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Abstract

The problem that occurs in knowledge management is that several
individuals control a lot of knowledge so when these individuals leave
the organization, the organization will lose its knowledge. Therefore
knowledge sharing is very important for the success of educational
institutions. This study aims to examine the willingness to share tacit
knowledge, its relation to perceived values, and altruistic behavior.
This research was conducted at a private university in Central Java
with a quantitative and qualitative approach. The quantitative
approach uses a sample of 294 lecturers. Qualitative approach through
triangulation of higher education leadership sources. The results of the
study concluded that altruistic behavior is the best predictor in
forming the desire to share knowledge between lecturers both
internally and externally, and perceived value support is also an
important factor for sharing knowledge. This finding implies the need
to build a culture of sharing tacit knowledge through regular
discussions at the study program level at the lowest structural scope.
Discussions at the faculty and university level, as well as discussions
with external parties, both fellow academics, and non-academicians,
these activities must be under the umbrella of academic regulations
and enhance the role of quality assurance as a control tool. All of this is
believed to improve the quality of lecturers in implementing the Tri
Dharma of Higher Education.
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Introduction

With the publication of regulations from the Ministry of Education and Culture as stated in
the Minister of Research, Technology and Higher Education Regulation Number 51 of 2017
concerning Certification of Educators for Lecturers, Lecturers are required to be professional in
carrying out their duties. In addition to professional educators and scientists, their primary
responsibilities are to transform, develop and disseminate science, technology, and art through
education, research, and community service. In this regard, the management of knowledge in
education is very important, because knowledge is the most valuable asset. Knowledge is a unique
and distinctive intellectual asset, and it is for this reason that academics popularize knowledge
management through research and practice. Gamble (2020) states that there are two types of
intellectual assets, first, explicit knowledge, namely knowledge that is collected and translated into
a form of written documentation so that it is more easily understood by others, second, tacit
knowledge, namely knowledge contained in one's mind by understanding and experience of the
person himself, so this is what makes this type of knowledge unique and distinctive. This type of
tacit knowledge is the most critical and difficult to articulate. Added value to an organization can
also be seen from this type of knowledge in a knowledge management system.

Sharing tacit knowledge is one of the core concepts in the study of knowledge management
(Sentika & Arissaputra, 2022). It is also known as the way people communicate and receive
knowledge (Mønsted, 2005). Knowledge can be shared when a group works together to solve
problems and generate new ideas (Nham et al., 2020). In the workplace, employees often share
job-related information, values, experiences, knowledge, and skills with others either explicitly or
tacitly (Wang, 2013). It is also explained that there are several ways for individuals to share
explicit knowledge, for example, written notes and discussion of data analysis. Conversations
during discussions and informal meetings also help develop new tacit knowledge among them
(Gamble, 2020). For universities, lecturers can contribute to creativity, innovation, application of
knowledge, and even competitive advantage through knowledge sharing (Asbari et al., 2019).

Knowledge management is a series of activities used by organizations to identify, create,
explain, and distribute knowledge for reuse, knowledge, and learning within the organization.
These activities are usually related to organizational objectives and are aimed at achieving a
specific result such as shared knowledge, performance improvement, competitive advantage, and
innovation (Garcia-Perez et al., 2018). Thus the ontological study in knowledge management is
knowledge, and many organizations use knowledge management as a strategy for creating value,
increasing organizational effectiveness and productivity, as well as an organizational competitive
advantage, thus the core concept of knowledge management is how to explore, use, and
disseminate knowledge.

Philipson and Kjellström (2020) hold the view that knowledge that is always created by
individuals can be raised and expanded by organizations through social interaction where tacit
knowledge is converted into explicit knowledge, therefore, the process of creating knowledge in
organizations must be understood as a process that organizationally strengthens the knowledge
created by individuals and its formation is part of the organization's knowledge network. Referring
to the epistemological view of ownership, where knowledge is owned by individuals within the
organization, the emphasis is on tacit knowledge and individual achievement. While the views
related to the practical epistemological perspective that knowledge must be shared, so that
knowledge becomes valuable, and if knowledge is hoarded it will soon become obsolete (Sentika &
Arissaputra, 2022). Through this perspective, knowledge is in the context of individual interaction.
This study tries to adopt a view of knowledge through the epistemology of ownership.

Polanyi (1966) provides a distinction between tacit and explicit knowledge, explicit knowledge
is the knowledge that can be easily codified, transferred, communicated, or documented in a
systematic language such as words and pictures (Sentika & Arissaputra, 2022) . This usually
consists of technical knowledge, instructions, and processes, in contrast, tacit knowledge is the
knowledge that is personal, specific and subjective, and rooted in action, commitment to
involvement, and particular contexts, as subjective, and rooted in action, commitment to
involvement, and particular contexts, as Polanyi (1966) defines tacit knowledge as knowledge
which is known but difficult to express because it has been internalized in the subconscious mind.

https://research.cbs.dk/en/persons/mette-m%C3%B8nsted
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Tacit knowledge denotes a level of understanding that cannot be made explicit because it is not
accessible to the conscious mind.

