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Abstract: The aim of this study is to examine how job satisfaction influences the relationship between company 
performance, knowledge sharing, and organizational culture, perceived through the prism of Hofstede’s cultural 
dimensions, controlled by company size and staff position. A survey of 910 Polish employees (mainly knowledge workers) 
with different roles and experiences across different industries was conducted. The data were analyzed using structural 
equation modeling. The findings prove that job satisfaction is a strong mediator for company culture dimensions and 
knowledge sharing by the high skilled employee. The influence of masculinity, long-term perspective, and collectivism on 
knowledge sharing are fully mediated by job satisfaction. Uncertainty avoidance and power distance are partially 
mediated. The relationship between job satisfaction and company performance is complementarily mediated by 
knowledge sharing. For optimum company performance, it is important to create a company culture that, first, increases 
job satisfaction and, second, enhances knowledge sharing. Job satisfaction of knowledge workers in Poland is influenced by 
low power distance, teamwork, and long-term perspective, and clear rules, strength, and a dominant and assertive male 
style of management lead to knowledge sharing. The main value of this study is the complete picture it provides of the 
mediation function of job satisfaction for company culture and knowledge sharing and performance based on a multi-
sector sample. 
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1. Introduction 

“Company culture eats strategy for breakfast,” according to Peter Drucker (cited in Kesterson, 2015, p. 56). 
The company’s’ strategy is an ambitious plan that requires motivated people in order for it to be implemented. 
Company culture is the social and “normative glue” that holds the organization together and influence many 
critical areas as, e.g., corporate social responsibility practice and performance (Kucharska and Kowalczyk, 
2018). Knowledge, next to information, networks, and relationships is a key intangible asset in today’s network 
economy. That is why our study has examined how organizational culture shapes knowledge-sharing behavior. 
Both corporate and individual factors determine the extent that knowledge is shared in an organization. 
Therefore, job satisfaction was included in the study as a key motivational factor tied to a willingness of 
individuals to share knowledge. 
 
Job satisfaction is the degree of positive response to a place of work and effective organizational commitment. 
This paper contends that company culture strongly affects such commitment. Knowledge, according to Senge 
et al. (2014, p. 440), is “the ability to turn meaning into effective action in varied and uncertain situations.” 
Knowledge is something that only humans can possess. It is produced and stored in the minds of individuals. A 
company functioning under the conditions of the new economy should focus on the process of acquiring, 
organizing, and sharing both tacit and explicit knowledge. In general, effective use of knowledge depends on 
employees’ willingness to share it. Individuals’ eagerness to do so seems to be crucial to organizations because 
knowledge sharing is not only sharing information; it is also the process of stimulating the exchange of 
thoughts, experiences, and ideas among employees within a company. This process is fundamental to 
knowledge creation and innovation. In light of these considerations, it appears that knowledge sharing can 
effectively contribute to increasing productivity and profitability, thereby enhancing the overall performance 
of any organization. However, it is worth stressing that knowledge sharing is determined by both 
organizational and individual factors (Husain and Husain, 2013). Willingness to share knowledge certainly 
depends on subjective well-being, which influences the commitment, loyalty, and trust of employees that is 
necessary to achieve organizational goals. Knowledge workers are the group of the employee who cares about 
this process, and their level of knowledge sharing is much higher than any other types of workers. 
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Knowledge workers are specific group of employee. They are independent knowledge producers for whom 
knowledge is the primary tool and resource for their work, as was stressed by Mladkova et al. (2015). Modern 
networked organizations that want to be innovative and create market advantage must find a way to harness 
this resource, which is not in their possession. This situation has completely changed the role of knowledge 
workers. They become precious for organizations. As independent knowledge producers, they can distribute 
the value that they generate in an already existing network, or they can build a network themselves. This 
group drives companies’ current and future performance; therefore, it is worthwhile determining which 
cultural dimensions have a strong influence on their performance. Liu et al. (2018) found that national culture 
predominates in how knowledge is being managed in China. European organizations are more international. 
National cultures’ and organizational cultures’ influences are visible. It is worth examining how Hofstede’s 
national cultural dimensions influence knowledge sharing and job satisfaction from the individual knowledge 
worker’s point of view. Therfore, this article aims to examine how job satisfaction influences the relationship 
between company performance, knowledge sharing, and organizational culture, perceived through the prism 
of Hofstede’s dimensions. Yoo et al. (2011) applied Hofstede’s national culture concept at the individual level. 
Clarifying the aim of the current study, it is interesting to identify how these dimensions influence knowledge 
sharing and job satisfaction from knowledge workers’ perspective. Thus, bearing in mind all of the above, this 
article aims to explore the impact of different dimensions of organizational culture on knowledge sharing and 
organizational performance, including job satisfaction. Several studies have suggested that organizational 
culture positively determines knowledge sharing. However, further empirical research devoted to the links 
between job satisfaction, organizational culture, and knowledge sharing is still necessary. Expected results of 
empirical research based on the case of Polish enterprises can enrich the existing recognition of knowledge 
sharing and its key determinants, such as organizational culture and job satisfaction. The conclusions may both 
inspire future research and be useful for practitioners. 
 
The paper proceeds as follows. First, the literature review establishes the hypotheses and develops the 
theoretical model. Second, the method used to empirically verify that the proposed model is presented. Next, 
the research results are presented and discussed. Finally, limitations and implications precede the conclusion 
of the full study. 

