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Abstract

The objective of this research is to analyze if affective commitment, relational psychological contract,
attitude and subjective norm affect the intention to share tacit knowledge and the internal organizational
transfer of tacit knowledge. A quantitative, non-probabilistic, explanatory, cross-sectional and
nonexperimental study was conducted. A total of 346 questionnaires were applied to employees of the
automotive industry in the northern border of Mexico. The statistical analysis was performed using
structural equations based on partial least squares (PLS). Findings indicate that affective commitment is
not related to intention to share tacit knowledge, but it is related to the internal organizational transfer of
tacit knowledge. Furthermore, the relational psychological contract, attitude and subjective norm,
positively impact the intention to share tacit knowledge and this last positively affects the internal
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organizational transfer of tacit knowledge. These findings contribute to academic knowledge, since in
Mexico the constructs have only been addressed independently.

JEL Code: M10, M12, M19
Keywords: affective commitment; relational psychological contract; intention to share tacit knowledge;
organizational transfer; northern border of Mexico

Resumen

El objetivo de la presente investigacion es analizar si el compromiso afectivo, el contrato psicolégico
relacional, la actitud y la norma subjetiva afectan la intencién de compartir conocimiento técito y la
transferencia interna organizacional de conocimiento tacito. Se realiz6 un estudio cuantitativo, no
probabilistico, explicativo, transversal y no experimental. Se aplicaron 346 cuestionarios a colaboradores
de la industria automotriz en la frontera norte de México. El andlisis estadistico fue mediante ecuaciones
estructurales basado en minimos cuadrados parciales (PLS). Los resultados indican que el compromiso
afectivo no esta relacionado con la intencién de compartir conocimiento tacito, pero si con la transferencia
interna organizacional de conocimiento tacito. Asimismo, el contrato psicoldgico relacional, la actitud y
la norma subjetiva impactan favorablemente la intencion de compartir conocimiento tacito y esta tltima
incide positivamente sobre la transferencia interna organizacional de conocimiento técito. Estos hallazgos
abonan al conocimiento académico, ya que en México los constructos solo han sido abordados en forma
independiente.

Cédigo JEL: M10, M12, M19
Palabras clave: compromiso afectivo; contrato psicolégico relacional; intencién de compartir conocimiento tacito;
transferencia organizacional; frontera norte de México

Introduction

Developing and exploiting employee knowledge has become increasingly important for organizations,
particularly for tacit knowledge since it is considered an intangible asset of great value for the strategic
support and development of organizational activities. Hence, it is important to review how human
resources and their knowledge are managed (Guerrero, 2016).

When tacit knowledge is shared, new knowledge is generated and then preserved, developed,
exploited, and transferred within the company to achieve organizational success (Arellano, 2015) since it
is the key element for making decisions that guide the organization’s management. When this happens, it
generates advantages in the development of skills and competencies; it increases the value of the company,
fosters innovation, and, above all, generates sustainable competitive advantages (Maynez, 2011;
Loebbecke, Fenema, & Powell, 2016; Tangaraja, Rasdi, Samah, & Ismail, 2016). Therefore, the difference
in the accumulation of knowledge of organizations may be leveraged in conjunction with the skills of its
staff in the right place at the right time (Arellano, 2015; Maynez, 2016). Nevertheless, several factors are

involved for tacit knowledge to be shared and transferred to different organizational levels, among which
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personal aspects such as the subject’s commitment to the company and the relational or behavioral
psychological contract stand out. This is because, according to Ajzen and Fishbein’s Theory of Reasoned
Action (1972), the subject’s intention to perform a certain action must be evaluated through the
observation of both attitudinal and normative beliefs because they directly influence their behavior at the
moment of making personal decisions in a given situation (Flores-Alarcon, 2018). Thus, the present
research aimed to analyze whether affective commitment, the relational psychological contract, attitude,
and subjective norms affect the intention to share tacit knowledge and the internal organizational transfer
of tacit knowledge in collaborators of the automotive industry on the northern border of Mexico.

This paper is divided into four sections: the first section reviews the literature to analyze the
different ways in which the variables studied have been evaluated and to support the hypotheses put
forward; the methodology used and the analysis of the results obtained are presented; and finally, the

discussion and conclusions of the study are presented.
Literature review and development of hypotheses

Since its establishment in the 1960s, when the “Bracero Program” was terminated, the manufacturing
industry has been considered the main source of employment in Ciudad Juarez (Villalpando, 2004). At
that time, intending to employ the displaced people from that program, the Mexican government made an
effort and created the National Border Program (PRONAF; Spanish: Programa Nacional Fronterizo) to
promote economic and social development in Mexico’s borders. This led to the arrival of foreign
companies, which created jobs and strengthened the city’s economy (Carrillo & Hualde, 1996;
Villalpando, 2004; Contreras & Munguia, 2007). In 1998, the decree for formalizing manufacturing
industry operations in Mexico was issued (Diario Oficial de la Federacion, 1998).

