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ABSTRACT
Knowledge Sharing (KS) and Turnover Intention (TI)are undoubtedly the most
researched topics but it is important to look at the concepts in context to the
faculties in the Management institutes, seeing the unconventional nature of the
discipline. Armoured by the imperative role of management institutes in creating
and distributing knowledge, this study examines the relationship of age, gender,
qualif ication and experience with the KSbehaviour of the faculties in management
teaching institutes in the eastern and northern states of India. It also tries to answer
whether knowledge sharing affects the facultyTI. This is an exploratory study with
a total sample size of 339, collected through convenience sampling method, using
standard scale questionnaires. The analyses were done with SPSS 20 through
correlation and linear regression analysis. The f indings indicated that KS lowered
the faculty’s TI and with growing age, better qualif ication and higher experience,
the KS behaviour of the faculties increased. At the same time, gender of the faculty
members had no effect on theKS behaviour. All the f indings were discussed in
reference to the existing literature.
Keywords: Knowledge Sharing, Demographic differences, Turnover Intention,
Management Teaching Institutes, Eastern and Northern states of India.

INTRODUCTION
Employees are the most valuable
resource of any organization; in fact, it
is the knowledge embedded within
them, is the most signif icant resource
for an organisation’s sustainable
competitive advantage (Liao et al.,
2004). In an educational set-up where

knowledge acquisition and sharing are
pivotal, it becomes important to study
the factors that play an important role
in its dissemination and proper
utilization. Within the domain of higher
education set-up, Xiong and Deng
(2008) believe that effective knowledge
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sharing (KS) increases the organisational
knowledge accumulation and further
enhances the capacity of the individuals
in their respective jobs.
“We believe most people have a
natural desire to learn, to share
what they know, and to make
things better” (O’Dell, Grayson &
Essaides, 1998).
The above statement is true to the core
about human nature. And if someone
is in teaching sector it should become
the philosophy of working life. Faculties
are expected and obligated to acquire
knowledge and up-to-date it throughout
their working career due to their specific
work demand. However, due to the
intimate nature of the knowledge
acquisition, it is but obvious that the
individuals generally develop a sense of
psychological ownership of their
acquired knowledge and sometimes
they feel that sharing the respective
knowledge with others’ is similar to
transferring the ownership of the
knowledge to someone else. Henceforth,
most of the time faculties refrain from
sharing knowledge eagerly. And thus
the most important challenge for almost
all the organization is to create systematic
practices managing knowledge in the
organisation (Drucker, 2001).
Many researchers (Bundred, 2006;
Qureshi and Evans, 2015; Paulin and
Suneson, 2012) have worked and found
that the organisational and the
individual factors inhibit Knowledge
Sharing (KS) practices. They found that
there can be cases when individuals’
unconsciously try to withhold the
knowledge f rom their colleagues.

Sometimes technical problems can be a
cause of information exchange delays
and incomplete knowledge sharing
might occur due to the recipients’
inability to absorb the total knowledge
shared. Ardichvili et al., (2003) said that
if individuals are scared of criticism or
unintentionally misleading someone
then also KS is deterred.
It is very important that the practice of
KS in organisations must be directed by
organisational policies. The past studies
show that the occurrence of the past
behaviour inspires and enables the
development of an interrelated typical
behaviour (Orbell and Verplanken, 2010;
Verplanken and Aarts, 1999; Verplanken
and Orbell, 2003). Therefore, an
employee engaged in KS by means of the
system develops a strong knowledge
sharing behaviour.
Here, it is important to note that the
individual differences too play a
signif icant role, in def ining the
knowledge sharing behaviour. Sharing
knowledge, either explicit or tacit,
requires effort from the individual who
is engaged in the process of sharing
(Bartol and Srivastava, 2002). Based on
the above assumptions the authorshave
tried to test the relationship between
demographic differences like age, gender,
qualification and years of experience on
the KS behaviour of the faculties teaching
in Management Institutes (which are
undoubtedly highly knowledge
intensive) and further the relationship of
KS behaviour with the Turnover
Intention (TI). For the purpose of this
study, the following conceptual model
has been developed (Refer f ig.1)
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Figure 1: Conceptual Framework