2. Theoretical framework 

The concept of organizational culture has been widely discussed by various scholars, who have analyzed this 
phenomenon through the prism of different perspectives, for example, barriers to knowledge management 
(De Long and Fahrey, 2000) and employees’ willingness to share knowledge (Mc Manus et al., 2016). The 
concept of organizational culture usually refers to the organizational structure in which are embedded values, 
beliefs, and assumptions that serve as a guide for its members. Each organization is characterized by a specific 
culture (in this study we treat “organizational” and “company’s” culture as the same). Some cultures 
contribute to the effective functioning of companies while others hamper their effectiveness. It is generally 
acknowledged that organizational culture is an essential factor of organizational performance and a source of 
sustainable competitive advantage under the conditions of the contemporary economy (Lee and Gaur, 2013; 
Idris et al., 2015). In a suitably shaped organizational culture, the members of a given organization can work in 
harmony with others to achieve some shared goals. Moreover, organizational culture is more often regarded 
as one of the basic prerequisites for the generation of innovation, which is perceived as a social process 
(Büschgens et al., 2013; Lin et al., 2013). It may encourage knowledge sharing and learning, which are decisive 
for innovation. For instance, such behaviors as knowledge hoarding, apprehension about failures, and the 
“not-invented-here” syndrome are hostile to knowledge sharing. In turn, incentives related to knowledge 
management efforts are crucial in creating a knowledge-sharing culture (Sundaresan and Zhang, 2013). At the 
organizational level, organizational culture identified with certain assumptions, values, and norms of behavior 
can be decisive for knowledge-sharing practices (Tong et al., 2014). According to Schein (1986), culture is like a 
pattern of basic assumptions that are invented, discovered, or developed by a given group as it learns to cope 
with problems of external adaptation and internal integration. Both axiological and behavioral dimensions of 
organizational culture affect knowledge sharing considerably. Taking this into account, examining the influence 
of different dimensions of organizational culture on knowledge sharing is an interesting research challenge. At 
the individual level, in turn, one of the most important factors is job satisfaction, defined as the extent to 
which people like or dislike their job (Davis, 1988). Psychological, physical, and social well-being in relation to 
job satisfaction influences attitudes, behavior, and motivation (Kianto et al., 2016). Moreover, motivation is 
closely linked to the process of knowledge sharing that arises in the culture based on trust and collaboration. 
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3. Organizational culture’s impact on knowledge sharing and job satisfaction 

Company culture, also known as organizational culture, is an important issue in theory and practice. Various 
definitions of organizational culture have been proposed by researchers over the years. For example, Schein 
(1986) perceived culture as a pattern of basic assumptions that are invented, discovered, or developed by a 
given group as it learns to cope with its problems of external adaptation and internal integration. According to 
Hofstede et al. (2010), organizational culture is collective mind programming that helps to distinguish 
members of one organization from another. Mc Manus et al. (2016) described company culture as the norms, 
beliefs, values, and practices adhered to by organizational members to sustain and develop a firm’s goals 
without adversely affecting the welfare of the organization or its members, and within this culture, sub-
cultures can develop. According to Frost’s (1985, p. 17) definition, “talking about company culture seems to 
mean talking about the importance for people of symbolism, rituals, myths, stories and legends and about 
interpretations of events, ideas, and experiences that are influenced and shaped by the groups within which 
they live.” This suggests that national culture influences company culture (Hofstede, 1980; Alvesson, 2012). 
 
Many researchers have claimed that organizational culture has an impact on knowledge sharing (Hofstede, 
2001; Ford and Chan, 2003; Lai and Lee, 2007; Lin and Dalkir, 2010; Ling-Hsing Chang and Lin, 2015). A suitable 
climate for knowledge sharing is found particularly in a collaborative culture that promotes patterns of 
interaction and communication that foster employees’ learning and creativity (Pinjani and Palvia, 2013). 
According to Kathiravelu et al. (2014), the company culture affects the knowledge-sharing process. The 
significant influence of a collaborative culture on knowledge sharing has also been pointed out by Mueller 
(2014, 2018) and Arpaci and Baloglu (2016). The influence of a collaborative culture on knowledge sharing has 
also been indicated by Mueller (2014), Al Saifi (2015), and Arpaci and Baloglu (2016). A majority of studies 
have revealed that organizations based on values such as trust, cooperation, open communication, and 
diversity that are characteristic of a collaborative culture, gain a competitive advantage and superior 
performance. Based on all above the hypothesis has been developed as follows: 
 
H1 Company culture has a positive influence on knowledge sharing. 
Job satisfaction has also been the subject of study by researchers from different fields, mainly management, 
business, and psychology. This concept refers to a positive emotional state resulting from an employee’s 
appraisal of his or her job (Locke, 1976; Spector, 1997; Springer, 2001; Suliman and Al-Hosani, 2014; Saeed, 
2016). Boles et al. (2009) claimed that job satisfaction depends on all the characteristics of a job and the work 
environment, such as career development opportunities, rewards system, employee relationships with 
management, job security, and conditions for employee engagement. A pleasurable state of mind and positive 
emotional status resulting from well-being at work is determined to a great extent by human resources 
management practices, which are one of the elements of organizational culture. Empirical research (Lok and 
Crawford, 2001; Lund, 2003; Warr, 2007; Habib et al., 2014; Al-Sada et al., 2017) has proved the relationship 
between organizational culture and job satisfaction. In addition, job satisfaction plays a role of intrinsic 
motivation in the process of knowledge sharing. Employees are willing to share knowledge with the 
organization only if they are satisfied with their job. According, the following hypothesis was developed: 
 