Today, the context of the manufacturing industry has changed. Production and administrative
processes have evolved, and they have state-of-the-art technology for the development and specialized
training of their personnel (Carrillo & Ramirez, 1990). Nonetheless, to be successful in their operations,
the active participation of their members is required since it is they who create the tacit knowledge that
accumulates over time, and to take advantage of it, it is necessary to share it since this intangible asset is
a source of irreplaceable competitive advantages (Contreras & Hualde, 2004). Academics Nonaka and
Takeuchi (1999) stated that middle management in companies acts as an intermediary bridge between
senior management and operational employees, and it is at this point where knowledge flows to different
organizational levels (Shuang-Shii, Kun-Shiang, & Ming-Tien, 2015).

The economic development of Mexico’s northern border remains a strategic point for the

manufacturing industry, thanks to its geographic location and optimization of freight delivery times, which
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allows companies to reduce logistics times and tariffs in their operations, among other advantages.
According to the National Institute of Statistics, Geography, and Informatics (INEGI; Spanish: Instituto
Nacional de Estadistica, Geografia e Informatica), as of November 2021, 322 organizations in Juarez were
active under the Manufacturing and Export Services Industry scheme, which represents 6.23% of the
national economy and 66% at the state level (INEGI, 2022). Of these companies, 39 are in the automotive
sector, including Lear Corporation (11 facilities), Aptiv (12 facilities), and Robert Bosch (3 facilities),
which are located in the city’s various industrial parks and zones (IMIP, 2021). Furthermore, according
to the latest monthly employment statistics provided by the Maquiladora Association, A.C. (INDEX)—
an organization that brings together the industrial sector on this border—as of the end of October 2022,
Chihuahua generated 515 870 jobs (17.5% of the national total) and Cd. Juérez 341 715 (12% of the
national total and 6.40% at the local level) in this production sector (INDEX, 2022).

Intention to share knowledge

In the organizational environment, knowledge is a strategic ingredient, and taking advantage of it will
depend to a large extent on managing it. It represents a combination of values, experiences, and skills,
which serve as a basis for the generation of new knowledge, its improvement, or a modification of previous
knowledge (Li, Zhang, & Zhou, 2017). The most viable option to avoid the risk of losing it is to share it,
since in this way, not only can organizational results be achieved, but also the perceived individual benefits
of those who share it as an act of reciprocity (Chang-Wook, Hea & Myungweon, 2017; Martin-Perez &
Martin-Cruz, 2015). Sharing knowledge involves two actors: on the one hand, the one who shares it
(sender), and on the other hand, the one who receives it (receiver). This act is expected to be voluntary
since, according to Castafieda (2015), it does not arise spontaneously because it depends largely on human
variables that must be analyzed.

According to Ming-Tien, Kun-Shiang, and Jui-Lin (2012), intention is the subject’s willingness
or desire to contribute to something or someone, as long as it is in a positive way, voluntarily, and
unconditionally, since sharing knowledge is an act of reciprocity and the organization cannot impose any
internal control on employees to share their knowledge with others. Nevertheless, to arouse this intention
to participate, it is necessary to assess the subject’s behavior, because intention is the most obvious
indication of the subject’s willingness to manifest a certain collaborative behavior (Fauzi, Ling Tan,

Thurasamy & Ojo, 2019; Punniyamoorthy & Asumptha, 2019).
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Psychological contract

The psychological contract is a process of exchanging mutual expectations between the employee and the
organization, where both expect common benefits (Zhike & Ting, 2018). The psychological contract can
be studied through the transactional and relational psychological contracts. The latter is established
indefinitely, usually long-term (Rousseau, 1989). It is characterized by being emotional and subjective
because loyalty and trust prevail between the parties involved (Martinez, 2018), and both the employee
and the organization are committed to contributing to achieving mutual goals (Adamska, Jurek & Rozicka-
Tran, 2015). The relational psychological contract plays a very important role when talking about
organizational results since its study focuses on the beliefs and work expectations of individuals (Vesga,
2011), which are usually not manifested but can affect the perception of the subject and experience poor
job performance and commitment to the organization (Rousseau, 1989). In addition, the subject’s beliefs
are implicit in their behavior when deciding to contribute to the organization and share their knowledge
since these and related social relationships are connected to work and based on day-to-day experiences
(Adamska et al., 2015). Likewise, the type of attachment that the subject has to the organization is an
individual factor that determines how they perceive the events that happen around them and allow them
to decide how they will participate by awakening in them the intention to share their knowledge (Schmidt,
2016) as well as the willingness to work in a team and adapt to change (Garcia & Forero, 2018).

