still willing to give their knowledgeto the less
experiencedpeople (Huoet al., 2016,Peng,2013).Converselyin this case,a sense of dis-
trust involved skilled memberslosing confidencein the learnersand becomingconcerned
overwhetherthe learnerscould bringharmfulinfluenceson them, suchaswastingtheir time
(Grovier,1994). A senseof trust isthe S Y LJt 2 énGidtiofor knowledgesharing,and
distrustis a separatemotivation for knowledgehiding. Thisfinding contributesto verifying

that knowledgesharingand hidingare not oppositebut synergetidoehaviours.

Fearsof beingreplacedby others

In the resultson skilledS Y LJ 2 &offi8eic@for knowledgesharing the youngemployees
fearedbeingreplacedbytheir colleaguesf they sharedtheir knowledgewith themtoo much.
Theoretically,it is related to the psychologicaheed for competency,as the young skilled
workersworried aboutlosingtheir corecompetencyandcompetitivenesgAhmadandKarim,
2019;Wangand Hou,2015).Connectingo the studyby Peng(2013),to meettheir needsof

competencypeoplewith highawarenes®f psychologicabwnershipof knowledgeare prone

to conductdysfunctionalbehaviours,suchasknowledgehiding,to defendtheir knowledge
againstbeing controlled and masteredby other people. Tothis end, fearingbeingreplaced

by otherswasa motivation for the skilledemployeesto hide knowledge.

Theaboveillustration was found in the youngemployeegroup rather than amongthe old

employeesaspresentedin S Y LJf 2 &o&fi@ehic@It wasbecausehe youngemployeeddid
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not haverich knowledgein the specifigob, eventhoughtheir experienceor knowledgemight
be temporarilymore up-to-datethanother O 2 f f S Ditelt® EnOwhedgewasgivenout,
it might threaten their job security. Besides,this situation also stems from the internal
competitive environment. When working in an intensiveinternal competitive context, the
youngnon-family employeedelt threatenedif they lost their core competitivenesshrough
sharing.Unlikethe youngfamily memberswho did not worry about unemploymentandthe
skilledsenioremployeesvho hadcorecompetitivenessthe youngnon-familymemberswere
the most vulnerablegroupto losingcompetitivenessAs such,the youngnon-family group
wasmore likely to hide knowledge(Hernauset al., 2018;2 S Néf &., 2014).In this sense,
fearsof being replacedor losingthe ownershipof knowledgewasa significantmotivation for

the youngnon-family membersto hide knowledge.

In additionto that, the younghid knowledgeto avoidthesethreats,whichhelpedthem keep
their publicimpression.t wasbecausethe co-workerscouldnot obtain the core knowledge
they had. Therefore the publicstatuswould not be lost. Within SDTaccordingto Deciet al.
(2017), when people attain external regulation, they may often experience contingent
rewardsand threats. Equally, when individualsact in a specifichehaviourto enhancetheir
public image, this is known as introjected motivation (Gagne,2009). Accordingly fears of
beingreplacedor losingthe ownershipof knowledgein the currentstudytend to be relevart

to introjected motivation basedon SDT.

Timepressurefrom the W o dqworking schedules

Inthe currentstudy,the conceptof W ¢ gvorkinghourshasbeenmentioned.Thismeansthe

employeesvork sixdaysperweek,andthe workinghoursarefrom 9 a.m.to 9 p.m.eachday.

The W  gqvorkingtimetablerefersto the time pressurewhichmanyprior studieshavefound

to causeknowledgehiding (Shrivastaveet al., 2021; Xionget al., 2021; Ahmadand Karim,
2019; Steniuset al., 2016).In this businesscomparedto the flexible working hours of the

family members the non-family employeeshadto follow the corporateregulationsrigidly. It

impliesthe influencesof the collectiveculture. As Zhanget al. (2017)claimed,employees
workingin the collective culture may not perform a specificbehaviourthat would damage
the organisationIn this case breachingthe W b dwvorkingschedulewasunacceptablan the

collective culture. However, working following this timetable increasedtheir enormous
burdensmentally and physicallyreducingtheir passiorfor takingpart in sharing It turns out
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that hidingknowledgewasthe bestchoicefor the non-family employeesere.

Linkingwith SDT,the rigid ¥ ¢ gwor®king schedulewas concernedwith the non-family
memberg psychologicalautonomy needs. Working by this timetable, the non-family
memberscouldnot balancework andlife; thus,they did not havesufficientautonomyin their
working practices.In other words, the nonfamily Y' S Y 6 Sadt#n@mnyrelated needsfor
working and knowledgesharingcould not be satisfied,and they believedthat knowledge
hiding was crucialto them (Wangand Hou, 2015; Gagne,2009). As Deciand Ryan(2011)
construed feelinglostin one or more of thesepsychologicaheedscanaffect mood and well-
being. Thisviewpointhasbeen concurredby Nguyenet al. (2022).Requiredto do overtime

by the company peoplewill hold intensenegativemoods,suchasanxiety,panic,anddistress

(Nguyeret al.,2022).Accordingo Haas(2019) perceivedautonomyisconcernedwith 2 y S Q

desireto selfregulateor selforganisetheir actions whichvarieswith their values peliefsand
lifestyles.Inthisscenariothe W b qvarkihghoursasimbalancdifestylesmadethe non-family
membersfeel anxiousand burnout, leadingthem to believe that hiding knowledgewas
significantfor them at work insteadof sharing.Thatsaid,time pressurewasthe autonomous

motivation for knowledgehidingin the current study.

The significantfindings revealedthat nothing impeded the family membersfrom hiding
knowledgein the workplace; however, they shared knowledge and worked together to
achievethe commongoalsof family and businessThisresultis underpinnedby Zhou(2019):
the personalinterestsof the family membersare closelyrelevantto the businesdnterests;
therefore, they will fully mobilise their enthusiasm in the business operation and
development.Whenthe firm faceshardship,the family memberswill work togetherto help
the companytide over difficulties (Zhou,2019). Hence,the family membersin the study

preferredgivingtheir knowledgeto achievetheir ¥ | Y Aslhated@aals.

To concludesubtheme two (Theme3b), the reasonsfor knowledgehiding in the current
studyreflectedthe unfairissuesbetweenthe family and non-family groups.Thenon-family
employeeswere more likely to hide knowledgeat work becauseof the unfair corporate
context, includingissuesof managingthe family employees)ow wagesand no bonusesfor
the non-family members, and close interpersonal relationships. Furthermore, the unfair

corporate context adversely influenced the nonfamily S Y LJ 2 ar®tivatiéhs for
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knowledgesharingor brought about their motivationsfor knowledgehiding, suchastheir

senseof trust toward learners fearsof beingreplacedandtime pressure.n this casestudy,
distrust, fearsof beingreplacedand psychologicapressureout of intensivetime tend to be

the autonomous motivations for knowledge hiding. It is becausethese motivations are

sourced from selfinterest needs. Wang and Hou (2015) proposed that autonomous
motivationsinvolveselfinterests,enjoyment,and selflesscarefor others. At the sametime,

fearsof beingreplacedmayalsobe perceivedasintrojected motivationfor knowledgehiding
becauset isamatter that knowledgehidingthe youngemployeedo avoidthreatscouldhelp

them keepthe publicimpression Thatwasbecausehe co-workerscouldnot obtainthe core
knowledgethey had. Accordingo Gagng(2009),whenindividualsactin a specificoehaviour
to enhancepublic images,this behaviouralmotivation is known as introjected motivation

(Gagne2009).Hencethis sectioncontributesto the objectiveof Subtheme Two(Theme3b),

dis-coveringwhy the skilledemployeedid tacit knowledge.

5.3.3Recommendationgor Motivating KnowledgeSharingand ReducingHiding

Subtheme Three(Theme3c): Toprovideappropriaterecommendationgor motivating tacit

knowledgesharingand reducinghidingin the casecompany

Combininghe reasondor knowledgesharingand hiding,the familymembersandnon-family
skilledemployeeshaddifferent insights.Thefamily memberswere satisfiedwith the current

corporate context, including culture, the strategiesof the owner-manageron knowledge
sharing,the reward systemand the interpersonalrelationshipsamongpeople,becausehe

companyprovided substantialchancesand benefitsfor their sharing.In contrast,the non-

family employeesstatedthat this businessshouldlessenthe unfairnessbetweenthe family
andnon-family groups for instance by reducingthe privilegesof the familymembers,adding
bonuses,and adjusting the ‘996Qworking schedule. Theseresults illuminate that family
involvementin knowledgesharingand HRMwas the central reasonfor the unfair issues
between the family and non-family employees,resulting in knowledgehiding behaviours

amongskilledemployees.

The remedies posited by the non-family employeesechoedthe findings of the previous
literature (Motoc, 2020; Cunninghanret al., 2017,2016;Lin,2013;Zahraet al., 2007).Small
familybusinesseshouldappropriatelymanageamilymembers(Lin,2013;Zahraet al.,2007)

179



andwiselyexertthe positiveeffectsof family involvementon internal managementsuchas
improvinginternal relationshipsand emotional bonding (Motoc, 2020; Cunninghamet al.,
2016; Lin, 2013). Equally,as monetary incentivespositively influencedskilledS Y LJ 28 SS & Q
knowledge sharing, particularly with the non-family employees,setting up bonusesis
imperativefor the casestudybusinesslt isunderpinnedbythe literature (Aleksicet al.,2021;
Islamet al., 2018; Witherspoonet al., 2013).Importantly, the owner-manageris aware of
theseissuesandis attemptingto solvethem to promote knowledgesharing(Cunninghanet
al., 2017,2016; Zahraet al., 2007)and improve knowledgehiding (Hadjieliaset al., 2021).
Hence, the above recommendationson motivating knowledge sharing and mitigating
knowledgehiding could act asthought-provokingapproachedor the practitionersof family

companiesacrosddifferent countries.