H2 Company culture has a positive influence on job satisfaction. 
Bearing in mind both of the hypotheses developed above to better understand the company culture influence 
on job satisfaction, the most exhaustive company culture model must be investigated. At least a few models of 
organizational culture can be found in the literature, such as those of Hofstede (1980), Trompenaars and 
Hampden-Turner (2002) and House et al. (2004). These authors identified different measurements of 
organizational culture. For example, Hofstede (1980) proposed a five-dimensional measurement of 
organizational culture, which is used as a set of variables: power distance, uncertainty avoidance, 
individualism/collectivism, masculinity, and long-term orientation. Eskildsen et al. (2010) confirmed the 
significance of Hofstede’s cultural dimensions in job satisfaction studies. Based on this, both of the above 
hypotheses were developed further. 
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Power distance 
The first dimension of power distance is defined as “the extent to which the less powerful members of 
institutions and organizations expect and accept that power is distributed unequally.” People in some cultures 
accept a higher degree of unequally distributed power than do people in other cultures. Social hierarchy is a 
part of their culture. Leaders are therefore expected to resolve serious problems and make the difficult 
decisions. Inferiors avoid conflicts with their bosses. In contrast, in lower power distance cultures there is a 
preference for consultation, and subordinates will quite readily approach and contradict their bosses. Al Saifi 
(2015) suggested that organizational culture, in general, has the most critical input into all knowledge 
management initiatives, an important component of which is knowledge sharing. It is also claimed that 
organizational culture can have a positive impact on whether employees are willing to share their knowledge 
regardless of the directives coming from senior management (Suppiah and Sandhu, 2011). What is more, the 
gap between superiors and employees in a high power distance culture discourages knowledge sharing 
(Davenport and Prusak, 1998; Hofstede, 2001; Ajmal et al., 2010). Moreover, Boles et al. (2009) suggested that 
weak employee relationships with management decrease job satisfaction. Based on all above the hypotheses 
have been developed as follows:  

H1a: A high power distance culture based on a high degree of hierarchy and vertical distance among 
managerial levels has a negative impact on knowledge sharing. 

H2a: A high power distance culture based on hierarchy and inequalities has a negative impact on job 
satisfaction. 

Uncertainty avoidance 
The second company cultural dimension, according to Hofstede (1980), is uncertainty avoidance, which is 
defined as “the extent to which the members of a culture feel threatened by the uncertain or unknown 
situation.” Cultures whose members are not keen on uncertainty plan everything carefully in an attempt to 
avoid the uncertainty. Cultures with a relatively high level of uncertainty avoidance support the process of 
knowledge sharing through the established norms and practices. When the work environment is dominated by 
rules, procedures, or a distributed control system, employees feel more comfortable and safe (Hofstede, 2001; 
Wilkesmann et al., 2009; Blomkvist, 2012). A more predictable environment encourages knowledge sharing 
and increases job satisfaction. All the above lead the following hypotheses formulation: 

H1b: A high uncertainty avoidance culture supported by norms and practices has a positive impact on 
knowledge sharing. 

H2b: A high uncertainty avoidance culture supported by established norms and practices has a 
positive impact on job satisfaction. 

Collectivism/individualism 
The third dimension is individualism, which according to Hofstede refer to societies in which bonds between 
members are loose: everyone is expected to take care for himself or herself or his or her family. Conversely, 
collectivism means that people identify with groups and are willing to work as a team, which protects them in 
exchange for loyalty and compliance. In a collectivistic culture, employees are more determined to achieve 
group goals and this has a positive impact on knowledge sharing (Thongprasert and Cross, 2008; Pangil and 
Moi Chan, 2014). Ma et al. (2014) proved that in collectivist cultures, individuals with high altruism are more 
likely to share their knowledge with workmates. Kirkman and Shapiro (2001) stressed that a higher level of 
collectivism is associated with a higher level of job satisfaction. Based on that the following hypotheses have 
been developed: 

H1c: A collectivist culture based on teamwork and employees’ commitment has a positive impact on 
knowledge sharing. 

H2c: A collectivistic culture based on teamwork and employees’ commitment has a positive impact on 
job satisfaction. 
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Masculinity 
Masculinity represents the dominant male gender role model in most of both traditional and modern societies, 
according to Hofstede et al. (2010). A masculine society has traits that are categorized as male, such as 
strength, dominance, assertiveness, and egotism. A feminine society is traditionally thought of as having 
conventional traits such as being supportive, caring, and relationship oriented (Ting-Toomey, 2012). Ford and 
Chan (2003) and Rivera-Vazquez et al. (2009) argued that in a masculine culture, which is more aggressive than 
a feminine culture, employees feel less incentivized to share knowledge. However, the opportunity to achieve 
high pay and material self-accomplishment identified with job satisfaction is greater in a masculine culture 
than in a feminine culture. Based on all above the hypotheses have been developed as follows:  

H1d: A masculine culture identified with competitiveness and assertiveness has a negative impact on 
knowledge sharing. 

H2d: A masculine culture characterized by a focus on personal success has a positive impact on job 
satisfaction. 

Long-term orientation 
The last dimension, long-term orientation, is present when a company is focused more on the future than the 
present. Yoo et al. (2011) developed Hofstede’s concept of organizational culture to directly measure culture 
at the individual level. Following Hofstede (2001), Ford and Chan (2003) indicated that members of a long-
term orientation culture are also more focused on achieving long-term goals compared with those of a short-
term orientation culture, and such a culture also encourages knowledge sharing. Based on that the following 
hypotheses has been formulated: 

H1e: A long-term orientation culture directed toward future goals has a positive impact on knowledge 
sharing. 