LITERATURE REVIEW
Knowledge Sharing (KS)
According to Nonaka (1991), knowledge
is a multi-dimensional concept. It is a
mix of data, information, skills,
experience and opinion which an
individual carries or encounters. Nielsen
and Cappelen (2014) have distinguished
knowledge as tacit and explicit. Tacit
knowledge is an individual’s personal
knowledge which is developed by
studying, experiences and social
exchanges and it is very diff icult to
transmit as it is embedded in the
individual. While explicit knowledge is
that knowledge which can be stored,
externalised and captured. Nonaka
(1991) said that new knowledge is
created when individuals’ interact with
each other and their tacit knowledge gets
transferred to the explicit knowledge
and this knowledge could become
organisational knowledge as well. He
further stated that both kinds of
knowledge are complementary to each
other.
Educational Institutes are undoubtedly
knowledge-intensive and faculties are
the most critical resource. Lin (2006)
proposes knowledge sharing as linking
the carrier and the requester of

knowledge in the organization. While
Ardichili et al. (2003) said that knowledge
sharing is the source and mandate of the
new knowledge in an organisation.
Therefore, the importance of KS in
organisations cannot be negated.
Demographic differences in
Knowledge Sharing (KS)
Ojha (2005) in his study found that if in
a team there were less people or were
minority in terms of gender, marital
status, level of education then they less
engaged in KS. Lin (2006) found that
the individual characteristics like- age,
educational qualif ication and years of
experience probably slow down the
relationship between knowledge
promoter and the process. Personality
is also widely studied in connection with
knowledge sharing behaviour (Barrick
and Mount, 1991).
The research community report that
among the influencing factors of KS, the
study pertaining to the personal
characteristics (demographic variables)
is relatively less (Pangil and Nasrudin,
2008). Therefore, it agrees that
demographic characteristics are a very
important research direction (Zheng,
2017). The relevant demographic
indicators like the age, gender,
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educational background, professional
background, organizational tenure,
ethnicity, and socio-economic
background are worth studying and
added to this different organisation
types have different characteristics so
the study should focus on different
organisation types (Zheng, 2017). In this
backdrop, this study aims at studying the
effect of demographic variables Age,
Gender, Experience and qualif ication on
KS and proposes the following
hypothesis for the study:
H1: With age faculties KS behaviour
increases.
H2:Gender impacts KS behaviour of
management faculties.
H3: Better qualif ied faculties engage in
higher KS
H4: More years of experience lead to
increased KS
Turnover Intentions (TI)
An employee’s Turnover Intention (TI)
is basically voluntary, conscious and
intentional wilfulness to leave the
present employer (Tett and Meyer, 1993).
Zimmerman and Darnold (2009) found
that TI is the reliable predictor (i.e,
objective measure) of the voluntary
turnover (the willful departure of the
employee). The tangible cost associated
with the departure may include the
hiring and training costs but the
intangible cost may be much higher due
to the loss of intellectual and human
capital, and it can be even detrimental
if the employee is a part and parcel of
the knowledge-intensive organisation
like the management institutes.