To summarise, Theme Three is to explore why skilled employeesshare and hide tacit
knowledgeandprovideappropriaterecommendationgor motivatingknowledgesharingand
mitigating knowledge hiding. The reasonsfor knowledge sharing and hiding have been
discussedn-depth from the corporatecontextandthat of SDTkilledS Y LI 2 RnSnvEdge
sharingand hiding behavioursoriginated from different reasons,evenif somereasonsfor
both behavioursoverlapped suchascloseinterpersonakelationshipsandacollectiveculture
with the family notion. Havinganalysedthe motivationsfor knowledgesharingand hiding
behaviourdhasedon SDTit canbe foundthat knowledgesharingandhidingare not opposite
but synergetic,as the motivational reasonstrigging these two behaviours are pretty
distinctive. Exploringthe reasonsfor knowledgehiding exposedhow unfairnessbetween
family and non-family employees causedby family involvementin businessoperation and
managementwasthe centralreasonfor knowledgehiding behavioursof skilledemployees.
Therefore, the key to motivating knowledge sharing and improving hiding is to solve
unfairnessin the family business Accompanyingll the findingsin ThemeThree,Research

Objective3 hassucceeded.

5.4 ConceptualFrameworkfor SimultaneousknowledgeSharingand Hiding

Researclobjective4: Todevelopa conceptuaframeworkto visualiseknowledgesharingand

knowledgehiding simultaneously

Thelastresearchobjectiveis to build a conceptualframeworkfor simultaneousknowledge
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sharingand hiding behaviours.Before explainingthe frameworkin the current study, it is
necessaryo elaborae the integratedreasonsfor the simultaneousknowledgesharingand
hidingbehaviours asinvestigatingsimultaneousboth behaviourss the core of the research
at hand.Sction 5.3 hasconstruedknowledgesharingandhidingseparatelyyatherthan asa
whole. Therefore, this section will primarily illuminate the integrated reasons for
simultaneousknowledge sharingand hiding behavioursand then exhibit the developed

conceptuaframework.

5.4.1Integration of All the Reasondor SimultaneousKnowledgeShaing and Hiding.

In the first instance, knowledge sharing and hiding behaviours are driven by the corporate
context of the small family business. The helpful corporate context, such as the collective
culture, theownesY' | y I IS NN A & dzLJLJ2 NIi = Ay (0 Js ¥nd ieBards, yain S N1LJS N.
motivate employees to share knowledge. In contrast, the detrimental features, for example,

the favouritism of the ownemanager toward family members, the low compensation and

the intensive timetable for the nofamily employees, causéiém to hide knowledge. The
detrimental corporate context reflects unfairness between the family and -faonily

employees, which arose primarily from the family involvement in business operation and

management.

However, several same corporate charactecst{collective corporate culture, the intimate
interpersonal relationship and high compensation for the family members) influence skilled
people, particularly nofiamily employees, to share and hide knowledge simultaneously. To

be precise, the ownemanage supports various formal and informal channels for knowledge
AKIFINAY3I |YyR K2fR& |y 2Ly YR aAyOSNB | (a7
engenders the active occurrence of knowledge sharing. Nevertheless, at the samégme,
owner-managerprovides unfair treatment between the family and ndamily employees,

which results in knowledge hiding. Similarly, on the positive side, the collective corporate

Odzft GdzNBE ONBIF iSa | WoA3d FlLYAT@Q 62N] SYydANRY
thereby, knavledge sharing takes place naturally. Nonetheless, on the other side, the
O2tft SOUADBS O2NILRNI GS OdzZf GdzZNBE yR (GKS WoA3d T
take the knowledge and knowledge sharing behaviours of the-faonly members for

granted. Consequently, it causes pressure and dissatisfaction from thdamoity group. In

181



doing so, they choose to hide knowledge. Hence, the above findings demonstrate that the

initial first proposition has been extended as below:

P1 The corporate context ficts the happening of knowledge sharing and hiding behaviours
simultaneously

In the second aspect, the corporate context of the small family business also afél=d

SYLX 28SSaQ Y2UuAQldA2ya F2N (y2¢6ft SRAGthé KI NR y -
statements of Gagne and Deci (2005) and Deci et al. (2017), the outside working environment

and individual differences may significantly fulfil the basic psychological needs of autonomy,
competence and relatedness or undermine these needs. In thady sthe collective culture,

the ownerY' I Y ASNR& adzLIR2 NI FyR Of2a4S NBfFiA2yaKk;
SYLX 28SSaqQ aSyasS 2F GNMzaAG G261 NR O2ftft Sl 3dzSa
knowledge sharing occurs actively in the studied camp In contrast, the same corporate
environment makes skilled employees distrustful and afraid of being replaced by others. Then
skilled peoplewill hide tacit knowledge for varied reasons, although some of these are not
necessarily detrimental to knowdge sharing and the company, for example, protecting the

O2tf SOUAYS AYyiUSNBada o6 @2ARAY3I O2yFfA0Ga (2
selfgrowth). Thisresult providesmore evidence of the bright side of knowledge hiding

(Hilliard etal., 2022;Xiao and Cooke, 2019). Herein, the support for the ownanager,

02t t SOGAQGS O2NLRNI (S Odzf GdzZNBE ¢AGK | WoAI Tl
reward systems are the social context. These outcomes elicit the second proposition

PZY ¢KS O2N1LIRN}GS O2yGSEG FFF¥SOGa GKS SyYLX 2eé
hiding, respectively.

Within the helpful corporate context, skilled employees develop a sense of trust and
confidence to share knowledge. These motivations are vieagesdutonomous or controlled
motivations for sharing, depending on different knowledge sharing approaches (formal and
informal sharing) or groups of people (the family or rfamily groups; older or younger).

According to Gagne (2009), these motivations within SDT change in strength and quality to

drive people to share knowledge.

Influenced by family involvement, knowledge higlibehaviours of skilled employees affect
sharing in two ways undermining motivations for sharing (Deci and Ryan, 2014) or

generating motivations for hiding (Gagne et al., 2019; Connelly et al., 2012); this corresponds
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with the findings of Gagne etal., @ap0 ® CANRBRG 2F FfftX GKS O2NL2N
timetable and low compensations, makes r@amily people feel lost in motivation for
knowledge sharing, thereby undermining their mood and weihg (Deci and Ryan, 2011).

As a result, nofiamily people decide to hide knowledge instead of sharing (Deci and Ryan,

2014).

Secondly, the corporate context directly drives skilled workers to have autonomous
motivations for knowledge hiding. A typical instance is that providing the family employees
with flexible working hours and high compensations renders the-fiaomly employees
distrustand fearful of being substituted by others, sequentially losing ownership of their tacit
knowledge. In line with the literature, trust and distrust are separate moivet constructs
(McKnight et al., 2004) becaubeth pertain to different motivations (Hernaus et al., 2018;
2SNYyS SG Fft®dX unmnT [SHAO01TA SiG Ifods mMdbpy T al
and hiding are distinct behaviours, as based o, 8bth behavioursare driven by different

types of motivations (Gagne et al., 2019; Connelly et al., 2012), as schematically depicted in
Table30. These results demonstrate the third proposition:

P3 Knowledge sharing and hiding are driven by differentivatons.

Table30: The types of motivations for knowledge sharing and hiding behaviours based on
SDT

Motivations for Indicative Specific Situations Types of Motivations
Behaviours Motivations P in SDT
Formal knowledge sharing External Motivation
Informal knowledge sharing
Autonomous

with the family members or (Intrinsic/identified)

Sense of trust familiar people
Motivations for Informal knowledge sharing
sharing with those in the fundamental | Introjected
work-related relationship
Confidence The senior employees IdenFified/integrated
The young employees Introjected
Monetary Incentives External

Autonomous

Sense of distrust (Intrinsic/identified)

Fears being replaced

by others/the Controlled (the
Motivations for ownership of external or introjected)
hiding knowledge
Time pressure Auto_no.m(-)us .
(Intrinsic/identified)
Autonomous

A short of rewards

SourcewS &SI NOKSNRa O2yaidNHzOi

(Intrinsic/identified)




On the other side, motivations for knowledge sharing and hiding are correlated based on SDT.
In this case, trust and distrust are correlated with each other. Since the motivations for both
0SKIF@A2dz2NE f AS ¢ A (sycholbdical hde® Rf rdldiedndss ia STy | f 4 Q
employees need to establish good relationships to be better involved in corporate life (Wang
and Hou, 2015; Gagne and Deci, 2005). The same situation also appears with the motivations
between confidence anéears of being replaced by others. These findings are inconsistent
with the study of Gagne et al. (2019) study. Gagne et al. (2019) discovered that most
motivations for sharing and hiding are uncorrelated. It may be because Australian and Chinese
samplesnformed the quantitative data in the context of various professional and technology
knowledgeintensive firms. Those two samples were impacted by different contextual factors,
such as cultural influences, organisational structure, etc. Nevertheleskeglatticipants in

this study were selected fromme samesmall family busines# other wordsthe participant€2
motivations for both behaviours are affected the same contextual factors. Therefore, the
consequences have the discrepancy in motivations for knowledge sharing and hiding in the
investigation of Gagne et al. (2019). Remarkably, some motivations for knowledge sharing
and hidingoverlap such as monetg incentives for the family members and a dearth of these

for nonfamily people. These findings induce the following proposition:

P4 knowledge sharing and hiding are synergistic behaviours, because people simultaneously
hold motivations to share and hidkeowledge, driving both behaviours

To this end, thisesearchs conducive to learning how and why knowledge sharing and hiding
behaviours happen concurrently through the scopes of the corporate context of a small family
business and the motivations dfited people within SDTtindicates that knowledge sharing

and hiding are not opposite but correlated behaviours.

Takentogether, the core researchquestion of this studyt how and why skilledemployees
share and hide knowledge simultaneously,has been addressed. The synthesisbetween
emergent themes, research objectives and key conceptsis schematicallyoutlined and
concludedin Table31. Thelast part of this chapterwill presenta conceptualframeworkfor

simultaneousknowledgesharingand hidingbehaviourdo visualisethe findings.
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Table31: Relationshipbetween key themes, researchobjectivesand key concepts

Key Themes

Research Objective

Indicative Concepts

Theme 1:The perceptions
of individuattacit
knowledge

RO1:Toidentify how skilled
employees perceive tacit
knowledge within the Chinese
small family business context.