H2e: A long-term orientation culture directed toward future goals has a positive impact on job 
satisfaction. 

Job satisfaction’s impact on knowledge sharing 
Rafique and Mahmood’s (2018) systematic literature review clearly revealed that job satisfaction and 
knowledge sharing influence each other. They concluded that knowledge sharing has a positive impact on 
satisfaction and, in turn, job satisfaction has a strong effect on knowledge distribution among individuals 
working in different organizations. With a positive attitude toward the job, employees’ identification with their 
organization and their involvement in the realization of the company’s goals seem to be significantly higher 
and their need to share knowledge greater (Kianto et al., 2016; Saeed, 2016). The relationship between job 
satisfaction and knowledge sharing has been examined by numerous researchers (Borgatti and Cross, 2003; 
Lin, 2007; He and Wei, 2009; Yan and Davison, 2013; Tong et al., 2014). Previous studies have proved a 
positive association between job satisfaction and willingness to share knowledge (Bontis et al., 2011; Rehman 
et al., 2014; Suliman and Al-Hosani, 2014). Readiness to share knowledge appears when the level of subjective 
perception of well-being at work is relatively high. In other words, a positive attitude toward knowledge 
sharing is undoubtedly linked to job satisfaction, which influences employee turnover and productivity. 
Bearing in mind all of the above and the context of the current study, the following hypothesis was 
formulated: 

H3: Job satisfaction has a positive impact on knowledge sharing. 

Job satisfaction and knowledge sharing’s impact on company performance 
Many theoretical and empirical studies have confirmed that effective knowledge management brings many 
positive outcomes, such as productivity growth and performance improvement (Mesmer-Magnus and 
DeChurch, 2009), leading to organizational success (Asrar-ul-Haq and Anwar, 2016). A great deal of theoretical 
and empirical research has confirmed that effective knowledge management, particularly in the scope of tacit 
and explicit knowledge sharing, brings many positive outcomes, such as productivity growth and performance 
improvement (Tsai and Ghoshal, 1998; Mesmer-Magnus and DeChurch, 2009; Witherspoon et al., 2013; Asrar-
ul-Haq and Anwar, 2016). Knowledge sharing (explicit and tacit), according to the research of Gemino et al. 
(2015), Park and Lee (2014), and Calvo-Mora et al. (2015), plays a significant role in the relationship between 
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information technologies and innovation performance. Wang and Noe (2010) suggested that knowledge 
sharing provides valuable information and know-how to help others solve problems and develop ideas. 
Knowledge sharing is a major factor that affects a company’s innovation performance. That is why, among 
other processes of knowledge management, tacit and explicit knowledge sharing has been identified as the 
most vital (Witherspoon et al., 2013; Asrar-ul-Haq and Anwar, 2016). Knowledge sharing, according to the 
research of Gemino et al. (2015), Park and Lee (2014) and Calvo-Mora et al. (2015) affects performance. 
Knowledge sharing is fundamental to improving all performance and productivity (Young and Milton, 2016). 
Wu et al. (2013) highlighted that when employees are encouraged to share knowledge, they obtain more 
opportunities to develop new ideas, explore information, and contribute better to acquiring an organization’s 
objectives. Similarly, job satisfaction, along with organizational values, supports knowledge sharing and leads 
to improvement in a company’s performance (Kotter, 2008; Bakotić, 2016). Based on all of the above, it 
appears that satisfied workers may significantly contribute to the overall success of a company, which enabled 
formulation of the following additional hypotheses: 

H4: Knowledge sharing has a positive impact on organizational performance. 

H5: Job satisfaction has a positive impact on organizational performance. 

Mediations 
Keeping in mind the objective of this study and Kucharska et al.’s (2018) suggestions about the mediation 
function of job satisfaction for the relationship between company culture and knowledge sharing, further 
analysis is required to verify this. Since knowledge workers, who use knowledge to transform it into new 
knowledge, value it much more highly than others, it is suggested that knowledge sharing significantly 
mediates the relation between job satisfaction and company performance. 
 
Control variables (CVs) 
Control variables (CVs) enable inclusion in the model of extraneous variables that are not focal to the study but 
are theoretically important (Kish, 1959; Nielsen and Raswant, 2018). Bearing in mind, the phenomena of 
interest and the sample structure, company size and staff position influence on job satisfaction and knowledge 
sharing are important. 
 

 Company size 
 
In relation to firm size influence on knowledge sharing, Santoro et al. (2018) proved that knowledge 
management strategies depend on the company size. Therefore, this paper argues that company size 
influences knowledge sharing and related job satisfaction. The CV “company size” was included in the model to 
better present the structure of all the above relationships. It is expected that larger companies are more aware 
of the value of knowledge sharing and they perform better in this field. They also care more about company 
culture; thus, their employees achieve a higher level of job satisfaction than the employees of small 
companies. 
 

 Staff position 
 
This study examines mainly knowledge workers, arguing that their level of knowledge sharing is much higher 
than that of other types of workers. To fully understand staff perceptions, it was important to include 
“position” as a CV in the study. Kucharska and Wildowicz-Giegiel (2017) examined the influence of Hofstede’s 
company cultural dimensions on knowledge-sharing intentions. They observed that employee “position” 
significantly influences the whole model. Therefore, “staff position” was included as a variable in the 
theoretical model. It is assumed that workers with higher positions, recognized as “knowledge workers,” care 
more about job satisfaction and knowledge sharing than serial employees do. 
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Figure 1 presents the theoretical model and the assumed hypotheses. 