The question is "How can the knowledge possessed by individuals, in this case, the lecturers
as a result of a non-stop learning process, be shared with all lecturers in educational institutions?"
because the problem that often occurs in knowledge management is the amount of knowledge that
is controlled by several individuals, then when these individuals leave the organization (exit), it is
likely that the organization will lose its knowledge (Sentika & Arissaputra, 2022). Therefore
knowledge sharing is very important for the success of educational institutions because the
dissemination of knowledge on parts of the organization is very beneficial (Asbari et al., 2019;
Garcia-Perez et al., 2018; Sentika & Arissaputra, 2022).

Many organizations do not know or do not know the potential for hidden knowledge
possessed by their members, this statement can be seen from the results of research (Dhelphi
Group) that knowledge in organizations is stored in a structure of 42% in the minds (brain) of
employees/members; 26% paper documents; 20% electronic documents; and 12% knowledge
based-electronics. Thus the culture of sharing knowledge is a basic problem at the knowledge
management implementation level holds the view that the ability to associate is highly dependent
on a condition in which the community is willing to share to find common ground for shared
norms and values if this ethical-normative meeting point is found, then in turn, individual
interests will submit to the interests of the group community (Zhao et al., 2018). Therefore
knowledge sharing has many potential benefits that can be realized, although there are still
workers who do not have the will to share knowledge (Mohajan, 2019). Because they think that
knowledge is very important and valuable to protect so that their position and position in an
organization is secure, and not replaced by someone else, storing knowledge is a natural tendency,
which may be difficult to change. Another reason why people don't want to share knowledge is
that they feel that sharing knowledge is a waste of time and effort, and can be used for other work
activities that can generate greater personal benefits and benefits that exceed expectations (Natek
& Lesjak, 2021).

Based on the explanation above, this study aims to examine knowledge sharing at private
universities (PTS) in Central Java. The choice of higher education institutions as a research
context is because higher education institutions are organizations engaged in the field of
knowledge and information services. Learning and knowledge sharing is at the forefront and
determine lecturer performance and institutional performance. Another interesting phenomenon
is that higher education institutions have unique characteristics when compared to other public
sector organizations, and also play an important role in various innovations.

Apart from that, there is also an increasing demand for higher education institutions to be
able to respond to every development need, by becoming the driving force and source of
knowledge for the development of higher education institutions. This condition has encouraged
higher education institutions to not only carry out educational activities but are required to
become research organizations that provide various solutions to problems experienced by
stakeholders, both industry, government, and other parties who need them. Several other
facilitators and deterrents of knowledge-sharing behavior that have been reported in the literature
include knowledge properties (Matic, Cabrilo, & Grubic-Nesic, 2017; Szilva, Caganova, Bawa, &
Pechanova, 2018), managerial actions and management style (Krylova, Vera, & Crossan, 2016),
and individual characteristics such as the individual's tendency to believe (Matzler et al., 2006).
Therefore, the tendency of lecturers to trust others will positively influence their willingness to
share knowledge, perceived values also influence knowledge-sharing behavior, and the impact of
all of these will affect the overall service innovation performance of higher education institutions.

Literature Review

Hypotheses Development

Perceived Value and Willingness to Share

Perceived value is one of several theories that discuss the value of information. Based on
research conducted by Gallarza and Saura (2006) referring to Zeithaml (1988), the definition of
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perceived value, which is the most widely accepted, namely: the overall assessment of the
usefulness of a product by looking at it based on perceptions of what is received and what is given.

Table 1. State of The Art Perceived Value and Willingness to Share
No. Researcher Findings

1 Mahmood et al.
(2020b)

The findings of this study conclude that the perceived value of
knowledge influences the intention to share tacit knowledge.

2 Ahmet Demir, et
al. (2020)

The results reveal that service quality directly affects perceived value
and satisfaction but has no direct effect on willingness to pay

3 C. Schumacher
(2022)

Empirical findings show that national culture directly influences
willingness to share and moderates the effects of privacy concerns and
perceived benefits on Willingness to Share

4
Medberg, G. and
Grönroos, C.
(2020)

This study identified seven empirical dimensions of positive and
negative usage value: solution, attitude, convenience, expertise, speed of
service, flexibility, and monetary cost. Interestingly, this value
dimension overlaps greatly with the service quality dimension

H1: Perceived Value positively influences Willingness to share

Altruism behavior and Trust

The concept of altruism was first introduced by Auguste Comte, who defined altruism as the
principle of devoting behavior for the benefit of others (Khoa et al., 2020). The psychological basis
for altruism is explained in social exchange theory (Honeycutt, 2014). Self-space basis views that
altruism is open-mindedness as a result of the urge to meet the needs of coexistence with others
(Khoa et al., 2020). Sociologically, altruism makes individuals willing to put others before
themselves and makes individuals ready to help others without expecting anything in return
(Khalil, 2001). According to Slonim and Garbarino (2008), trust and altruism have a significant
relationship in influencing business success, as well as the findings (Khoa et al., 2020) that
altruism, peer support, and leader support have a positive and significant effect on employee trust.