Alternatively, during the term of the employment relationship, situations of various kinds may
occur, and the psychological contract may be violated, or agreements may not be fulfilled. This condition
is detrimental to both parties, especially for employees, as they may experience a sense of failure and
develop a negative attitude, which will consequently be reflected in low satisfaction and productivity and
in their organizational commitment (Rousseau, 1989; Garcia & Forero, 2018). Hence, the organization
must comply with the agreements and promises agreed in the psychological contract so that the employee
feels committed to their work and collaboration is mutual for the benefit of both parties (Zhike & Ting,
2018).

The relational psychological contract has been addressed and related to several variables, such
as job satisfaction (Millward & Hopkins, 1998), work stress (Garcia & Forero, 2018), noncompliance,
performance, and organizational commitment (Zhike & Ting, 2018; Rousseau, 1989; Guerrero, 2016),
among others. There is empirical evidence that the relational psychological contract is closely linked to
the subject’s intention in their desire to contribute, since when the employee feels comfortable and
satisfied with their work relationship, they have a greater willingness to contribute and provide their
support to the organization once their intention to share their knowledge with their coworkers is triggered
(Day & Wang, 2016). Based on the above, it is proposed that:
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H1.- The relational psychological contract is positively and significantly related to the intention

to share tacit knowledge.

Affective commitment

In the organizational environment, several variables are associated with the internal organizational transfer
of tacit knowledge; among them is the individual’s affective commitment. Organizational commitment is
recognized as an important component in understanding people’s work behavior and is studied in three
dimensions: normative commitment, continuance commitment, and affective commitment. According to
Meyer, Allen, and Smith (1993), affective commitment is characterized as an employee’s strong
attachment to the company’s objectives and values, which generates a great sense of pride in being part
of it and the decision to stay there by choice (Loli, Montgomery, Ceron, Carpio, Navarro, & Llacho, 2015;
Sadiya & Maimunah, 2016). Mercurio (2015) conceives it as the essence of organizational commitment
because it stands as the most important indicator of organizational results. Affective commitment works
as a reducer of uncertainty and decreases the intention of abandonment. If the company induces high levels
of affective commitment among its staff, positive benefits can also be achieved in the subject’s loyalty
(Martin-Perez & Martin-Cruz, 2015).

The effect of affective commitment has also been analyzed in both young and not-so-young
generations, and the results are similar. This confirms that the subject tends to be more motivated and
enthusiastic about their work in an environment with high levels of affective commitment (Li et al., 2017).
Together with the relationship with the leader, it allows them to develop a positive attitude, better
interrelationships with their colleagues, and consequently, contribute to their desire and willingness to
collaborate with the organization and coworkers (Mitonga-Monga, Flotman & Cilliers, 2018; Chang-
Wook et al., 2017; Faraz & Lenka, 2017; Sadiya & Maimunah, 2016; Martin-Perez & Martin-Cruz, 2015).

Affective commitment has been widely studied in different settings and contexts and in relation
to several variables, notably job satisfaction (Mitonga-Monga et al., 2018; Lizote, Verdinelli, & do
Nascimento, 2017), job performance (Kaplan & Kaplan, 2018; Chang, Leach, & Anderman, 2015),
socialization (Calderén, Laca, Pando, & Pedroza, 2015), personality traits (Izzati, Suhariadi, & Hadi,
2015; Emecheta, Hart, & Ojiabo, 2016), perceived organizational support, work experience, trust (Gupta,
Agarwal, & Khatri, 2016; Mercurio, 2015), and knowledge transfer within the organization (Maynez,
2016).

In addition, affective commitment arises from organizational knowledge. Evidence suggests
that, both at group and individual levels, knowledge can be shared when there are high levels of affective
commitment (Chang-Wook et al., 2017) as it is closely related to the subject’s intention and behavior in
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their desire to participate when they perceive that the organization values their contribution and well-
being (Maynez, Cavazos, Ibarreche, & Nufio de la Parra, 2012; Faraz & Lenka, 2017; Contreras-Pacheco,
2018; Curtis & Taylor, 2018). Based on the above, it is proposed that:

H2.- Affective commitment is positively and significantly related to the intention to share tacit
knowledge.