Experiencebased, common corporate
resources, individual assets

Theme 2aKnowledge
sharing

RO2:To explore how skilled
employees share tacit knowledge

Formal and informal approaches,
individuaHevel and organisationdével
behaviours

Theme 2bKnowledge
hiding

RO2:To explore how skilled
employees hide taciknowledge.

Along with sharing, two hiding ways,
individuatevel and autonomous
behaviours

Theme 3aReasons for
knowledge sharing

RO3:Toanalysewhy they share
and hide tacit knowledge as well &
to provide the appropriate
recommendations for motivating
knowledge sharing and mitigating
knowledge hiding

Corporate context the support from the
owner-manager, a collective culture with
the family notio, close interpersonal
relationships, a reward system

Individual motivations sense of trust and
confidence

Theme 3bReasons for
knowledge hiding

RO3:Toanalysewhy they share
and hide tacit knowledge as well
to provide the appropriate
recommendations for motivating
knowledge sharing and mitigating
knowledge hiding

Unfairness between family and ndamily
groups caused by family involvement

Corporate context favouritism of the
owner-manager, low salaries and no
bonuses for norfamily employees, close
interpersonal relationships

Individual motivations sense of distrust,
fears of being replaced by others, time
LINE & & dzNB warkidg dchedudesh ¢

Theme 3c:
Recommendations

RO3:Toanalysewhy they share
and hide tacit knowledge as well §
to provide the appropriate
recommendations for motivating
knowledge sharing and mitigating
knowledge hiding

Resolving unfairness between family and
non-family members

Source! dzii K@ohskutt

5.4.2Frameworkfor SimultaneousKnowledgeSharingand HidingBehaviours

In responseto the gapsof this study in ChapterTwo, there was a necessityto developa

conceptuaframeworkfor simultaneousknowledgesharingand hiding. Throughanalysingall

the illustrativereasongor simultaneousoth behavioursthe outcomespresenteddifferent

voicesamongthe peoplewithin the studiedsmallfamily businessproduang correspamding

results,depictedin the framework(seeFigurell).

Based on the research findings as discussed in Section 5.4.1, thes@rémositiors

constitute the conceptual frameworthat describeshe logical linkage amonfive concepts
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(corporate contextmotivations for knowledge sharing, motivations for knowledge hiding,

knowledge sharing and hiding behaviours) in the framewseeFigurell).

By integrating the critical outcomes,a conceptualframework has been developed. This

frameworkmayexertreferencingnfluenceon other typesof enterprisesn moreregionsand

countriesto probe knowledgesharingand hiding simultaneouslybecausethe element of

corporatecontexton the left sidehasnot beendefinedby anytype of enterprises.

Figurell: Conceptuaframework for simultaneousknowledgesharingand hiding

CorporateContext

Helpful context

p2

Detrimental context

Motivations for Sharing

Autonomous
(Intrinsic/ldentified)

P3

Controlled
(External/Introjected)

Psychologicaheeds
within SDT:
Relatedness
Competency

Autonomy

Motivation for Hiding

Sourcew S & S| NBOEIBAID &

Pl

»

Knowledge
sharing

Knowledge
hiding

.

Key:

== . MoOtivating or influencing
===p impeding

The framework includes three main components: corporate context on the left side,

motivations for knowledgesharingand hiding in the middle, and knowledgesharingand
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hidingbehavioursonthe right side. Thegreensolidline arrowsor red dashlinesconnecteach
component.Thegreensolidline arrowsrepresentmotivating while the red dashedlinesare

to underminemotivation.

Onthe left side,the corporate contextis dividedinto helpful characteristicfor knowledge
sharingandadversefeaturesleadingto knowledgehiding. The classificatiorof the corporate
context in this framework does not signify the mutually opposite standpint between
knowledgesharingandhiding.However t illuminateshow different corporatecharacteristics
incur these two behavioursin the same context. The helpful corporate context can foster
diverseformalandinformalknowledgesharingactivities.Lkewise the detrimentalcorporate
context mainly causedby family involvementmakesthe employeeshide knowledge.Thus,
two curved solid line arrows link the corporate context to knowledgesharingand hiding

separately Thetwo curvedline arrowsexpresghe first proposition(P1).

Inthe meantime the corporatecontextaffectsskilledS Y LJ 2 @ddi&tiogsfor knowledge
sharingand hidingbehaviours Theline or dashline arrowssymbolisedifferent influenceson
knowledge sharing and hiding. The helpful corporate context booststhe SYLJX 28 SS & Q
knowledgesharingmotivations,suchasa senseof trust and confidence Onthe other hand,
the detriment context either undermines their motivations for knowledge sharing or
generatesmotivationsfor knowledgehiding (Deciand Ryan,2014; Gagneand Deci,2005).
Thesolidline anddashline arrowsexhibitthe secondproposition(P2). Thatis, the corporate

contextaffectsthe S Y LJt 2 e@ivitiossfor knowledgesharingand hiding, respectively.

The middle area shows the motivations for knowledge sharing and hiding These two
behaviourshavedistinctmotivationalreasongPereiraand Mohiya,2021;Gagneet al.,2019;
Steniuset al., 2016;Connellyet al., 2012),eventhough somemotivationshavesomelogical
parallels(Lewickiet al., 1998). Themost typicalinstancein the current studyis the senseof
trust and distrust. Significantlythe basicpsychologicaheedsof autonomy,relatednessand
competency(the centralblue area)overlapwith motivationsfor sharingand hidingbecause
all kinds of motivationsare analysedas groundingon these needs(Wangand Hou, 2015;
Gagneand Deci,2005).Accordng to Wangand Hou (2015)and Gagne(2009),thesethree
psychologicalneeds are the foundation of SDT.Hence, the central part explores the

motivations for knowledge sharingand hiding simultaneouslyvia LJS 2 LJ¥sbiogical
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needs,highlightingthat both behavioursare synergetian the fourth proposition(P4) of the

framework.

Furthermore,two solidline arrowsand one dashline arrow connectmotivationsfor sharing
and hiding separately showinghow knowledgesharingmotivations(the senseof trust and
confidence) drive sharing behaviours. In contrast, knowledge hiding occurs through
undermining the sharing motivations (time pressure impeding autonomy needs) or
generatinghiding motivations (the senseof distrust or fear of being replacedby others)
(Gagneetal.,2019,DeciandRyan2011).Thesolidline anddashline arrowsin P3unfold that

knowledgesharingand hidingare triggeredby different motivations,respectively.

Onthe right side, systematicallyexploringthe reasonsfor knowledgesharingand hiding in
the researchedsmall family businessvia diverse motivations based on SDT,the fourth
proposition(P4) in Figurell surfaceghat thesetwo behavioursare synergetc (Hadjieliaset

al.,2021;Pereiraand Mohiya,2021;Gagneet al.,2019).

To conclude, this framework portrays that knowledge sharingand hiding are synergetic
behavioursdrivenby different but correlatedmotivationalandcorporatereasonsit employs
PTasthe theoretical basisto deeply exploredifferent types of motivations (autonomous
and controlled)in favour of informing knowledgesharingand hidingbehavioursbeyondthe
traditional dichotomy of intrinsic and extrinsic motivation. 2 K I {m@r&, based on the
research findings discussedin this chapter, the conceptual framework presents four
propositions (P1-P4) amongfive concepts,which might inspire more further researchto
empiricallytest these propositions.The corporate context is positionedin a generalsetting
rather than specificorganisationaltypes; thereby, it might be transferredto the broader
contexts,suchasmultinational,large,or mediumsizecompaniesHencethe final framework
is in favour of depictinghow motivationsand corporae context trigger knowledgesharing

andhidingsimultaneously.

Summary

Thischapterwasintendedto provide an in-depth discussiorof the findingsof this study. To
achievethis, the first three sectionsaimedto explainthe findingson the three mainthemes

and five subthemes complyingwith correspondingliterature, that is, tacit knowledge,
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knowledge sharing, knowledge hiding, reasons for sharing and hiding, and possible
recommendations.In exploring each theme, the first research objectives have been

accomplished.

Tofurther discussthe outcomesin the current investigaton in associationwith the extant
publications,Section5.4 managedall the findingsas a whole and developeda conceptual
framework for simultaneous knowledge sharing and hiding behaviours, a new
conceptualisatiorin knowledgemanagementiterature. Thischapter alsointroduced each
componentof the frameworkin detail and summarisedhe contributionsof the conceptual

framework.

Insummarythe four researchobjectiveshavebeenachievedandconsequentlythe research
guestionhasbeen addressedsuccessilly. The next and final chapter concludesthis study

with anexplanationof how it offersa novelcontributionto knowledge.
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CHAPTER CONCLUSIOMSIDRECOMMENDATIONS

Introduction

thefinal chapteraimsto presentaconclusiorto the currentstudy.Hencejt will be organised
asfollows. It commenceswith a generaloverviewof the study. Thesecondsectionportrays
the contributionsthat the currentstudyhasmadeto theoryandpractice.Thelastpart unfolds

the limitations and avenuedor future research.

6.1 Overviewof the Research

In the highlycompetitivebusinesenvironment,family businessesepresentthe backboneof
the economyin manycountries(Howorthet al.,2014).In the USAjn 2017,family businesses
madeup over 95%o0f employerfirms and provided 64%of private-sectorjobs (Ahluwaliaet
al.,, 2017). In the UK, family-controlled businessescreated 47% of all private-sector
enterprises,and 72%of employersin all SMEswvere defined asfamily-controlled businesses
(Cunningham2020). Chinahas a similar situation. Accordingto the latest report on the
developmentof Chinesdamily-run businessedamily businessesepresent85.4%of private-
sedor enterprises(Si,2020);they have producedover 60%of GDPgrowth and over 80%of
urbanemploymentopportunities(Zhu,2020).Smalisizedbusinessebaveaccountedor over
80%of all family businesse$Liu,2019).