Table 2. State of the art Altruism Behavior and Trust
No Researcher Findings

1
Slonim and
Garbarino
(2008)

Trust and altruism are important behaviors that influence successful
decisions and business growth.

2
Brülhart and
Usunier
(2008)

Reciprocal relationships, interactions, and trust are distinct and relevant
components of individual preference and altruism. Formally the test
describes dominant altruism in favor of trust and giving more to the poor.

3 Khoa et al.
(2020)

From the research results it is known that altruism, peer support, and leader
support have a positive and significant effect on employee trust. In terms of
employee demographic characteristics, it appears that voting behavior tends
to vary significantly depending on position and level of education.

H2: Altruism behavior positively influences Trust

Willingness to Sharing and Tacit Knowledge Sharing

Willingness emphasizes collective interests that prioritize groups (De Vries et al., 2006). The
will philosophy primarily considers group members as the most relevant factors leading to the
formation of intentions and the performance of the behavior. Willing to share describes the extent
to which individuals are ready to transfer intellectual resources and share them with other team
members and organizational members. Susanty et al. (2016) show that personal intention to share
information is a fundamental determinant of knowledge sharing. A study conducted by De Vries et
al (2006), emphasized that willingness is related to knowledge gathering and knowledge donation.
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Knowledge-sharing attitudes about willingness mediate the relationship between communication
style, job satisfaction, and performance beliefs on knowledge-sharing behavior.

Table 3. State of the art Willingness to Share and Tacit Knowledge Sharing
No. Researcher Findings

1 Manus et al. (2016)

These findings provide researchers with an overall topology
of the KS factors and equally offer useful insights for
managers looking to increase their willingness to share
knowledge within their firms.

2 Du et al. (2012)

This study looks at the factors that influence the extent of
willingness to share information from a partnership
perspective. Template-based and proactive information
sharing suggests that as partnerships become closer, the
willingness to share template-based information increases,
and consequently the willingness to share information
becomes proactive.

3 Gosain et al. (2004)

Willingness to share reflects the quality of the information
shared, including timeliness, accuracy, adequacy,
completeness, and reliability. These dimensions, combined
with the extent of information sharing and the level of
coordinated knowledge involved, influence the quality of
decisions made by firms.

H3: Willingness to share positively influences Tacit Knowledge Sharing

Trust and Tacit Knowledge Sharing

The sharing of tacit knowledge is considered a form of intellectual capital preceded by the
formation of trust (Lin, 2007). To create an organizational culture that encourages the sharing of
tacit knowledge, trust must be built. Trust is more than just an emotional expression of belief in
others because trust consists of ethical behavior, competence, reliability, and integrity. In essence,
trust can increase organizational commitment and expertise. High trust is closely related to
employee engagement, customer satisfaction, and business success. Trust plays a major role in
teamwork and effective task completion. Additionally, trust builds confidence and encourages
honest feedback that enhances the quality of information. In other words, trust in the workplace
helps organizations achieve quality performance through the sharing of tacit knowledge, to
improve employee expertise and quality of information. By integrating the dynamics of trust into
the core values of an organization's culture, interactions are not only between colleagues but also
management and their employees (Nesic & Lalic, 2016).

Table 4. State of The Art Trust and Tacit Knowledge Sharing
No. Researcher Findings

1 Ogunmokun et
al. (2020)

The results of the empirical analysis reveal that the tendency of trust is
positively related to knowledge-sharing behavior, and knowledge-
sharing behavior is positively related to organic organizational
structure and service innovation.

2 Holste and
Fields (2010)

Trust influences staff members' willingness to share tacit knowledge
and affect-based trust has a significantly greater influence on
willingness to share tacit knowledge, whereas cognition-based trust
plays a bigger role in willingness to use tacit knowledge

3 Samadi et al.
(2015)

The results of the study concluded that there is a relationship between
organizational trust and knowledge sharing between employees with
generational differences. This finding contributes significantly to the
advancement of knowledge management research literature because it
contributes ideas for managers to gain better insights about the
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No. Researcher Findings
relationship between trust built among multigenerational employees
and knowledge sharing.