On the other hand, Ajzen and Fishbein’s (1972) Theory of Reasoned Action has been widely
used in different disciplines to predict human behavior. According to this, to awaken the subject’s
intention to perform a certain action, both attitudinal and normative beliefs should be evaluated because
they directly influence their behavior when making personal decisions in the face of a given situation
(Flores-Alarcon, 2018).

Attitude is characterized by the subject’s feelings of liking or disliking when manifesting certain
behavior to perform a certain action (Bock, Zmud, Kim, & Lee, 2005) so that they evaluate to decide
whether it is convenient or not to act based on the perception of their actions, consequences, and values
(Ajzen & Fishbein, 1972). Moreover, the subjective norm is manifested through the social pressure that
the subject experiences when they receive comments or suggestions from people they consider important,
which they evaluate in conjunction with the power they exert over them, and coupled with their level of
motivation, will allow them to react and manifest a certain behavior when deciding on a certain situation
that is presented to them (Shin-Yuan, Hui-Min, & Yu-Che, 2015; Punniyamoorthy & Asumptha, 2019).
In this study, to determine the degree of willingness and participation that the employee has toward the
organization and their coworkers, both the attitude and the subjective norm were analyzed as antecedents
of the intention to share knowledge, adopting the Theory of Reasoned Action in its evaluation. In terms
of attitude, the collaborator analyzes whether or not it is convenient for them to share their tacit knowledge
with other coworkers once they assess the factors that have influenced them to acquire the knowledge
they possess (Shuang-Shii, Kun-Siang, & Ming-Tien, 2015). As for the subjective norm, the collaborator
responds to social pressures by assessing whether it is important to heed or ignore the comments or
suggestions issued by their superiors or coworkers, and depending on their level of motivation at that
moment, they will manifest a certain behavior based on whether or not they desire to share their tacit
knowledge (Young, Byoungsoo, & Heeseok, 2016; Smith, 2017).

Furthermore, Asrar-ul-Haq and Anwar (2016) note that in order to share knowledge, it is not
enough to have the intention to do so, as the subjective norm can be induced by factors that can facilitate
or impede knowledge sharing and transfer, such as trust and organizational culture, as well as by the
reward and motivation system implemented by organizations. Other studies suggest that when people have
good social interrelationships with their coworkers and a positive perception of the ethics of their

superiors, they develop a more favorable attitude (Bock et al., 2005), thus confirming that both attitude
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and subjective norm are closely related to the subject’s intention to share their knowledge (Woolley, 2015;
Razmerita, Kirchner, & Nielsen, 2016; Fauzi et al., 2019). Based on the above, it is proposed that:
H3.- Attitude is positively and significantly related to the intention to share tacit knowledge.
H4.- The subjective norm is positively and significantly related to the intention to share tacit

knowledge.

Internal organizational transfer of tacit knowledge

In knowledge management, two types of organizational knowledge can be differentiated according to their
structuring and codification: tacit and explicit. Tacit knowledge lies in the subject’s subjectivity, ideas,
and hunches. It is highly personal because it is rooted in the individual’s experience, making it difficult to
express in words and limiting its scope and dissemination; its dissemination can be costly since it is only
shared through direct contact with people, i.e., face to face (Nonaka & Takeuchi, 1999; Maynez, 2011).
Due to the nature and importance of this type of knowledge, it is necessary to share it with other people
so that it can be transferred to different organizational levels and thus be used for the benefit of all
company members.

To ensure that the transfer of tacit knowledge within the organization is successful, Nonaka and
Takeuchi (1999) suggest transforming it into different forms of communication so that all members
understand it and the organization is also involved in the transfer (Argote & Fahrenkopf, 2016). When
this happens, changes in organizational practices and policies are triggered because the new knowledge
lies in the structure, rules, procedures, strategies, and technologies (Shin-Yuan et al., 2015; Loebbecke et
al., 2016; Maynez & Noriega, 2015). Consequently, the organization becomes an entity capable of
transforming itself and achieving respect among its members since by applying this new knowledge in the
development of the tasks and activities of its collaborators, it improves work performance, productivity,
and the generation of ideas and concepts that contribute to innovation and the development of sustainable
competitive advantages (Loebbecke et al., 2016; Maynez, 2011).