Evenwhile they are flourishing,family businessegncountertremendoussurvivalchallenges
and competitive advantages(Cunningham 2020; Motoc, 2020; Ahluwalia et al., 2017),
particularlytrue of smallfirms (Ahluwaliaet al., 2017;Cunninghanet al., 2017,2016).1t is
becausesmallbusinesesareadearthof adequateinnovativeabilitiesandresourcegshuman,
financialand knowledge)to securecompetitivenesgMotoc, 2020;Zhou,2019;Ahluwaliaet
al.,2017;Letonjaand Duh,2015).

When it comes to knowledge management, knowledge resources particularly tacit
knowledge,are the key to the survivalof smallfamily businessegZahraet al., 2007). The
hard-to-imitate characteristicof tacit knowledge(Nonakaand Takeuchi1995)enablesmall
family businesseso achievetechnologicainnovation (Cunninghanet al.,2017).However it
is hardfor organisationgo obtaintacit knowledgefrom employeesecausesuchknowledge

is inherent in LJS 2 LJniBAE; haringit relies upon individual motivations and is also
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influencedbythe corporatecontext(Steniuset al.,2016).However,organisationsrenot the
ownersof individualknowledgeassets,and employeeshave no obligationto transfertheir
uniqueknowledgeto others(Yanget al.,2021).Assuch,concurringwith knowledgesharing,
employeesmay opt to hide their knowledgeon purpose;this is determined by individual
motivation (Connellyet al.,2012).However limited researchexploresknowledgesharingand
hiding simultaneously, which has become a new research topic in the knowledge
managementiterature (Pereiraand Mohiya, 2021; Gagneet al., 2019; and family business
research(Hadjeliaset al., 2021).Therefore,it is necessaryo investigateknowledgesharing

andhidingsimultaneously.

Havingconfirmedthe broadresearchtopic, a systematiditerature reviewwasconductedin
the three corresponding scopes: small family businesses,knowledge management
(knowledgesharingand knowledgehiding) and selfdeterminationtheories. Threeresearch
gaps were discoveredin the existing literature on knowledge managementand family
businessedr-irst,in the literature on family businessesa few researchon knowledgesharing
havelooked at large or mediumsizedcompanies(Botero et al., 2021; Pittino et al., 2018;
Woodfieldand Husted,2017;Lin,2013; Zéhra et al., 2007)whereassmallfamily businesses
remain underrepresented(Hadjieliaset al., 2021; Motoc, 2020; Arzubiagaet al., 2019;
Cunninghamet al., 2017, 2016). In the researchon knowledgemanagement,knowledge
hidingin the family businessefasreceivedimited attention (Hadjieliagt al.,2021).Second,
there are theoreticaland empiricalgapsin the knowledgemanagementiteraturet probing
simultaneousknowledgesharingand hiding behaviours(Hadjieliaset al., 2021; Pereiraand
Mohiya,2021;Gagneet al., 2019).Third, theoreticaland empiricalgapshavebeenfound in
applyingSDTto knowledgehidingresearch(Hilliardet al.,2022;YangandLee,2021;Wanget
al., 2018)andtheir co-existencewith knowledgesharing(Gagneet al., 2019; Steniuset al.,
2016).Viaathoroughanalysiof thesegapsthe mainaim of the currentresearchwassetup:
to explore how and why skilled employeesshare and hide knowledgein a small family

businesdasedon SDT.

Tobreakthis down, the studyaimedexplicily to addressfour researchquestions:(1) Howdo
skilled employeesperceivetheir tacit knowledgein the small Chinesefamily businessq2)
How do skilledemployeesshareand hide tacit knowledge?3) Why do they shareand hide
knowledgefrom the motivational and corporate perspectives{4) What recommendations
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canbe madefor the owner-managerdo improveknowledgesharingand hidingbehaviours?

In order to addressresearchaim and questions,this project set up four objectives:(1) To
identify how skilledemployeesperceivetacit knowledge;(2) Toexplorehow they shareand
hide tacit knowledge;(3) Toanalysewhy they shareand hide knowledge andto providethe
appropriaterecommendationgor motivating knowledge sharingand mitigating knowledge
hiding; (4) Todevelopa conceptualframeworkto visualisesimultaneousknowledgesharing

andknowledgehiding.

In orderto fulfil theseresearchobjectivesthe thesisadopteda singlecasestudystrategyand
multiple qualitative methods. The singlecasestudy conformedwith the ¥picalprinciples
proposedby Yin(2018).Thesucces®f the selectedsmallfamily businessvasthanksto its
S Y LJ 2 knSv8edlg@,and the local governmentaccreditedit asa W LINE @ Jextebekt!
learning 2 NB | Y A dué td At tyaifing and learning programmes. Furthermore tacit
knowledgeis inherent in LJS 2 LJni&dS &hether to share or hide it is determined by
personalmotivation (Gagneet al.,2019).Thus,understandingknowledgeshaing and hiding
depend on how people perceive and interpret these behavioursfrom their stories and
experienceThetwenty-two participantsincludedfamily membersandnon-familyemployees
selectedfrom different departmentsand three hierarchiesthe owner-manager,managers
and employees All the participantshad numerousopportunitiesto undertake knowledge
sharing practices. Additionally, a template analysisapproachanalysedall data from the

corporatedocumentsandthe semistructuredinterviews.

Theresultsunveiledthat the tacit knowledgeof skilledemployeeswasexperienceebased.
However,the perceptionsof skilledpeoplewith different perspectiveqthe family and non-
family groups)variedfrom eachother. Thefamily group claimedthat the tacit knowledgeof
the employeesshouldbelongto the collective;instead,the non-family group insistedthat
their tacit knowledgewasa personalasset.Thisoutcomehighlightsthat tacit knowledgewas
significant to S Y LJ 2 @ir8ligidu& growth and the orgl Y A & | @éveopraeit.
Nonethelessanissueregardinghe ownershipof tacit knowledgeexistedbetweenthe family
andnon-family members.It wasassociatedvith the corporatecontextof the family business

andindividualmotivationsfor sharingor hiding.
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Thecurrent study alsorevealedthat skilledemployeesprimarily sharedknowledgethrough
formalandinformalapproachesAlongwith sharing skilledpeoplealsochoseto useplaying
dumb and rationalisedmethodsto hide knowledgefrom their colleagues~vho askedfor it.
However,someof the reasonavere not necessarilgdetrimentalto knowledgesharingor the
company, for example, protecting the collective interests (avoiding conflicts to protect
interpersonalrelationships;the & dzo 2 NJR delfdrowtf)altCindicatesthe importance of
using multiple approachesfor the employeesto share knowledge in the small family
businessesgspeciallyformal fashion. Small family businessesoften take advantageof
informal knowledgesharingpracticesdue to their smdl sizeand sociallybasedrelationships
(Cunninghamet al., 2017). Meanwhile, the findings also imply that knowledge hiding

coincideswith sharingbehavioursby all means.

Reasongor knowledgesharingand hidingwere remarkablydifferent, evenif somereasons
coincided.The helpful corporate context of the small family business(support from the
owner-manager,collectiveculture, closeinterpersonalrelationships,and a reward system)
could makethe skilledemployeessharethe tacit knowledge whereasthe negativecontext
caused knowledge hiding. These corporate characteristicsalso affected SY LJ 28 SSaQ
motivationsfor sharingand hiding. Thus,knowledgesharingand hiding were generatedby
variedmotivations.A typicalinstancewasthat providingthe family employeeswith flexible
working hours and high compensationrenderedthe non-family employeesdistrustful and
fearful of beingsubstitutedby others,sequentialljjosingownershipof their tacit knowledge.
In line with the literature, trust anddistrustare separatelymotivationalconstructs(McKnight
et al.,2004)becausehey pertainto separatemotivations(Hernauset al.,2018;2 S Néf &,
2014;Lewickiet al.,1998;Mayeret al., 1995).1t indicatesthat knowledgesharingand hiding

behavioursare alsoseparateconcepts(Gagneet al., 2019;Connellyet al.,2012).

NonethelessanalysingskilledLINE F S & psycBologichi@edsfor relatednesswithin SDT
alsoshowedthat the motivationsfor both behaviourdaywith eachother. Forinstance trust
and distrust were concernedwith relatednessneeds.In other words, skilled employees
neededto establishgoodrelationshipswith other peopleto be better involvedin corporate
life at work (WangandHou,2015;GagneandDeci,2005).Also,knowledgesharngandhiding
arosefrom commonreasonssuchasthe intimate relationshipsamongpeople.Thesdindings

highlightthat knowledgesharingand hiding are synergeticoehavioursand both behaviours
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shouldbe understoodsimultaneously.

Thestudysurfacedthat the motivationsfor knowledgesharing suchastrust and confidence,
dependedon the sharingmechanismgformal or informal sharing)or groupsof people (the
older or youngeremployees)For example,the employeesunderscorecdthat trust playeda
more signficant role in informal knowledgesharingthan formal sharingbecausehe leaders
required them to share knowledge formally. If they did not share well, it would bring
problematic influenceson their careers.While sharingknowledgeon informal occasions,
skilledpeoplepreferreddoingsowith thosethey trusted more. It illustratesthat one specific
motivation for knowledgesharingcould vary in strength and quality (Gagné,2009). These
changesdependon the external environment(Gagné ,2009). Thesefindings also hint that
senseof trust andconfidencecouldbe viewedasdifferent typesof motivationsfor knowledge
sharing,either autonomousor controlledwithin SDT(Wangand Hou, 2015).Rewardscould
alsoyield a senseof confidencein the skilled employess. It is plausiblethat the external
motivationsaffect and interact with the other types of motivations (Wangand Hou, 2015;
Gagne 2009; Gagneand Deci,2005). Consequentlythe motivationsfor knowledgesharing

are complicatedand dynamic,dependingon the externalcontext.