 

 

Figure 1: Theoretical model. 

Source: Authors’ study based on Hofstede (1980), Rikowski (2007), Yoo et al. (2011), Tong et al. (2014) 
, and Rezaei et al. (2016). 

4. Methodology 

To achieve the aim of the study – which focused on examining how job satisfaction influences the relationship 
between company performance, knowledge sharing, and organizational culture perceived through the prism 
of Hofstede’s dimensions – only respondents who knew about the company’s annual performance results 
were qualified to participate in the survey. Data were gathered using the self-reporting questionnaire. 
Qualified respondents answered questions adapted from the validated measurement scales of all constructs 
included in the theoretical model. The statements, sources of these scales, and their reliability assessment are 
presented in Appendix 1. Subjects responded to statements using a seven-point Likert scale. The final study 
was preceded by a pilot study involving 23 respondents. This made it possible to improve statements that 
respondents perceived as unclear (Hair et al. 2010). Data collection was performed electronically, mainly 
through email, by asking human resources departments for their cooperation. This convenience sampling 
reduced the risk of a too small sample size. The study was conducted among 910 Polish employees with 
different roles and experiences across different industries dominated by information technology (IT), sales, 
finance, and construction. A majority of the respondents were knowledge workers: 70% of the full sample 
worked in such positions, which included mid-level managers – 60%, top managers – 10%, team leaders – 8%, 
specialists – 19%, and C-suite – 3%. Serial workers were represented by 30% of the respondents. Of all 
engaged employees, 38% were women and 62% men, and 55% came from mid-sized and large companies 
employing above 250 persons. Industries included in the study are IT (25%), construction (25%), finance (18%), 
health care (15%), communication and media (10%), and others (7%). 
 
Based on the theoretical model presented in Figure 1, a measurement and a structural confirmatory factor 
analysis model were developed to ensure that the measurement scales performed correctly. The evaluation of 
model quality involved consistency tests, such as the average of variance extracted (AVE), composite reliability 
(CR), and Cronbach’s alpha. Appendix 1 presents detailed information about the scales used and the 
reliabilities achieved. For satisfactory discriminant validity, the square root of each construct’s AVE exceeded 
the correction between any pair of distinct constructs. The results supported the discriminant validity of the 
measurement model. AVE exceeded 0.64 for all constructs, which was acceptable. Fornell and Larcker (1981) 
suggested that an AVE of 0.5 or higher indicates adequate convergence of the used scales. Cronbach’s alpha 
was used to confirm the consistency of the measurement model. The alpha coefficient was higher than 0.85 
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for all constructs, which was correct (Bagozzi and Yi, 1988; Francis, 2001). The CR was higher than 0.84 for all 
loadings, which was more than the required minimum of 0.7 (Hair et al., 2010), indicating internal consistency. 
Table 1 presents details of the reliability measurement. 

Table1: Factor correlation matrix with square root of the AVE on the diagonal. 

  AVE CR 
Cronbac

h  
alpha 

S P KS C L U PD M 

Collectivism (C) 0.87 0.954 0.96 0.935        

Long-term orientation (L) 0.906 0.926 0.97 0.732 0.952       

Uncertainty avoidance (U) 0.903 0.966 0.96 0.724 0.862 0.951      

Power distance (Pd) 0.903 0.966 0.85 0.475 0.428 0.467 0.951     

Masculinity (M) 0.646 0.844 0.85 0.606 0.437 0.42 0.411 0.804    

Job Satisfaction (S) 0.892 0.961 0.96 0.836 0.805 0.812 0.368 0.549 0.944   

Knowledge Sharing (KS) 0.869 0.964 0.96 0.753 0.758 0.776 0.318 0.491 0.891 0.932  

Performance (P) 0.891 0.976 0.98 0.788 0.768 0.779 0.344 0.517 0.941 0.895 0.944 

 
The model’s estimation then proceeded through the maximum-likelihood method. Evaluation of the 
measurement model quality was conducted using a set of tests, including the root mean square error of 
approximation (RMSEA) (Stieger and Lind, 1980; Byrne, 2016), using the reference value ≤ 0.08; minimum 
discrepancy, divided by its degrees of freedom (CMIN/DF) (Wheaton, 1977), using the reference value ≤ 5; and 
the comparative fit index (CFI) (McDonald and Marsh, 1990), using the reference value close to 1 with SPSS 
AMOS 25 software. Table 2 presents the results of the goodness of fit tests for both models: MODEL A without 
CVs, and MODEL B with CVs, following Aguinis and Vandenberg (2014). In the two cases, the general results 
were similar, but Model A fit the data better. Including CVs generally reduces the degree of freedom and 
statistical power (Carlson and Wu, 2012). Based on these results, both models were considered a good fit in 
relation to the data. A model reliability level of 3.95 and 4.3 can be viewed as positive, using the reference 
value ≤ 5. Based on the approximation average error RMSEA, the model fit the data at 0.057 and 0.6 and also 
met the reference values. Measurements of the goodness of fit were close to 1, which confirmed that the 
model was of the expected quality. The results of both models are presented and discussed (Becker et al., 
2016) to explain how company size and employee position influence knowledge sharing and job satisfaction. 