Furthermore, for knowledge transfer to take place, the participation of both the employee and
the organization is necessary, and several factors influence it, among them intention and affective
commitment. On the one hand, the subject’s intention to share their knowledge is supported by their
willingness to do so and their expectation of reciprocity from the company (Maynez et al., 2012; Maynez,
2016). On the other hand, when the employee has a high level of commitment (Chang-Wook et al., 2017),
knowledge transfer within the company can be successful since affective commitment acts as a facilitator
in this process (Sadiya & Maimunah, 2016; Faraz & Lenka, 2017; Mitonga-Monga et al., 2018). Based

on the above, it is proposed that:
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H5.- Affective commitment is positively and significantly related to the internal organizational

transfer of tacit knowledge.
H6.- The intention to share tacit knowledge is positively and significantly related to the internal

organizational transfer of tacit knowledge.
The basic research model is shown below in Figure 1.

Intention to share
tacit knowledge

Relational
psychological
contract

Affective
commitment

Internal
organizational
transfer of tacit
knowledge

Subjective
norm

Figure 1. Basic research model
Source: created by the authors

Method

Sample and data collection

A quantitative, non-probabilistic, explanatory, cross-sectional, and non-experimental study was
conducted. A questionnaire was used for data collection, adapted, and answered by middle management
collaborators, whose main function is implementing coordination strategies, managing assigned resources,

and supervising the processes in their area. These personnel also maintain close communication with other
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personnel to achieve organizational goals and objectives in two ways: internally with operational
personnel in their area and with collaborators from other departments, and externally with suppliers and
clients. The sample comprised engineers, supervisors, analysts, and technicians from the morning and
afternoon shifts, working in several companies in the export manufacturing industry, specifically in the
automotive sector in the northern border of Mexico. The fieldwork was carried out from August to October
2016, and in total, 346 questionnaires were collected with 33 valid items for analysis, of which 273 were
male (78.9%), 72 were female (20.8%), and one person did not indicate their gender (0.3%). Of these,
54.9% reported being between 20 and 30 years of age. The majority reported being single (48.6%). 64.6%

had a bachelor’s degree, and 46.5% held a technical position, as shown in Table 1.

Table 1
Demographic characteristics of participants
Respondents Percentage
Gender Male 273 78.9
Female 72 20.8
Not Answered 1 0.3
Age Between 20 and 30 years old 190 54.9
Between 31 and 40 years old 94 27.2
Between 41 and 50 years old 51 14.7
Between 51 and 60 years old 9 2.6
Not Answered 2 0.6
Schooling Secondary 12 35
Baccalaureate 66 19.1
Bachelor’s Degree 224 64.6
Master’s Degree 34 9.8
PhD 1 0.3
Not Answered 9 2.6
Position Engineer 116 335
Supervisor 48 13.9
Analyst 21 6.1
Technician 161 46.5

Source: created by the authors

Assessment of the constructs

A questionnaire was used to assess the variables under study, the process of which consisted of four stages:
(a) a literature review was made to learn about the various ways in which the variables had been evaluated;
(b) the instrument was selected, translated (where necessary) and adapted to the cultural context; (c) the
first version of the questionnaire was made and submitted for consideration to a group of experts to achieve

a better understanding of the items formulated; and (d) according to the comments and suggestions of the
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experts, the pertinent corrections were made and the final version was formulated. The questionnaire items
were designed with statements evaluated on a five-point Likert scale ranging from 1, “totally disagree,”
to 5, “totally agree.” To measure the variables under study, 8 items were adapted from the Psychological
Contract Scale (PCS) developed by Millward and Hopkins (1998) to assess the relational psychological
contract. 6 items were adapted from the Three-Component Model (TCM) developed by Meyer et al.
(1993) to assess affective commitment. 5 items were adapted based on Bock et al. (2005) and Maynez
(2011) to assess intention to share tacit knowledge. 4 items were adapted to assess the subjective norm
and 3 items to assess attitude, both based on Bock et al. (2005). Finally, 7 items were used based on
Maynez (2011) to assess the internal organizational transfer of tacit knowledge. The statistical analysis of
the data was performed by structural equation modeling (SEM) based on partial least squares (PLS) using
Smart PLS3 software (Ringle, Wende, & Becker, 2015).