On the other hand, the motivationsfor S Y LJ 2 BnSv8edlg@hiding mainly exposedthe
unfair issuesbetweenthe family and non-family memberscausedby the corporatecontext

of family involvement.Theseissuesncludedthe favouritismof the owner-managertowards

her family members, lack of bonuses,and the W ¢ gwoRing schedule for non-family
employeesTheunfairnessresultedin the non-family employeedistrustingtheir colleagues
andfearingbeingreplaced Within SDTasenseof distrustreflectsS Y LI 2 @isSdfisiation

with the psychologicaheedsof relatednesgfGagné2009).Fearsof beingreplacedoriginating

from losing knowledge ownership (Connellyet al., 2012) demonstratethat SY LJX 2 8 SS & Q
psychologicalcompetency needs cannot be fulfilled (Gagné,2009). Likewise,the Wddc Q
workingscheduleof the non-familyworkers,in line with time pressurg(Connellyet al.,2012),
hostilelyaffectedthe S Y LJt 2 &u®iiyGagnéand Deci,2005).Thesefindingshint that

the unfair problemsin the small family businessmight be the outstandingreasonsfor
engenderingthe S Y LJt 2 &&8i€k anftivations for hiding. Therefore, owner-managers

shouldbe mindful of and solvethe unfairnessbetweentheir family and non-family groups.
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Finally,a conceputalframeworkwasdevelopedto visualisehow and why skilledemployees
sharedand hid knowledgesimultaneoushby integratingall the findings.Througha thorough
comparisonand discussiorbetweenthe findings,an integrative conceptualframeworkwith
prior literature, the researcheiintrospectedthe aboveoutcomesat a deeperlevelandfound
that theseresultsmightmakecontributionsto theory andpractice aspositedin the following

section.

6.2 Contributionsof the Research

This sectionunfoldsthe theoretical contributions and practicalimplicationsof the present

study.

6.2.1TheoreticalContributionto Knowledge

As exploredhow and why skilled employeesshareand hide knowledgein the smallfamily
businessin China,the current study has made three principal contributions to fill the

theoreticaland empiricalgapsin the existingliterature.

Foremost this study contributesto extendingthe understandingof knowledgesharingand
hidingbehavioursin the contextof the smallfamily businessGapsexistin the literature on
family businessesvith respectto knowledgehiding (Hadjieliaset al., 2021).Incredibly,few
studiesof knowledgesharingand hiding hasbeen conductedwithin the smaltscalefamily
businesgHadjieliagt al.,2021;Motoc, 2020;Arzubiagaet al.,2019;Cunninghanet al.,2017,
2016).Therefore the currentstudycontributesto learninghowtacit knowledges sharedand
hiddenin this unique context. More explicitly,the smallfamily businessstudied often used
formal and informal methods to motivate employeesto share knowledge. The formal
approachegefer to collectivetraining and learning,apprenticeshipand mentoring, regular
meetings and group knowledgesharing activities. On the other hand, the informal
mechanismsfor knowledge sharing involve group movements inside and outside the
company, helping behavioursin the office and occasionalcorrecting 2 (1 K Srisiakes.
However,alongwith these knowledgesharingsituations,skilledemployeesmainly usethe
playingdumb or rationalised approachesto hide knowledge.When the employeeshide
knowledgefor the collective interests, includingavoidingconflicts or protecting the work

relationshipsknowledgehidingbehavioursare consideredhe positivebehaviouswithin the
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company. Theseoutcomes provide fruitful illustrations of knowledge sharingand hiding

reasondn the smallfamily businesscontext.

Furthermore,the current study alsoexplainsa wide rangeof reasonsfor knowledgesharing
and hiding. Thehelpful corporate context of the smallfamily businesscould provokeskilled
employeesto share knowledge. Thesecharacteristicsrefer to support from the owner-
managerthe W ¥ | Yidtibnén€brporatedwith the collectiveculture, intimate relationships
and correspondingrewards for knowledge sharing behaviours. Meanwhilg the same
corporate context of the smallbusinesdeadsto unfair treatments betweenthe family and
non-family employees driving knowledge hiding behaviours. It is noteworthy that the
corporate context also heavily influencesskilled S Y LJt 2 én&igatiofds for sharingand
hiding. Consequentlythesefindingsprovide valuabletheoreticaland empiricalevidencein
understandinghow and why skilled people shareand hide knowledgein the context of the

smallfamily business.

Thecurrent study alsomade somecontextualcontributionsto the Chinesefamily business.
Inthe casestudy,the consensusndtypicalcorporatereasonfor both knowledgesharingand
hidingis the collectiveculture with the family notion. AsLin (2013)and Huanget al. (2011)
highlighted,the family notion has a vital statusin traditional Chineseculture. In business
settings, the family notion could be characterisedas collectivism, which managesthe
S Y LJX 2 BeSaSidufdto conformto the collectiveneeds(Xionget al., 2021; Zhanget al.,
2017). Besides,there are some novel outcomesin the Chinesecontext. For example,
CommunistParty training and learning could be a practical approach for sharing and
exchangingknowledge.Similarly,singingkaraokeon KTVis a popular activity to enhance
team-buildingand internal solidarityin Chinaand alsois a relaxng situation for exchanging
tacit knowledge.The new term of the W do dworking scheduleis broadly known in Chinese
society.Thecurrentstudyisthe first to introducethis term to investigateknowledgesharing
and hiding, although it has been concernedwith the time pressurein previousliterature
(Ahmadand Karim,2019; Riege,2005).Hence these findingswith respectto the collective
culture makethe contextualcontributionsto understandingknowledgesharingand hidingin

Chinesecontext.
Secondthe current study contributesto addressinga gapin the knowledgemanagement
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literature through investigatingsimultaneousknowledgesharingand hiding in the business
settings Prior literature draws on investigating either knowledge sharing or hiding,
respectivelythesetwo behavioursaredrivenby different motivations(Cormicaret al.,2021;
Hon et al., 2021; Senius et al. 2017; Cavaliereet al., 2015; Olatokun and Nwafor, 2012;
Connellyet al., 2012).This study underscoreghis viewpoint, however, it alsohighlightsthat
knowledge sharing and hiding are synergeticbehaviours,occurring simultaneously.This
researchhas been found that knowledgesharingand hiding are influenced by the same
reasons:the role of the owner-manager,a collectivecorporate culture with aBig¥ I YA f € Q
notion, and intimate interpersonalrelationships Also, skilled S Y LJ 2 én&i%atiofs for
both behaviousarecorrelatedbasedon SDTtrust anddistrust,confidenceandfearsof being
replaced, evenif they are not perceivedasthe samein theoretical scope Therefore,this
studyis conduciveto advancinghe knowledgeconcerningsimultaneousknowledgesharing

andhidingbehaviours.

Besidesthis investigationhas developeda conceptualframework for exploringknowledge
sharingand hiding simultaneously.This framework portrays that knowledge sharingand
hiding are synergetic behavours, driven by different but correlated motivational and
corporatereasonslt employsSDTasthe theoreticalbasisto deeplyexploredifferent types
of motivations(autonomousand controlled)in favour of informing knowledgesharingand
hiding behavious beyond the traditional dichotomy of intrinsic and extrinsic motivation.
2 K| (mar&, the conceptualframework presentsfour propositions (P1-P4) among five
concepts Researchergould proposemore researchquestionsor hypotheseshasedon four
propositions(P1-P4) and use different researchtechniquesto achievetheir corresponding
researchaims. Thecorporate contextis positionedin a generalsetting rather than specfic
organisationaltypes; thereby, it might be transferred to the broader contexts, such as
multinational, large or mediumsizecompaniesFinally,it recallsthe conceptionsof Pereira
and Mohiya (2021) that investigating knowledge sharing and hiding needs primary
interview/focus group data and a more theoretical lens. Therefore, this framework
contributesto using SDTas the theoretical lens and providing researchtopics (P1-P4)to

investigatesimultaneousknowledgesharingand hiding.

Lastbut not least the presentstudy supportsfilling the gapsin the knowledgemanagement
literature to applyingSDTto knowledgehidingresearchandthe new conceptualisationFew
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studiesusedSDTto construeknowledgehidingbehaviourgHilliardet al.,2022;YangandLee,
2021;Wanget al., 2018)and co-occurrenceof knowledgesharingand hiding (Gagneet al.,
2019; Steniuset al., 2016). Most knowledgesharingstudies have absorbedintrinsic and
extrinsic, other than the six types of motivations in SDTproposd by Gagne (2009).
Consequently,this research has made some contributions to the body of knowledge

regardingSDTasbelow.

Typesof Motivations within SDT

The study facilitates identifying different types of motivations for knowledgesharingand
hidingbehavioursbasedon SDT(listedin Table30). Especiallyit providesnovelevidenceon
the effectsof introjected motivationson knowledgesharingand hiding Thecommonreason
is to build a good public impression,regardlessof whether they opt for sharingor hiding
knowledge(Wangand Hou, 2015).Thisoutcomeachieveghe suggestiongrom Gagneet al.
(2019) that the relationship between egoinvolvement and knowledge sharing/hidingis

unclear.

Moreovey, it is alsobeneficialto explainthe typesof knowledgehiding motivationsthrough
LJS 2 Lijisygtdkgicaheeds.Distrust hasbeenfound related to the needsof relatedness
the non-family employees particularlyyoungpeople,fear beinginsteadby others or losing
ownershipof knowledge,which is associatedvith competency time pressureis concerned
with the psychologicaheedsof autonomy.Distrust,fearsof beingreplacedandpsychologial
pressureout of intensive time are perceivedas autonomousmotivations for knowledge
hiding.It is becauseéhese motivationsare sourcel from selfinterest needs(Wangand Hou,
2015). Thus,these findings posit the conceptsof autonomousmotivations for knowledge
hiding. The extant research has mostly applied SDTto investigatingknowledge hiding
behavioursfrom the perspectiveof underminingsharingmotivations (Gagneet al., 2019;
Steniuset al., 2016).AsHilliard et al. (2022)set forth, knowledgehiding may be driven by
someautonomousmotivations,similarto knowledgesharing.Hence this researchenlarges
the existing view of knowledge hiding to look into knowledge hiding behavioursin the

positionsof hidingmotivations It mayleverageSDTror future knowledgehidingresearch.