5. Results 

With respect to the company’s five cultural dimensions, it was found that power distance and uncertainty 
avoidance are crucial for knowledge sharing from the employee point of view. Masculinity, collectivism, and 
long-term orientation have no significant influence on knowledge sharing, whereas all cultural dimensions 
significantly influence job satisfaction. Figure 2 is a graphical representation of the achieved results. Table 2 
includes the hypotheses verification. 
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Figure 2: Empirical model 

Source: Authors’ own study developed with Amos 25. 

Note: n = 910 cases, Chi-square = 1424.92, CMIN/df = 4.30, df = 330, TLI = .964, CFI = .97, RMSEA = .060, 
CI (.057–.064) estimation standardized, ML* p < 0.05, **p < 0.01, ***p < 0.001,  
ns = not significant result 

Table 2: Summary of the hypotheses tests. 

 

HYPOTHESIS 

MODEL A 
 (with CVs) 

MODEL B  
(without CVs usage) 

β t- 
value 

p-
value 

Hypothesis 
supported 

β t- 
value 

p-
value 

Hypothesis 
supported 

H1 
a 

Masculinity culture identified with 
competitiveness and assertiveness has a 
negative impact on knowledge sharing. 

0.02 .69 .487 NO 0.02 0.97 .22 NO 

H1 
b 

High power distance culture based on a 
high degree of hierarchy and vertical 

distance among managerial levels has a 
negative impact on knowledge sharing. 

-0.06 -3.11 ** YES -0.06 -2.66 ** YES 

H1 
c 

High uncertainty avoidance culture 
supported by norms and procedures has a 

positive impact on knowledge sharing. 
0.14 3.64 *** YES 0.15 3.86 *** YES 

H1 
d 

Long-term orientation culture directed 
towards future goals has a positive impact 

on knowledge sharing. 
0.04 1.16 .24 NO 0.04 1.24 .22 NO 

H1 
e 

 

A collectivistic culture based on teamwork 
and employees’ commitment has a positive 

impact on knowledge sharing. 
-0.001 -0.17 .99 N0 0.015 0.42 .72 N0 
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HYPOTHESIS 

MODEL A 
 (with CVs) 

MODEL B  
(without CVs usage) 

β t- 
value 

p-
value 

Hypothesis 
supported 

β t- 
value 

p-
value 

Hypothesis 
supported 

H2 
a 

Masculinity culture characterized by the 
focus on personal success has a positive 

impact on job satisfaction. 
0.11 4.53 *** YES 0.10 5.43 *** YES 

H2 
b 

High power distance culture based on 
hierarchy and inequalities has a negative 

impact on job satisfaction. 
-0.11 -5.00 *** YES -0.12 -5.45 *** YES 

H2 
c 

High uncertainty avoidance culture has a 
positive impact on job satisfaction. 0.34 8.66 *** YES 0.33 8.55 *** YES 

H2 
d 

Long-term orientation culture directed 
towards future goals has a positive impact 

on job satisfaction. 
0.20 5.50 *** YES 0.20 5.43 *** YES 

H2 
e 

 

A collectivistic culture based on teamwork 
and employees’ commitment has a positive 

impact on job satisfaction. 
0.41 12.96 *** YES 0.44 13.95 *** YES 

H3 A high level of job satisfaction has a 
positive impact on knowledge sharing. 

0.72 15.45 *** YES 0.72 15.08 *** YES 

H4 Knowledge sharing has a positive impact 
on organizational performance. 

0.27 8.40 *** YES 0.27 8.39 *** YES 

H5 Job satisfaction has a positive impact on 
organizational performance. 

0.69 20.08 *** YES 0.69 20.50 *** YES 

 

CVs 

SCOMPANY SIZE 0.05 2.8 ** YES 

not applicable KSCOMPANY SIZE 0.04 2.43 * YES 

KSSTAFF POSITION 0.03 1.95 * YES 

 
Goodness of model fit  

CHi-square=1424.92 CMIN/df=4.30 
df=330 TLI=.964 CFI=.97 RMSEA=.060 

CI(.057-.064) 

CHi-square=1250.53 CMIN/df=3.95 
df=316 TLI=.97 CFI=.97 RMSEA=.057 

CI(.054-.060) 

Note: n= 910 cases, estimation standardized, ML* p< 0.05 ** p< 0.01 ***p < 0.001, (ns) -not significant result 

 
In light of the achieved summary, two important things needed to be investigated in more depth. First, the 
mediated effect of job satisfaction between company culture and knowledge sharing had to be verified. 
Second, the CVs’ significant influence on job satisfaction and knowledge sharing had to be developed. Table 3 
presents the mediation analysis, and Figures 3-5 show the descriptive statistics for job satisfaction and 
knowledge sharing and CVs. Because of the different frequency of company size and staff position in the 
sample, the median was used for clear visualization. 
 
Bearing in mind the findings presented in Table 3, the mediation function of job satisfaction between company 
culture and knowledge sharing has been proved. The developed descriptive statistics suggest that job 
satisfaction and knowledge sharing are perceived more in mid-size and large companies than in small and 
micro firms. What is more, they seem to be correlated, which confirms Rafique and Mahmood’s (2018) 
systematic literature review conclusion. 
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Table 3: Mediation analysis. 