Analysis of results

Model assessment

The reliability of the indicators was assessed and verified, as well as the reliability of the internal
consistency of the constructs, as shown in Table 2. Regarding the reliability of both the indicators and the
internal consistency of the constructs, Bagozzi and Yi (1988) recommend that the cut-off point should
preferably reach a value of 0.70 or higher. Nevertheless, concerning the indicators, Chin (1988) suggests
that indicators with loadings lower than 0.70 can be retained if there are indicators in the construct with
loadings higher than the indicated value. Consequently, and following the recommendations of the
experts, this condition was met in the assessment of the model, as the loadings were higher than 0.70 for
most of the indicators, except for two items corresponding to the construct relational psychological
contract (cprl and cpr8), one item belonging to the construct intention to share tacit knowledge (ic18),
and one item of the construct subjective norm (ns23), which did not exceed the cut-off point. Nonetheless,
following Chin’s (1988) criteria, the indicators were retained as most of the indicators of the constructs
had loadings above 0.70. The internal consistency reliability of the constructs was assessed using
Cronbach’s Alpha and composite reliability as suggested by Bagozzi and Yi (1988) to corroborate it,
obtaining scores above 0.70 for both criteria. Likewise, the convergence validity of the constructs was
assessed through the average analysis of variance extracted (AVE) to measure the degree to which the

indicators of a construct share a portion of variance among them—uwith the recommendation that the value
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reached be 0.50 or higher, according to the experts (Chin, 1988; Bagozzi, and Yi, 1988)—fully complying
with these criteria in the research model. The above is shown in Table 2.

Table 2
Internal consistency validity of the indicators and convergent validity of the constructs
Latent variable Indicators  Loads Cronbach’s Alpha Composite reliability AVE
cprl 0.61 0.86 0.89 0.50
cpr2 0.72
cpr3 0.76
Relational cprd 0.75
psychological contract cprs 0.70
cpré 0.75
cpr7 0.72
cpr8 0.64
ca9 0.76 0.89 0.92 0.65
cal0 0.77
. . call 0.84
Affective commitment cal? 088
cal3 0.87
cal4 0.71
icl5 0.84 0.86 0.90 0.64
Intention to shar i !ClG 0.8
kntgwtlgdgteo share tacit ic17 0.86
icl8 0.64
icl9 0.76
ns20 0.80 0.75 0.85 0.59
Subjective norm ns21 0.86
ns22 0.83
ns23 0.54
act24 0.88 0.86 0.91 0.78
Attitude act25 0.91
act26 0.86
tc27 0.83 0.92 0.94 0.67
o . tc28 0.76
Organizational internal
- tc29 0.83
transfer of tacit
knowledge tc30 0.87
tc31 0.79
tc32 0.84
tc33 0.82

Source: created by the authors based on SMART PLS results

The discriminant validity of the model was also assessed to analyze the relation between the
latent variables and the extent to which an indicator represents only the construct to which it corresponds.
In this regard, Fornell-Larcker (1981) indicates that the square root of the average analysis of variance
extracted (AVE) of each construct should be greater than the correlation levels of the construct to verify

that the variables really measure what they are supposed to measure. An alternative tool used to
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corroborate that the indicators corresponding to each construct are measuring only that construct is the
Heterotrait-Monotrait Ratio (HTMT), which indicates that the values obtained should preferably be less
than 0.85 to ensure that there is a solid discriminant validity between the constructs (Henseler, Ringle, &
Sarstedt, 2015). Table 3 shows the values obtained in both criteria, where the square root of the AVE can
be seen above the diagonal and the corresponding correlations below the diagonal. In all cases, the values
obtained are below 0.85, thus corroborating the discriminant validity of the model.

Table 3
Discriminant validity of the model
Fornell-Larcker Criterion Heterotrait-Monotrait Ratio
Criterion
act ca cpr Ic Ns tc act ca cpr ic ns
Attitude (act) 0.88
Affective 036 081 0.41
commitment
(ca)
Psychological 041 063 0.71 047 0.73
relational
contract (cpr)
Intention to 070 036 0.48 0.80 081 040 054
share tacit
knowledge (ic)
Subjective 054 035 046 051 0.77 068 043 056 0.64
norm (ns)
Internal 046 050 056 040 053 082 052 055 063 044 0.63

organizational
transfer of tacit
knowledge (tc)
Source: created by the authors based on SMART PLS results

The structural model, shown in Figure 2, presents the factor loadings obtained for each of the
observable variables and the path values of the structural relations. The relation of the relational
psychological contract with the intention to share tacit knowledge was 0.209, of the affective commitment
with the intention to share tacit knowledge was -0.017, of the attitude with the intention to share tacit
knowledge was 0.560, of the subjective norm with the intention to share tacit knowledge was 0.119, of
intention to share tacit knowledge with organizational internal transfer of tacit knowledge was 0.248, and
of affective commitment with organizational internal transfer of tacit knowledge was 0.416.