Interactions amongdifferent motivations for knowledgesharingand hiding

A senseof trust and confidenceare the primary motivationsfor S Y LJ 2 &nSv@eildge
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sharing in this study. Thesetwo motivations could be either autonomous (intrinsic or
identified) or controlled (external or introjected) to affect people to share knowledge
dependenton externalinfluences.Furthermore,monetary incentivesfor the youngskilled
employeescould provoke their trust and confidenceto share knowledge.Otherwise,an
absenceof rewardspossiblyundermineshesesharingmotivationsor simulatesheir distrust
and pressureto hide knowledge.Thesefindings are potent to make sensethat different
motivationsfor knowledgesharingand hiding mutually and simultaneouslyinteract, which
differentiatesfrom the outcomesin most studies;that is, motivationsfor knowledgesharing
andhidingarerelativelyuncorrelated(Pereiraand Mohiya,2021;Gagneet al., 2019; Stenius
etal.,2016;Connellyet al.,2012).Therefore with the supportof SDTthis studyextendsthe
understandingof the synergeticrelationship between knowledgesharingand hiding that

happenin tandem.

Consequentlythroughexploringdifferent motivationsfor knowledgesharingandhidingtheir
interactionswithin SDT this study fosters the comprehensiorof simultaneousknowledge
sharingand hiding behavioursbeyond the traditional dichotomy of intrinsic and extrinsic
motivations.2 K I in€& usingdifferent motivationsin SDTisinstrumentalin respondingo
the callsof Gagneet al. (2019)and Pereiraand Mohiya (2021).Theresearchof simultaneous
knowledgesharingand hiding entailsusingprimary interview/focusgroup dataand a more

theoreticallens,suchasSDT.

6.2.2Contributionsto Practice

The currentresearchhasprimarily providedimplicationsfor smallfamily businessesCaution
is neededover how the outcomeswill be appliedin the real world, asthe outcomesof the
presentstudyemergedin a qualitativeway,whichdid not attempt to achievegeneralisation.

Theimplicationsof the studyare outlined asfollows.

First,the smallfamily businessprobedis a goodmodel casein China.lt hasstructuredand
well-plannedtraining and learningprogrammeslt iswhy knowledgefrom skilledemployees
couldhelpthis smallfamily businesgorm competitiveadvantageshrough sharingpractices,
turning this companyinto a nationally leadingR&D manufacturingbusiness.However,as
Riegg(2005)andLevyet al. (2003)claimed,dueto alackof resourcessmallsizedenterprises

rarelyutiliseformalapproachesn the companyZahraet al. (2007)alsosuggestedhat family
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businesseshoulduseformal knowledgesharingmechanismsWhenthe employeegetused
to regularlearning,they may cultivate an autonomousmotivation to learn new knowledge
and promote themselves Eventually formal knowledgesharingand learningpracticescan
aid create an organisationalearningenvironment.Hence,the formal training and learning
programmescontribute to the owner-managersin this context to raise awarenessof the
significancef formalmeansforthe S Y LJt 2 kn@vddgesharingat work. Inthe meantime,
informal knowledgesharingbehaviours,such as helping acts of communicationin teams,
happenin varied internal activities. Accordingto Dotsikaand Patrick (2013),due to good
relationships and a more informally-socialstructure, organisationaimembersoften opt for
informal means of tacit-to-tacit knowledge transfer. Hence, ownermanagersin family
businesseshoulduseavarietyof mechanism&ndchanneldor their employeego exchange

and shareknowledge.

Secondin analysinghe corporatecontextandmotivationsfor knowledgesharingandhiding,
this project helpsdecisionrmakersconsiderwhat could motivate their employeegso donate
their knowledge and introspect what might causethem to hide knowledge. Thereatfter,
decisionmakerscouldtake appropriateactionsto encouragepeopleto shareknowledgeand
reducethe probability of knowledgehidingin the longandshortterm. More preciselyjn the
long run, the casestudy small family busness had a knowledge sharing culture, which
developeda friendly environmentfor peopleto exchangeadeas.Thisenvironmentgradually
influencesthe employeesto identify with the corporate beliefs on the importance of

knowledgesharing.Assuch,they would voluntarily givetheir knowledgeto their colleagues.

Decisiommakersshouldalsotakeaproperviewof the WigT | Y satuein@he nature of family
businessesThisviewpoint refersto how to wiselyinvolve family membersin the business
and managementand how to balancethe treatment between the family and non-family
employees.Top managersin family businessesieed to exert the positive sidesof family
involvement,for example,taking the reasonableand favourablesuggestionof the family
members and enhancingthe clos social relationships among people through various
interactionsbetween family and non-family people. It will enablethe non-family peopleto
perceivethemselvesaspart of the companytherebyenhancingheir commitmentandsense
of obligation. Knowledgesharing,under these circumstanceswould occur naturally and
easily.Converselypwner-managersn this contextalsoshouldbe aware of and combatthe
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negativesidesof the Wig ¥ | Y Aotich.Borinstance the familyS Y LI 2 auSh&iteSand
privilegesneedto be restricted,astheseprivilegescanleadto unfairnessand makethe non-
familyemployeedeel excludedn the workplace In thesesituations skilledemployeegrefer
to hide rather than shareknowledge.Remarkablyunfairnessbetweenthe family and non-
family employeesis the primary reasonfor knowledgehiding. It is challengingand time-
consumingo establishan advantageousulture and resolvethe conventionalunfairnessin
this context. Therefore,owner-managersneed to build a long-standng visionto create a

knowledgesharingculture and solveunfairissues.

Thesecondset of practicalapproachegss shortterm actions.It is plausiblethat somefamily
businessesnay needto improve knowledgesharingand mitigate knowledgehiding validly
over a short period. Throughexploringthe corporate context and individual motivationsin
this study, it is evidentthat increasingewardsand adjustingworkinghoursare urgenttasks.
Salariemandworkinghoursadverselyaffectemployeesn their dailylives.Adearthof rewards
for non-family employeesandthe longworkinghoursengendersa psychologicaburden.As
such,a lackof rewardsand time pressurebecomeautonomousmotivationsfor knowledge
hiding.Equally recognitionandrewardscouldstrenghenS Y LJ 2 éo&fiSeic@ndtrustin
the company.In this sense,it is helpful for the employeesto transfer knowledgesharing
motivationsfrom externalto autonomous.Tothis end, alleviatingthese problemsmight be
conduciveto motivating knowledge shaing and mitigating knowledge hiding in a short

period.

Asconcludedabove,settingup the knowledgesharingcorporateculture andadoptingawide
variety of knowledgesharingapproaches raising compensationand reasonablyadjusting
working hours could also be employedby other typesof firms. It is becausemprovingthe
corporate context not only enhancesthe positive external interventions but also triggers
different types of LJS 2 Lihdfv@atinsto shareknowledge.In some casesjmprovingthe
corporate characteristicsfor instance,by raisingthe compensation enablesemployeesto
convert external motivations (sharingfor money or building2 y* SpGbdicimagein front of
colleagues)nto autonomousmotivations (sharingfor helpingothers). As presentedin this
study, giving rewards to employeescould affect their confidence.Moreover, from the
motivationalstandpoint,theseremediesmayimpedetheir motivationsfor knowledgehiding
throughsatisfyingheir psychologicaheedsfor autonomy(to be selfregulatingin performing
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a behaviour),competence(to be potent in what they do) andrelatednesgto feel connected
andin sympathywith others)(Ryanand Deci,2000;Ryanet al., 1985).Therefore by learning
different typesof motivationsfor knowledgeshating and hiding,top managerscould adopt
suitable remediesto elevate corporate Y S Y 6 Sriddiv&ions for knowledgesharingand

lower their motivationsfor hiding.

6.3 Limitationsand Recommendationg$or Future Research

Everystudyhasits own caveatsThus there isno exceptionto the presentstudy.Thissection
will postulate these limitations, which will envisage recommendations for further
investigationsAt first, this studydid not makemethodologicakontributionsto the topicsof
knowledgesharingand hiding, asthe majority of previousqualitative researchon the same
topics has adopted semtstructured interviews. Although using multi-qualitative research
methodswith a smallsamplein a singlecasestudy mayyield an in-depth understandingof
knowledgesharingand hiding, it may limit generalisationto a broader context (Easterby
Smithet al., 2021). However,twenty-two participantsfrom three hierarchies(the owner-
managermanagersandemployeespandvariedgroups(familyandnon-familygroups;old and
young)canproducearobustunderstandingpf knowledgesharingand hidingin a smallfamily
business.Therefore, subsequentstudies could considerusing multiple comparativecase

studiesapproachego probeparalkel researchtopics.

Furthermore,a singlecasestudy was conductedin China.Thus,it is possiblyhard to infer
similar outcomesin other countries.Especiallythe current study discoveredthe effects of
the collective culture on knowledgesharingand hiding; this variesfrom Western culture.
Thereforejn future, comparativework regardingsimultaneouknowledgesharingandhiding

couldbe approachedn other nationsthat sharecommonor contrastingculturalfeatures.

Additionally,SDTasthe theoreticalfoundationhelpsdiscoverdifferent typesof motivations
for knowledgesharingandhidingthroughinvestigatinga senseof trust, confidence distrust,
fearsof beingreplacedandtime pressurelt contributesto gaininganin-depth understanding
of knowledgesharingand hiding.However,other typesof motivationaldriverswill influence
thesetwo behaviourssuchasaltruism,reciprocity,etc. Assuch,the currentstudyenvisages
that scholarswill need to involve these driversin studyingthe new conceptialisation of

simultaneousknowledgesharingand hiding.
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Onthe other side,the current study providesvaluableevidenceof knowledgehidingin the
context of a small family businesswithin SDT.Noteworthily, LJS 2 LJn&iations for
knowledge hiding were understood by analysingthe psychologicaheeds for autonomy,
relatednessand competency.However,this study did not specificallyexplore how these
psychologicalneeds affected motivations for knowledge hiding. Plus, this researchput
forward a novel theoretical concept of autonomous motivations for knowledge hiding
behaviourslt isbecauselistrust,fearsof beingreplacedby othersandpsychologicgbressure
may autonomously cause discontent for non-family employees; thereby, they hide
knowledge. It has also been uncovered different types of motivations within SDTfor
knowledgehidingbehavioursForexample Jow compensatiommaybe anexternalmotivation
for the nonfamily Y S Y 6 SkN@v@dge hiding; fears of being replaced or losing the
ownership of knowledgeseemto be relevantto an introjected motivation of the young
employeeshecausethey hid knowledgeto keepthe publicimpression;meanwhile,fearsof
beingreplacedandtime pressurearelikelyto be identified motivationsfor knowledgehiding,
as the non-family membersbelieve it essentialto hide knowledgewhen facing potential
threats of beingreplacedby others and working long hours. However,this study has not
measuredthe relationshipsbetweenthe specifictype of motivationsand knowledgehiding
behaviours.Therefore,scholarsand practitioners may accountfor perceivingknowledge
sharingas an independentresearchtopic to verify or understandthese different types of

motivationsin SDTfor knowledgehidingbehavioursn the future.