 
Mediation analysis 

 

MODEL B 
 (with CVs) 

MODEL A  
(without CVs usage) 

Total effect Direct effect 
Indirect (mediated) 

effect 
Total effect 

Direct 
effect 

Indirect (mediated) 
effect 

KS S C 0.29 (***) -0.001 (ns) 
0.30 (***) 

full – indirect only, 
mediation 

0.34 (**) 0.01 (ns) 
0.32 (***) 

full – indirect only, 
mediation 

KS S L 0.19 (***) 0.04 (ns) 
0.14 (***)  

 full – indirect only, 
mediation 

0.19 (**) 0.04 (ns) 
0.15 (***)  

 full – indirect only, 
mediation 

KS S U 0.39 (***) 0.14 (*) 
0.24 (***) 

complementary 
mediation 

0.39 (***) 0.15 (**) 
0.24 (***) 

complementary 
mediation 

KS S Pd -0.14 (***) -0.06 (*) 
-0.08 (***) 

complementary 
mediation 

-0.15 (***) -0.05 (*) 
-0.092 (***) 

complementary 
mediation 

KS S M 0.09 (***) 0.02 (ns) 
0.07 (***)  

 full – indirect only, 
mediation 

0.09 (**) 0.02 (ns) 
0.075 (**)  

 full – indirect only, 
mediation 

P KS  S 0.88 (***) 0.68 (***) 
0.20 (***) 

complementary 
mediation 

0.89 (***) 0.69 (***) 
0.20 (***) 

complementary 
mediation 

Goodness  
of model fit 

CHi-square=1424.92 CMIN/df=4.30 df=330 TLI=.964 
CFI=.97 RMSEA=.060 CI(.057-.064) 

CHi-square=1250.53 CMIN/df=3.95 df=316 TLI=.97 
CFI=.97 RMSEA=.057 CI(.054-.060) 

 

Figure 3: Job satisfaction and company size. 
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Figure 4: Knowledge sharing and company size. 
 

 
 

Figure 5: Knowledge sharing and staff position. 
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6. Discussion and implications 

The presented results (Table 2) start from two models, MODEL A without CVs and MODEL B with CVs, 
following the comparison of Aguinis and Vandenberg (2014). In the two cases, the general hypothesis 
verification and presented mediation were similar, but Model A fit the data better, which was a result of the 
general reduction of degrees of freedom and statistical power by the CVs’ imputation (Carlson and Wu, 2012). 
The CVs’ imputation (Figure 3 and 4) not only enabled confirmation of the theoretical investigation conclusion 
about the correlation of job satisfaction and knowledge sharing of Rafique and Mahmood (2018), but also 
highlighted that job satisfaction supports the willingness of knowledge workers to share their knowledge. 
Calvo-Mora et al. (2016) hypothesized that knowledge management has a stronger positive moderated effect 
on key business results for small and medium-sized enterprises than it does for large companies, but their 
findings were not confirmed. The present findings are based on company size imputation as CVs on knowledge 
workers’ perceptions of knowledge sharing. It is worth highlighting that the present study is based on 910 
cases (Poland) but Calvo-Mora et al.’s (2016) Spanish sample was smaller (225). It may be that the sample size 
of 910 cases (Poland) enabled observation of even more sensitive relations. The company size influence on 
knowledge sharing is significant at the p<0.05 level. Zieba et al.’s (2016) qualitative survey confirmed that the 
knowledge management approach adopted by small companies can be described as emergent in Poland. 
 
Kucharska et al.’s (2018) suggestions about the mediation function of job satisfaction for the relationship 
between company culture and knowledge sharing have been confirmed. Table 3 presents all the details of all 
identified mediations. The findings prove that job satisfaction is a strong mediator for knowledge sharing 
influenced by company culture, and both significantly influence company performance. The influences of 
masculinity, long-term perspective, and collectivism on knowledge sharing are fully mediated by job 
satisfaction. Uncertainty avoidance and power distance are partially mediated. What is more, knowledge 
sharing mediates between job satisfaction and company performance. These mediations enable presentation 
of the full picture of job satisfaction and knowledge sharing, company culture, and the performance structure 
of relations. 
 
With respect to the hypotheses verification, first, the analysis revealed that only two of the five cultural 
dimensions, power distance, and uncertainty avoidance, are significant for knowledge sharing. High power 
distance, based mainly on formal relationships between the management and employees, impedes knowledge 
sharing and a hierarchical structure contributes to social inequality at work, increasing the level of job 
dissatisfaction. The presented findings confirm that a high power distance culture discourages knowledge 
sharing (Davenport and Prusak, 1998; Hofstede, 2001; Ajmal et al., 2010). In turn, when the work environment 
is dominated by rules, procedures, or a distributed control system, employees feel more comfortable and safe 
(Hofstede, 2001; Wilkesmann et al., 2009; Blomkvist, 2012), which is also confirmed by the Hypothesis 1–2b 
verification presented in Table 2. Reducing uncertainty through formalization and standardization increases 
job satisfaction. Secondly, the result of the study showed that a collectivist culture characterized by 
individuals’ strong identification with the group along with their high propensity to cooperate does not 
encourage knowledge sharing, although its impact on job satisfaction is significant from the employee 
perspective, as was claimed by Kirkman and Shapiro (2001). 
 
These findings about the lack of teamwork influence on knowledge sharing were unexpected. Ma et al. (2014) 
also proved that in collectivistic cultures individuals with high altruism are more likely to share their knowledge 
with workmates, but their model did not include job satisfaction. 
 