Regarding the prediction of the structural model, the coefficient of determination (R?) obtained
for the intention to share tacit knowledge construct was 0.544. That is, the latent variables relational
psychological contract, affective commitment, subjective norm, and attitude explain more than 50% of

the variance of this construct. Regarding the internal organizational transfer of tacit knowledge, the
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coefficient of determination (R was 0.303, so affective commitment and intention to share tacit
knowledge together explain 30.3% of the variance of this construct.

On the other hand, regarding the hypotheses proposed, the values obtained at a reliability level
of 95% were: H1, t=3.92; H2, t=0.31; H3, t=10.68; H4, t=2.26; H5, t=8.47; and H6, t=8.03. Therefore,
the hypotheses proposed in the present study are not rejected except for H2, where it was stated “H2. -
Affective commitment is positively and significantly related to the intention to share tacit knowledge,” as
a statistically non-significant association with the intention to share tacit knowledge (-0.017) was
obtained. Nevertheless, it maintains a positive effect on the internal organizational transfer of tacit

knowledge (0.416), confirming the association between the other constructs.

0,860
- 3
, |
0.

Relational
psychological
contract

40.017 (D31)

Intention to share
tacit knowledge
0.544

0.208 (3.82)

Affective
commitment

2.560 (10.68)

0248 (8.03)

0416 (24T
—

0118 (226)

Internal
organizational transferji=
of tacit knowledge /4
0.303

ases | Subjective

norm

0212

nsll mI

Figure 2. Structural model
Source: created by the authors based on SMART PLS results

Discussion

Due to the constant global changes that organizations face daily to compete and maintain relevance, their
main support lies in one of their most valuable resources: organizational knowledge. An efficient strategy
to take advantage of it is to share it and adapt it to the circumstances through the internal organizational
transfer of tacit knowledge (Nonaka & Takeuchi, 1999, p.7). Therefore, the present study aimed to analyze
whether affective commitment, relational psychological contract, attitude, and subjective norms affect the
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subject’s intention to share their tacit knowledge and the internal organizational transfer of tacit
knowledge in collaborators of the automotive industry in the northern border of Mexico.

The variables under study are important predictors of organizational success, but in Mexico, no
studies address these constructs as a whole, as they have only been analyzed independently. Therefore,
the findings of this research represent a contribution that helps to advance academic knowledge.

Regarding the influence of the relational psychological contract with the intention to share tacit
knowledge, the evidence obtained confirms this relation. The results are consistent with the findings
presented by Dai and Wang (2016) and corroborate what has been pointed out in previous works by
indicating that subjects respond and behave with mutual reciprocity when they perceive that the company
recognizes their efforts in the performance of their work to achieve common goals (Gupta, Agarwal,
Samaria, Sarda & Bushab, 2012; Hung-Wen & Ching-Hsiang, 2009; Ming-Tien et al., 2012; Fantinato &
Casado, 2011). In the context analyzed, the relational psychological contract was reflected in the fostering
of teamwork, trust, mutual support, and recognition of the work by the company, indicating that
employees feel satisfied with the support provided by the organization and that they contribute by sharing
their tacit knowledge with other coworkers.

Regarding the effects of affective commitment, the evidence from this study shows both
significant and non-significant results. On the one hand, the literature indicates that affective commitment
acts as a facilitator in the subject’s behavior to collaborate for the benefit of the organization when there
are high levels of commitment in the work environment (Mitonga-Monga et al., 2018; Chang-Wook, Hea,
& Myungweon, 2017; Faraz & Lenka, 2017; Sadiya & Maimunah, 2016; Martin-Pérez & Martin-Cruz,
2015; Li et al., 2017). This approach is corroborated by some studies conducted whose results indicate
that indeed affective commitment and intention to share knowledge have a positive association (Contreras-
Pacheco, 2018; Curtis & Taylor, 2018; Chang-Wook et al., 2017; Faraz & Lenka, 2017; Maynez et al.,
2012). Nonetheless, in the present study, affective commitment had a non-significant effect on the
intention to share tacit knowledge. On the other hand, affective commitment has a direct, positive, and
significant impact on the internal organizational transfer of tacit knowledge, corroborating the results of
Maynez et al. (2012). Another study analyzed the relation between these variables in middle and upper
management workers in the automotive, cement, medical, electronics, and telecommunications sectors in
manufacturing companies in Chihuahua and Juarez, highlighting that affective commitment does not
influence the internal transfer of knowledge (Maynez, 2016). In the perspective of the context analyzed,
the fact that the collaborator has a high level of affective commitment to the organization does not mean
that they have the intention or desire to share their tacit knowledge with coworkers; consequently, it is
interesting to inquire further in this regard to learn more about the factors implicit in this. However, the

employee’s affective commitment certainly influences the internal organizational transfer of tacit
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knowledge, which may indicate that the employee has an ingrained sense of belonging and is committed
to collaborating on behalf of the organization to achieve its objectives.