Lastly the conceptuaframeworkpresentsdifferent four propositions(P1-P4) amongthe five
concepts:the corporate context, various motivations for sharing,various motivations for
hiding, three psychologicalneeds, knowledge sharing and hiding behaviours. These
propositionshavethe opportunity to provide potential researchtopicsfor sequentialstudy.
Thus,future researchersnay developthesefour propositionsinto more researchquestions
or hypothesesanduseappropriateresearchmethodsto achievetheir aims. Asthe corporate
context in this framework has not been defined by the specifictypes of enterprises,this
frameworkcontributesto usingSDTasthe theoreticallensand providingresearchtopicsfor
researchersTherefore,the conceptualframework is likely to be transferableto broader

settings,for instance multinational,largeor mediumsizecompanies.
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Summary

The conclusionchapter has comprehensivelysummarisedthe current study and provided
valuablecontributionsto knowledgeand practice.Theoetically,this researchcontributesto

addressinghe central gapthat appliesSDTto investigatesimultaneousknowledgesharing
andhidingbehaviouran smallfamily businessesontext. Practicallythis study mayfacilitate
decisionmakersin small family businesseso be mindful of the significanceof improving
knowledge sharing and hiding. The consequencesemergingin this thesis could provide
valuableguidancefor this contextto considerknowledgesharingand hiding,and unfairness
between family and non-family membersin the short and long run. Throughan in-depth

analysisof the findingsand the conceptualframework,the researcherhasoutlined several

limitations of the presentresearchhelpingoffer avenuedor further studyin parallelareas.
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APPENDICES
Appendixl

Populationin Chinain 2020,by provinceor region

Population in China in 2020, by province or region (in million inhabitants)

Guangdong 126.24
Shandong 101.65
Henan 99.41

Jiangsu

Sichuan

Hebei

Hunan

Zhejiang

Anhui

Hubei

Guangxi

Yunnan

Jiangxi

Liaoning
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Guizhou

Shanxi

Chongging
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Beijing

Tianjin

Hainan

Ningxia
Qinghai 5.93
Tibet 3.66
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Source Additional Information:
National Bureau of Stalistics of China China; 2020
© Statista 2022

SourceNational Bureau of Statistics of China published on Statista (2022)
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Appendixll
Finallnterview QuestionList
1. How would you describe your knowledge?
2. In which way do you often share knowledge?

3. How would you describe knowledge sharing within the contextafr experience in
your company?

4. Why do you like sharing your knowledge with others from your perspective?

5. How about your sense of trust and confidence affect your knowledge sharing
behaviours?

6. Considering the organisational factors, what makes yamutonomously share
knowledge with others?

7. On what occasions do you prefer not sharing or hiding your knowledge?

8. Why do you hide your knowledge during the above occasions, dependent on your own
perspective?

9. Considering the organisational factors, what iefiges you to hide knowledge from
others?

10.What recommendations would you like to make to enable knowledge sharing in your
company?
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AppendixV

An Exampleof the ChineseTranscript

10480 EEBEMRDEMRPRARL? RHA?

SEHE, MEXSMM, BELTAER, UEE, BRRBTRBONAZER, AR RBIEXL
%, MRBFAERE, BMERTRENARERR (9F) 7. —REHRERUNAE, F-2%
%, BRE8. BRNLEASR, ik,

MBENASZFAUEFERAZE, REELEAALBRRE, £RN, EEERLE—RE, XitH
#Hey (BEREHZTEITHEL, REY) |, EX, ME—T2H0R, @RK, RENMERR,

REERET B,

Comments: The flexible management styles of the owner manager enable various practices in different de-
partments to be readily executed.

The case-study company has a long history in KS. Since the company was built by the former owner manager
who was the father of the current owner manager, KS has been embedded in the corporate culture. This cul-
ture and management visions of the owner manager largely encouraged employees to share their knowledge.
On one hand, when the former owner manager run business, there existed the rewards to KS for those whose
knowledge contributed to company. The rewards contained bonus and promotions, which provided the sense
of honour. On the other hand, the modest attitudes of the former manager towards criticism and queries from
employees triggered employ to sponta ly share valuable knowledge for company. It has been inher-
ited by the current owner manager and positively facilitated KS throughout the company still.

Source: Original transcripts of one of the participants
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AppendixVI

An Exampleof Codesand Quotations

Quotations Codes
Ls2dzD B JdzA RFRINE Y 2AWE{NDPEY | A5 OSY BREBgymBNY I 3 S
NB aLkzZyhm 4 E]dzf)\d(zl.ﬂ[ﬁ&éi((ﬁl- N dzii F
ONBIF FN3 yRA I F3 Y2 & LIKRINS 22 d;
SYLX 2hSSRBKSYLX 2885%d 7S/
O2 YT 2 NIKIBRE & IaNB2 y (i | ¥ YRaEzA K
Ol y 02 Y | 2yNRdz&IKK Sy K | NA&IdK dkz
g2 dzb ®2 dzy (i S NLINE RUzOB P GBIEdI> |
I OG0 AIOARI @S AE I NB2/HYAI S K 2 dzidE K
O 2 Y LI AyyeiuSaNBN& i ©
W N [Weh 6 | Coordinator
A
e b l l
wE © 7 HoC H
A t
L E b A . A il - K As the owner, her version
¥ . [ - comprehensive, and he
K F T 3 Ng A experience is rich, so she c
Ne encourage the KS to be one of t
¢ ° organisational targets for th
i . Ne " b whole company.
We b° F T wvw
LT Ty ) @
Ne, Ne Y [V
A
w3 ¥ 1 PU  GE /  _ MEC3R VW 16 | Invited the outside experts to giv
' _ I v a training to our employees.
IVt GRA | " TYBA 08 a/
Odndh v | oy MHA Y df T® w8
) oo TED @ gi O4n The owner values KS and suppc
WHY Y4 z@ "5 & é04n M it by money investment
o T* o
Gcuddne A&aCMIl @ o * @i |17 She shared the positive
e e e % x o L perceptions toencourage us fc
13 oG  B®ETA bhA > HU n overcome hardship and establi
P A G confidence in life and work.
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AppendixVIi
An Exampleof Codingby Nvivo

Home Edit Import Create Explore Share Modules Log In (o]
NVIVOI: o . " o = = = =
- B ~ it~ - o - Fa b= =~
WM T AR e 0 2 Clipboard Organize  Visualize Code Uncode Case File \Workspace
Classification Classification
IMPORT
5 Name compulsory
ata
2 O compulsory O compulsary 1]i Coding Stripes = @ Highlight +
Files v i _offi
b - O confidence (self-efficacy) I m
File Classifications » O confidence
Externals O knowledge

ORGANIZE
= Coding
Codes
Cases
! Notes
0 Sets

EXPLORE

@, Queries

¥ Visualizations

¥ () ks phenonmenon

» () formal sharing

» () helping does not mean...

» (O informal sharing

(O knowledge hiding or wi...

(O sharing as duty

» (O the role of owner

(O time factor

v (O trust

(O accept and trust
O distrust
() good relationship

() learning abilitiy of reci...

() recognition and trust

() the attitude toward dis...
() trust doesn't work for f...

() trust hinders ks

Sourcew S & S I Nehikdgpiddess

Files\\10
1 reference coded, 6.18% coverage
Reference 1: 6.18% coverage

B BT, KFERT, FEREAIRAEMN, BATLEREESE
i, BEFIRAEHE T, #%E5 245 On this occasion, the knowledge transfer was
compulsory, as my manager required me to share and the results of sharing was closely to
my job development and organisational economic interest” (10th Interviewee).

Files\\9
3 references coded, 3.99% coverage
Reference 1: 0.93% coverage
my group leader asked me to attend it

Reference 2: 2.26% coverage

JELEAL AU RO S VA SR A RN EA, —PRamibI A4y 52, 0 SRS RO il
FE, ARBLENTEOFPHINE, REBEHLAANHIZLIERRTER
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AppendixVIli

Examples of the Participantinformation Sheet
(Englishand Chineseversions)

X LIVERPOOL .
\ [y JOHN MOORES Appendix 7

UNIVERSITY

LIVERPOOL JOHN MOORES UNIVERSITY
Participant Information Sheet

Thank you for reading this information sheet and for considering to participate in this
research

UMU’s Research Ethics Committee Approval Reference:

Title of Study:
Identifying the enablers and barriers to knowledge sharing within an award-winning Chinese
SME.

Dear (Name of participants)

You are being invited to take part in a study. Before you decide it is important for you to
understand why the study is being done and what participation will involve. Please take time
to read the following information carefully and discuss it with others if you wish. Ask me if
there is anything that is not clear or if you would like more information. Take time to decide
whether or not you wish to take part. Thank you for taking the time to read this.

1. Who will conduct the study?

Study Team

Principal Investigator:

Bo Wen

PhD student, Liverpool Business School, Liverpool John Moores University, Liverpool, UK

Email: B.wen@2018 limu.ac.uk

2. What is the purpose of the study?
The study is important as knowledge sharing has been identified as a key factor in
organisational success. Your organisation is acknowledged as a successful SME and |
would like to explore with you how knowledge is shared. This will enable me to identify
the enablers and barriers to knowledge sharing and | would ask you to describe your
experience of knowledge sharing in this company.