Many researchers have tried to f ind out
the probable reasons for the TI of the
employees in the organisations (Flowers
and Hughes, 1973; March and Simon,
1958). Cotton and Tuttle (1986) did a
meta-analysis and identif ied 26
important variables i.e., individual,
work-related, and contextual factors
(e.g., pay, education, age, length of
service, and job satisfaction) having a
direct or indirect effect on an individual’s
TI. Issues like f aculty members’
behaviour, motivation and productivity
(Blackburn and Lawrence, 1995), gender
(Zhou and Volkwein, 2004) and job
satisfaction (Rosser, 2004) have been
well researched in regard to developing
the TI.
Relationship between Knowledge
Sharing (KS) and Turnover Intention
(TI)
Jacobs and Roodt (2007) in their
research quoted that there is no
observed indication of the association
between KS and TI. The reason cited was
that KS as a practical concept is not well
established (Hislop, 2003). Thus they
worked on the development and
validation of a questionnaire on
Knowledge sharing (which is used in this
study) and further found that there was
a signif icant negative relationship
between KS and TI.
It was also found that employees’ TI is
inversely related to organisational
commitment. Jacobs and Roodt (2007)
in their study found that organisational
commitment has a positive impact on
KS, thus it is clear that an employee’s TI
will have an inverse relationship with KS.
DeLong (2004) in his study found that
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those employees, who were better
skilled/qualif ied for their jobs, were
more inclined towards external
information about opportunities for
alternate job availability, showing higher
TI. Malos & Campion (1995) propose an
important f act that the type of
knowledge that is shared between
employees’ may influence their TI. If
knowledge is specific to the organisation
(i.e., f irm practices and relationships)
then the chances are strong that the
employee will not show increased TI
because the knowledge cannot be used
anywhere else. Holtom et al., (2008) in
his study found that Knowledge transfer
is expected to partially mediate the TI,
as extensive literature on turnover
studies shows that retention is
influenced by a lot many other factors.
Based on these f indings we may
hypothesize that;
H5:KS will lower the TI of the
management faculties.
THE STUDY CONTEXT
Business Management teaching
institutes in India have changed radically
due to the changing workforce
demographics, strong industrial
collaboration and growing demand of
the professional degree. This sector is
now seen with high propagation of
educational institutes and a generic
demand for skill up-gradation, creativity
in the academic process and heightened
research and publication pressure for the
f aculties. Due to this amplif ied
occupational demand and heightened
pressure faculties have to compete with
each other and as the knowledge can be
a big differentiating f actor, they
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sometime may tend, not to share it
readily.
Alvesson (1995) in his study assumed
that the education sector is a pureknowledge-intensive industry, highly
differentiated by the tacit and explicit
knowledge it holds. KS is one of the
dominant characteristics of this sector
and many studied have shown KS as an
important antecedent to the TI. If the
organisations are able to foster effective
knowledge sharing practices, then it may
be assumed that the faculties will
happily stay with the organisation.
Individual differences at the same time
are found to impact various
psychological variables and knowledge
sharing probably is one such variable.
Under the above tenacities, this study is
carried out in the business management
teaching institutes in India. The data was
collected f rom Bihar, Odisha,
Jharkhand, Uttar Pradesh and West
Bengal. These f ive states are identif ied
as having a sizable number of business
management teaching institutes in the
northern and eastern part of India in
recent years. During the data collection
the heterogeneity of the chosen
institutes in terms of status,
inf rastructure, recognition and
accreditation, student enrolment
number and industry-academia
collaboration
was
thoroughly
deliberated.
METHOD
Sample
The data collection was carried out at the
end of 2017. The faculties from the
business management institutes/
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schools from Bihar, Odisha, Jharkhand,
Uttar Pradesh and West Bengal were
chosen as the target population. A total
of 550 questionnaires were f loated
online. Faculties were informed that
their participation was voluntary and all
the information will be kept confidential.

After constant reminders and request
through phone calls and e-mails., 375
responses were collected at a response
rate of 68%. After data purifying, 339
responses were used for the f inal study.
Refer table 1 which shows the key
demographic variables of the research.

Table 1: The key demographic variables of the research

Source:Author’s own survey data

Knowledge Sharing and Turnover Intention in Business Management Institutes ...

Data Collection
Electronic mode of data collection was
used, as this method provided the ease
of data collection and signif icantly
reduced the response recording time. It
provided the respondents with the ease
of answering the questionnaire in their
free time. Though it required additional
effort from the researcher’s side to follow
up and speed up the process by
repeatedly e-mailing and calling them.
MEASURES
Scale for demographic variables:
A demographic variable generally
describes the nature and distribution
of the sample used with inferential
statistics. Psychologist Stanley Smith
Stevens (1946) developed and wrote
about the scales of measurementNominal, Ordinal, Interval and Ratio.
In this study, the demographic variables
like gender are scrambled on a Nominal
scale. Age is measured on an interval
scale; qualif ication and experience are
also coded on a Likert Scale – ‘1’
signifying the lowest category and ‘5’
as the highest. This scale is useful for
measuring these independent variables
in this study because it allows the
researcher to calculate the mean, in
addition to the median, mode and
standard deviation in the data.
Knowledge sharing (KS) scale:
KS scale developed by Jacobs and Roodt
(2007) is adopted for the purpose of this
study. It is a 23 items scale. Each item
has a ûve-point intensity response,
anchored at extreme poles ranging from
“to no extent” or “disagree” (low
intensity) to “a large extent” or “agree”
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(high intensity). The f ive dimensions of
KS are renamed for the ease of use and
make it more contexts specif ic (Refer
Annexure 1). This scale was used because
it had better construct validity and has
been culturally validated as well. The
Cronbach alpha value for the scale was
found 0.84, which is well acceptable.
Turnover intention (TI) scale:
For measuring the TI the questionnaire
made by Roodt (2004) was adopted. The
questionnaire had 14 items that were
measured on a seven-point intensity
response scale f ixed at extremes (e.g.
“never” marked as 1 – Low Intensity, to
“always” marked as 7 – High Intensity).
A Cronbach alpha value of 0.91 of TI scale
was obtained indicating acceptable
reliability of the items. The reason for
using this questionnaire was that most
of the earlier instruments in the literature
measured TI on a relatively small number
of items (Guimaraes, 1997; Lambert et al.,
2001), raising questions on the construct
validity.
RESULTS
The descriptive result of the data showed
that KS (Mean = 107.05; Std. Deviation
= 12.19) negatively correlated (r = -.12;
p<.05) with the TI (Mean = 46.14; Std.
Deviation = 9.71), which proved that KS
environment detered the TI of the
faculties in the business management
institutes. The demographic variable,
Age (Mean = 41.25; Std. Deviation = 7.61)
was found to be inversely correlated with
TI (r = -.22; p<.01) and directly correlated
with the KS (r = .22; p<.01). It implied
that with increasing age the faculties
tend to stay back with the organization
and engage more in KS practices. Gender