The same situation observed for hypotheses concerning the impact of masculinity and time orientation on 
knowledge sharing was negatively verified, although its impact on job satisfaction was positive and significant 
from the employee perspective. The structure of teamwork and knowledge-sharing relations is different when 
job satisfaction is included as the mediator. This means that the mediation function of job satisfaction for 
knowledge sharing and company performance from knowledge workers’ perspective is significant. 
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7. Limitations and further research 

This article highlights the value of job satisfaction for the knowledge-sharing processes of knowledge workers. 
The significant influence of company size and staff position on knowledge sharing leads to a question about 
the industries’ and sections’ influences on these processes. This is an interesting subject of further research. 
 
The main limitation of this study was the non-random sample. Respondents participated in the survey 
voluntarily with self-report questionnaires, and it is possible that even if they were working in the same 
company since their opinions were subjective, those opinions might not reflect the company’s particular 
situation or even the situation in Poland. However, this is a common risk in all social science research (Babbie, 
2013), and significantly, a normality-assessed sample helps to minimize the risk of wrong conclusions. To 
achieve the study’s aim and present the employees’ perspective, it was crucial to attract construction industry 
employees working in different positions. The convenience sampling method helped achieve a large enough 
sample of employees holding various positions working in companies of various sizes. The positive assessment 
of the sample normality (multivariate kurtosis = 608.13; cr = 216.32) justified the sample quality. 

8. Conclusion 

The aim of the study was to examine how job satisfaction influences the relationship between company 
performance, knowledge sharing, and organizational culture, perceived through the prism of Hofstede’s 
cultural dimensions, controlled by company size and staff position. In light of the presented findings, it can be 
assumed that job satisfaction and knowledge sharing are more visible between managers in larger companies. 
Bearing in mind the full mediation analysis, it can be concluded that the mediation function of job satisfaction 
between the company culture and knowledge sharing is significant, whereas knowledge sharing mediates 
between job satisfaction and company performance. As shown in the illustration in Figure 5 of position 
influence on willingness to share knowledge, where it is evident that knowledge workers are more engaged in 
knowledge-sharing processes than serial workers, job satisfaction significantly increases the willingness of 
highly skilled employees to share knowledge. For optimum company performance, it is important to create a 
company culture that, first, increases job satisfaction and, second, enhances knowledge sharing. The main 
value of this study is the complete picture it provides of the mediation function of job satisfaction for 
knowledge sharing and company performance from the knowledge worker’s perspective, which emphasizes 
the importance of low power distance and clear work rules for job satisfaction and knowledge sharing. 
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Appendix 1: Constructs and scales 

 
Construct Scale Loadings CFA constructs 

validity 
Adapted from 

Organisational 
Performance 
 
 

P1- Head Office was satisfied with company’s 
annual results 
P2- Head Office was satisfied with the 
company’s benefits 
P3- Head Office assessed the company’s 
annual results positively 
P4- My boss was satisfied with my results 
P5- Department’s boss assessed the 
department’s results positively 

0.929 
0.929 
0.951 
0.949 
0.961 

AVE=0.891 
CR=0.976 
Cronbachα=0.98 

Gemino. Reich and 
Sauer (2015)  

Job Satisfaction 
 
 

S1-I am satisfied with my job 
S2-I have a good job  
S3-I like my job 

0.963 
0.932 
0.938 

AVE=0.891 
CR=0.976 
Cronbachα=0.98 

Camman et al. 
(1983) 

Knowledge Sharing 
 
 

KS1-The company has formal mechanisms to 
guarantee the sharing of best practices among 
the different fields of the activity  
KS2-I shared my experience and know-how 
with my co-workers 
KS3-I extracted new knowledge from co-
workers based on their experience and know-
how that helped me follow up. 
KS4-Overall, members of the company shared 
their experience and know-how. 

0.781 
0.962 
0.991 
0.98 

AVE=0.892 
CR=0.961 
Cronbachα=0.96 

Pérez-López and 
Alegre (2012) 

Company Culture 
 

Masculinity (M): 
MA1-It’s more important for men to have a 
professional career than it’s for women. 
MA2-Men usually solve problem with logical 
analysis while women with intuition. 
MA3-Solving difficult problems usually 
requires an active, forcible approach, which is 
typical for men. 

Power Distance (PD): 
PO1-People in higher position make most 
decisions without consulting people in lower 
positions. 
PO2-People in higher positions not ask of the 
opinions of people in lower positions too 
frequently. 
PO3-People in higher positions avoid social 
interaction with people in in lower position.  

Uncertainty Avoidance (U): 
UN1 -It’s important to closely follow 
instructions and procedures. 
UN2 -Rules and regulations are important 
because they inform me of what is expected of 
me. 
UN3-Standarized work procedures are helpful. 

Long-Term Orientation (L): 
L1-Going on resolutely in spite of opposition is 
visible 
L2- Long term planning is noticeable. 
L3-People are working hard for success in the 
future 

Collectivism (C): 
C1- Individuals sacrifice self-interest for the 
group 
C2-Group welfare is more important than 
individual success. 
C3- Group success is more important than 
individual success. 

 
0.703 
0.897 
0.8 
 
 
 
 
0.925 
0.966 
0.96 
 
 
 
 
0.882 
0.757 
0.913 
 
 
 
0.984 
0.953 
0.918 
 
0.937 
0.927 
0.942 
 

 
AVE=0.646 
CR=0.844 
Cronbachα=0.85 
 
 
 
AVE=0.903 
CR=0.966 
Cronbachα=0.96 
 
 
 
AVE=0.903 
CR=0.966 
Cronbachα=0.96 
 
 
AVE=0.906 
CR=0.926 
Cronbachα=0.97 
AVE=0.875 
CR=0.954 
Cronbachα=0.96 
 

Yoo et al. (2011) 
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