The following questions will provide the focus:

1: What enables you to share knowledge?

2: Are there any barriers which stop you sharing knowledge?

3: What recommendations would you make to enable knowledge sharing in this company.

3. Why have | been invited to participate?
You have been invited because you have been identified as an individual who understands
how knowledge is shared in this company. In addition, your tenure within this company is
two or more years. This means you are familiar with your company. Also you understand
the forms of the knowledge sharing within your company.
46
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4. Dol have to take part?
Itis up to you to decide whether or not to take part. If you do decide to take part you will
be given this information sheet to keep and be asked to sign a consent form. You can

withdraw at any time by informing me without giving a reason and without it affecting
you in any way.

5. What will happen to me if | take part?
You will be invited to take part in an one-to-one semi-structure interview on enablers and
barriers to knowledge sharing. This will take around 40-50 minutes in a quiet room. Your
owner manager has given permission for you to be away from your work during working
hours or at your off-duty time. The interview will be recorded by an electronic device
(iphone) with your permission.

If you are the employee participant, when the final interview completes, you will be asked
to forward the participant recruitment email with participant information sheet onto
others that you think might be interested in participating so that they can contact the

researcher directly. The criteria of recommended potential participant is his/her tenure
of two or more year within your company

6. Will I be recorded and how will the recorded media be used?
The audio recordings of your activities made during this study will be used only for
analysis. No other use will be made of them without your written permission. No one
outside the project will be allowed access to the original recordings

Interviews will be audio recorded on a password protected audio recording device and as

soon as possible the recording will be transferred to secure storage and deleted from the
recording device.

7. What should I consider?

After the interview, you will be asked to recommend another interviewee for me. The
criteria is that his or her tenure has to be two year or more.

8. Are there any possible disadvantages or risks from taking part?
During the interview, | only discuss your perceptions and experiences of knowledge
sharing within this SME. There is no perceived disadvantages and risks from taking part.

9. What are the possible benefits of taking part?
It is hoped that this work will help you and your SME to understand how knowledge is
shared.

10. What will happen to the data provided and how will my taking part in this project be
kept confidential?

The information you provide as part of the study is the study data. Any study data from
which you can be identified (e.g. from identifiers such as your name, date of birth, audio
recording etc.), is known as personal data. This includes more sensitive categories of

47
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personal data (sensitive data) such as your race; ethnic origin; politics; religion; trade
union membership; genetics; biometrics (where used for ID purposes); health; sex life; or
sexual orientation.

When you agree to take part in a study, we will use your personal data in the ways needed
to conduct and analyse the study and if necessary, to verify and defend, when required,
the process and outcomes of the study. Personal data will be accessible to the study team.

When we do not need to use personal data, it will be deleted or identifiers will be
removed. Personal data does not include data that cannot be identified to an individual
(e.g. data collected anonymously or where identifiers have been removed). However,
your consent form, contact details, audio recordings etc. will be retained for 5 years.

Responsible members of Liverpeol John Moores University may be given access to data for
monitoring and/or audit of the study to ensure that the study is complying with applicable
regulations

11. Limits to confidentiality
Please note that confidentiality may not be guaranteed; for example, due to the limited
size of the participant sample, the position of the participant or information included in
reports, participants might be indirectly identifiable in transcripts and reports. | will work
with the participant in an attempt to minimise and manage the potential for indirect
identification of participants in the pubilication.

I will keep confidential anything they learn or observe related to illegal activity unless
related to the abuse of children or vulnerable adults, money laundering or acts of
terrorism.

In certain exceptional circumstances where you or others may be at significant risk of
harm, | may need to report this to an appropriate authority. This would usually be
discussed with you first. Examples of those exceptional circumstances when confidential
information may have to be disclosed are:

o The investigator believes you are at serious risk of harm, either from yourself
or others
The investigator suspects a child may be at risk of harm
You pose a serious risk of harm to, or threaten or abuse others
As a statutory requirement e.g. reporting certain infectious diseases
Under a court order requiring the University to divulge information
We are passed information relating to an act of terrorism

O 00 00

12. What will happen to the results of the study?
lintend to publish the result in a PhD thesis, journal articles and conference papers.

13. Who is organising this study?
This study is organised by Liverpool John Moores University.

14. Who has reviewed this study?
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15.

16.

17.

This study has been reviewed by, and received ethics clearance through, the Liverpool
John Moores University Research Ethics Committee (Reference number: 19L85020).

What if something goes wrong?
If you have a concern about any aspect of this study, please contact me and | will do their
best to answer your query. | should acknowledge your concern within 10 working days
and give you an indication of how they intend to deal with it. If you wish to make a
complaint, please contact the chair of the Liverpool John Moores University Research
Ethics Committee (researchethics@ljmu.ac.uk) and your communication will be re-
directed to an independent person as appropriate.

Data Protection Notice

Liverpool John Moores University is the sponsor for this study based in the United
Kingdom. We will be using information from you and/or your medical records in order to
undertake this study and will act as the data controller for this. This means that we are
responsible for looking after your information and using it properly. Liverpool John
Moores University will process your personal data for the purpose of research. Research
is a task that we perform in the public interest. Liverpool John Moores University will keep
identifiable information about you for 5 years after the study has finished.

Your rights to access, change or move your information are limited, as we need to
manage your information in specific ways in order for the study to be reliable and
accurate. If you withdraw from the study, we will keep the information about you that
we have already obtained. To safeguard your rights, we will use the minimum personally-
identifiable information possible.

You can find out more about how we use your information at URL and/or by contacting
secretariat@ljmu.ac.uk.

If you are concerned about how your personal data is being processed, please contact
UMU in the first instance at secretariat@|jmu.ac.uk. If you remain unsatisfied, you may
wish to contact the Information Commissioner’s Office (ICO). Contact details, and details
of data subject rights, are available on the ICO website at: https://ico.org.uk/for-
organisations/data-protection-reform/overview-of-the-gdpr/individuals-rights/

Contact for further information

Principal Investigator:

Bo Wen

PhD student, Liverpool Business School, Liverpool John Moores University, Liverpool, UK
Email: B.wen@2018 limu.ac.uk

Contact Details of Academic Supervisors:
First Supervisor:
Dr Aileen Lawless
Reader in HRD, Liverpool Business School, Liverpool John Moores University
Email: A.lawless@limu.ac.uk
49
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Second Supervisor:

Dr Deborah Humphreys

Reader in HRD, Liverpool Business School, Liverpool John Moores University
Email: D.M.Humphrey@limu.ac.uk

Third Supervisor:
Dr Scott Foster
Liverpool Business School, Liverpool John Moores University

Email: S foster@ljmu.ac.uk

Thank you for reading this information sheet and for considering to take part in this study.

Note: A copy of the participant information sheet should be retained by the participant with a
copy of the signed consent form|

50

Source: English version gdrticipant information sheet
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Examples of the SignedParticipantConsentForm
(Englishand Chineseversions)

Appendix 7

LIVERPOOI

JOHN MOORES
UNIVERSITY

LIVERPOOL JOHN MOORES

BONSENT EORM RO RLINTER

SITY

Insert Title of Project: What are the enablers and barriers of knowledge sharing within an award-
winning Chinese SME?

Insert Nome of Researcher and School/Faculty: Bo Wen (Liverpeol Business School)

1, |confirm that | have read and understand the Information provided for the above study.
| have had the opportunity to consider the information, ask questions and have had these
answered satisfactorily

2. | understand that my participation Is voluntary and that | am free to withdraw at any
time, without giving a reason and that this will not affect my legal rights.

J

3, |understand thatany personal information collected during the study will be anonymised
and remain confidential

4, |agree to take partin the above study (if appropriate please specify the type of study or
particular intervention you are seeking consent for —€g focus group, Interview, tralning
programme)

(<€)<

For studies Involving the use of qudio / video recording of interviews, focus groups etc or where there
{s a possibility that verbatim quotes from participants may pe used In future publications or
presentations please Include the following:

5. | understand that the interview/focus group will be audio / video recorded and | am
happy t© proceed

6. lunderstand that parts of our conversation may be used verbatim in future publications
or presentations but that such quotes will be anonymised.

<<

Name of Participant QM? Date zrl‘HZ 23 signature 5@“1
Name of Researcher BO WeA  Date ’%/ 12/ {7 Signature P)U W/

Name of Person taking consent Date Signature
(if different from researcher)

Note: When completed 1 copy for participant end 1 copy for researcher

Source: Original Engh version ofi signed consent form
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AppendixIX

An Exampleof the SignedGatekeeperConsent-orm
(Englishversion)

Appendix 5

S LIVERPOOL

TOENNEEE | 1vERPOOL JOHN MOORES UNIVERSITY
GATEKEEPER CONSENT FORM

Title of Project: What are the enablers and barriers of knowledge sharing within an award-winning
Chinese SME?

Name of Researchers: Bo Wen

Please tick to confirm your understanding of the study and that you are happy for your organisation
to take part and your facilities to be used ta host parts of the project.

please odd some brief information about your project here that clarifies exactly what the gatekeeper
is agreeing o

1. 1confirm that | have read and understand the information provided for the above study, K
| have had the opportunity to consider the information, ask questions and have had /
these answered satisfactorily.

2. | understand that participation of our organisation and students/members in the
research is voluntary and that they are free to withdraw at any time, without giving a \/
reason and that this will not affect legal rights.

3. | understand that any personal Information collected during the study will be \/
anonymised and remain confidential.

4, |agree for our organisation and students/members to take part in the above study. \ /

5. |agree to conform to the data protection act

Name of Gatekeeper: ZK 75@ Date: 701? 12. 75 Signature: ;& 09@
Name of Researcher: J}o U/Zﬂj Date: 2% [ (> | 2=l ‘1 Signature: '%kf’ll’_’a

Name of Person taking consent: Date: Signature: Bo e
(If different from researcher)

Source: Original English versigina sighed gatekeeper consent form
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