88

Parikalpana - KIIT Journal of Management

(Mean = 1.40; Std. Deviation = 0.49) was
found having no signif icant effect on TI
and KS. Years of experience (Mean = 2.17;
Std. Deviation = 0.96) negatively
correlated with TI (r = -.17; p<.01), but
was positively correlated with the KS (r
= .21; p<.01). Therefore, it was found that
the more was the experience the less was

the TI and higher was the indulgence in
the KS behaviour. It was found that
Qualif ication (Mean = 2.05; Std.
Deviation = 0.92) was negatively
correlated with TI (r = -.22; p<.01) and
positively correlated with (r = .22; p <.01).
Table -2 shows the descriptive statistics
and correlation among the variables.

Table 2: Descriptive Statistics and Correlation among studied Variables

Although the correlation coeff icients
showed the relationship between the
variables, the linear regression of KS as
Independent Variable is run with TI as
Dependent Variable to test the goodness

of fit (R²) of the model. The table – 3 below
shows that the R² value is .012, which
implies that although the model is a good
fit model but the total variance explained
by IV in DV is not much it is just 0.02 %.

Table 3: Model summaries of KS and TI
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Table- 4 indicates that the regression
model predicts the dependent variable
signif icantly well. The signif icance
value, p < .024 is less than .05
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signifying that the KS practices is
negatively affecting the TI of the
faculties in the business management
institutes.

Table 4: ANOVA of KS and TI

Similarly the table-5 showed that
there exist a negative value of the
coeff icient (B = -.098) suggesting that

as the KS increased, the TI of the
faculties tended to decrease.

Table 5: Coefficients of KS and TI

CONCLUSION / DISCUSSION
The above f indings suggest that KS
practices in the business Management
institutes’ helps in lowering the TI of the
f aculties, accepting our H5 and
strengthening the work of Malos &
Campion, (1995). It may be reasoned
that as management teaching faculties
work in a highly knowledge-intensive
environment and under the pressure to
research and publish, they tend to
collaborate for their work and share the
knowledge. So, if an organization has

proper KS practices, then it may be able
to lower the TI of the faculties.
Our proposed H1 is also accepted, as the
correlation table showeda positive
relationship of KS with growing age. The
reason may be that with age, the
faculties mature professionally and feel
more secure due to increased
educational qualif ication, recognition
and job security and thus freely and
readily engage in KS. This work is against
the f indings of Lin (2006), who found
that with age the relationship of
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knowledge transmitter and the accepter
slows down, so indirectly showing that
age slows down the KS process. It was
also found that higher qualification and
experience too led to increased KS,
paving the way to accept our H3 and H4
and validating the f indings of Ojha,
(2005). It may be reasoned that as the
faculties become more educated and
experienced they gain more acceptance
as a bearer and sharer of knowledge. In
the meantime they may be entrusted
with more personal and organizational
responsibility and accountability to
share the knowledge with their
counterparts.
The f indings rejected our H2, implying
that gender had no relationship with KS.
It needs to be further investigated and
leaves a room for future research
direction.
MANAGERIAL /
PRACTICAL IMPLICATIONS
This study showed that in business
management teaching institutes KS can
reduce the faculty’s TI to a signif icant
level. Turnover and TI are a big problem
nowadays due to the increased job
availability or due to the less charm of
teaching as a profession among the
Engineering and Management graduates,
due to various reasons, cited in the
extant literature. Jacques Barzun
beautifully quoted as under seeing the
present condition of the teaching as a
profession;
“Teaching is not a lost art, but the
regard for it is a lost tradition.” ¯
Jacques Barzun

Therefore, based on the f indings o this
study we propose that to retain the
faculty’s in the organization or may be
in the sector (more precisely), the
administrators should promote a
healthy and constructive knowledge
sharing environment within the
academic realm, addressing the
individual differences of Age,
Qualif ication and Experience.
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Annexure 1:
Cronbach alpha and Factor Loadings of Knowledge Sharing Scale
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