Regarding the subject’s intention to share tacit knowledge, it was necessary to analyze the
subject’s attitude and subjective norm, adopting for this purpose the Theory of Reasoned Action (Ajzen
& Fishbein, 1972). The evidence from this study confirms that both attitude and subjective norm are
closely related to the subject’s intention to share their tacit knowledge, with these findings confirming
those obtained by Yong et al. (2016) and corroborating the approach of other researchers who suggest
that when the subject is motivated and the recommendations and suggestions of their superiors to perform
a certain action are appropriate, it is the right time to awaken their intention to share their tacit knowledge
with other coworkers (Bock et al., 2005; Ming-Tien et al., 2012; Wu, 2013; Smith, 2017). Nonetheless,
other studies were also found whose results indicate that subjective norms are not related to the intention
to share knowledge (Fauzi et al., 2019; Shuang-Shii et al., 2015). In the automotive context of the northern
Mexican border, the collaborator views sharing their tacit knowledge with other coworkers as an act of
personal satisfaction and their own free will, without caring about the perceived social pressures or
economic reward they could obtain, but rather they do it because they want to participate and contribute
on behalf of the company.

Finally, regarding the influence of the subject’s intention to share tacit knowledge with the
internal organizational transfer of tacit knowledge, the evidence obtained in the present study confirms
this relation. The results are consistent with those of other works (Maynez et al., 2012; Castafieda, 2015)
and are corroborated by the hypothesis that when knowledge is shared with other coworkers, the
knowledge flows within the organization through several people and does not remain at the individual
level. In the context analyzed, the intention and desire of the collaborator to share their tacit knowledge
with other coworkers was reflected in the reciprocal participation of both the sender of the knowledge and
the receiver, resulting in efficiency in performing activities, the creation of new ideas and work practices,

and the sharing of ideas, knowledge, and skills among coworkers.

Conclusions

In the field of knowledge management, knowledge emerges from different sources. It must be correctly
combined and directed by the organization for its benefit since the use of both personnel skills and
organizational knowledge will depend to a great extent on the best practices, strategies, and methods
implemented to face future challenges. This paper demonstrates that the variables studied strongly affect
organizational success in automotive companies on Mexico’s northern border. An organization can
nurture the sense of belonging of its collaborators so that they identify with it and thus strengthen their

16



P. Salazar-Fierro, et al. /Contaduria y Administracién 68 (2), 2023, 1-23
http://dx.doi.org/10.22201/fca.24488410e.2023.2997

affective commitment, in addition to promoting effective communication channels that allow socialization
and generation of trust among its members.

This work’s empirical evidence indicates no correlation between affective commitment and the
employee’s intention to share their tacit knowledge. In the context studied, other factors may prevent the
employee’s intention to do so, even if their affective work commitment is present. Nevertheless, affective
commitment does have a positive impact on the internal organizational transfer of tacit knowledge. In the
context analyzed, the employee knows and recognizes the importance of sharing organizational
knowledge among all coworkers, which facilitates the performance of the company’s daily tasks.

Furthermore, empirical evidence indicates that the relational psychological contract positively
influences the employee’s intention to share their tacit knowledge. In this type of organization, the
employee feels satisfied with their expectations because they perceive reciprocity and compliance with
the promises and agreements made with the company, which results in their desire to collaborate in
achieving mutual objectives. Likewise, it has been demonstrated that the attitude and subjective norms of
the collaborator contribute positively to their intention to share their tacit knowledge. In this industry,
companies manage to trigger the employee’s intention to share their tacit knowledge, mainly through
social interrelationships, since these have a stronger influence on the employee than the suggestions for
participation received from their superiors. Therefore, both the relational psychological contract and the
attitude and subjective norm explain their intention to share tacit knowledge by developing a positive
collaborative attitude, which in turn positively impacts the internal organizational transfer of tacit
knowledge. In this type of organization, tacit knowledge does not remain at a personal level but flows in
different directions within the company because both the theory and the practice of internal and external
guidelines of organizational knowledge are implicit, and this process facilitates the organization’s success
in carrying out its operations.

Like any other work, this research has limitations, which reside mainly in the context analyzed
since the findings obtained are exclusively from the automotive sector in the northern border area of
Mexico and may differ from other contexts and populations, so they should be approached cautiously.
The recommendation is to replicate this study in other contexts to compare results and analyze their

behavior.
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