4
Ni and

Ganesharatnam
(2022)

The results of this study indicate that sharing explicit and tacit
knowledge has a positive and significant effect on teachers' innovation
capabilities, both directly and through the mediation of organizational
learning while sharing tacit knowledge has a positive and significant
effect on teachers' innovation capabilities through the mediation of
mutual trust.

H4: Trust positively influences tacit knowledge sharing

Perceived Value and Tacit Knowledge Sharing

Generally, people are motivated to share tacit knowledge after having experience, and sharing
tacit knowledge will not reduce the value, on the other hand, sharing tacit knowledge increases
value for owners because it can be more beneficial such as receiving respect from colleagues,
where the concept of value has a different view. more holistic and can include dimensions: benefits,
uniqueness, uses, and resources. Collectively they form a perception of Value (Mahmood et al.,
2020b). While a broad perception of value will compensate for a single perception, where the
value given to knowledge will be based on all four dimensions and develop positive perceptions of
sharing knowledge. Ignacio (Castañeda, 2015) in his study verified the positive relationship
between Perceived Value and Tacit Knowledge Sharing.

Table 5. State of The Art Perceived Value and Tacit Knowledge Sharing
No. Researcher Findings

1 Mahmood et
al. (2020b)

Sharing Tacit Knowledge is a challenge but it provides increased performance
and rapid innovation within the organization. This study highlights the OCB
factor and perceived value of knowledge impact on tacit knowledge share, its
findings conclude that perceived value is significant for tacit knowledge share

2 Castañeda
(2015)

Found that the perceived value of knowledge is directly related to the
intention to share knowledge when the sharer does not lose. Perceived value
implies high communication and low knowledge protection. Conversely, if
knowledge is perceived as unique or singular, then individuals may feel that
when they share it, this knowledge may lose value. In that case, one would
have no intention of sharing it.

H2: Perceived Value positively influences Tacit Knowledge Sharing

Altruism behavior and Tacit Knowledge Sharing

Altruism is voluntary behavior that is carried out intentionally with the motivation to benefit
others without wanting rewards or the desire to avoid punishment, such altruistic actions are
intentional actions to help/benefit others without bringing benefits to oneself, sometimes even
making the individual have to pay (Pfattheicher et al., 2022), and more motivated by the desire to
benefit others (Solorzano et al., 2022).

Table 6. State of the Art of Altruism Behavior and Tacit Knowledge Sharing
No. Researcher Findings

1 Obrenovic et
al. (2020)

Willingness to share has a direct impact on the sharing of tacit knowledge by
mediators of altruism. Altruism has an indirect effect on sharing tacit
knowledge when subjective norms become the mediator. The findings show
that social capital, such as altruism, has an effect on tacit knowledge sharing
compared to personality traits that feature an intrinsic component.

2 Mahmood et
al. (2020a)

Sharing Tacit Knowledge is a challenge but it provides increased
performance and rapid innovation within the organization. This research
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No. Researcher Findings
explores the problem of sharing tacit knowledge from a behavioral
perspective and focuses on forming intentions and attitudes toward sharing
tacit knowledge. As interest in sharing tacit knowledge increases, this
research conducts a systematic literature survey and notes key individual-
level factors influencing tacit knowledge sharing such as OCB and Perceived
Value of Knowledge (PVK), and discusses their role in influencing Intentions
to Share Tacit Knowledge.

3 Shaari et al.
(2015)

Altruism and virtual practice communities as key antecedents to facilitating
knowledge-sharing behavior among nurses. The conceptual framework
integrates social cognitive theory, social capital theory, and SDGs.

H6: Altruism behavior positively influences Tacit Knowledge Sharing

Frameworks

Figure 1. Framework

Methodology

This research focuses on private higher education institutions in Java to make empirical
generalizations with a non-probability purposive sampling technique. The criteria for selecting
respondents for this study were: permanent lecturers with a minimum working period of 5 years
at the educational institution; Work in a position where they are allowed to innovate work
processes. The minimum sample requirement for this study is twenty times the number of paths
in the research model. In this research model, there are 32 indicators, so the minimum sample is
170 respondents, but in this study, the number of observation units is 280.

Table 7. Variable measurement scale

No. Variable name and
indicator Research Indicators

1 Altruism Behavior
(David G. Myers, 2012)

Empathic: feeling most responsible, social, adaptable, tolerant, self-
controlled, and motivated to make a good impression.

Belief in a just world, the belief that in the long term wrong will be
punished and good will be rewarded. People who have a strong
belief in world justice will be motivated to easily show helping
behavior. Social responsibility is being responsible for whatever
other people do so that when other people need help, that person
must help them.

Internal self-control: things that are done are motivated by internal
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No. Variable name and
indicator Research Indicators

control (e.g. self-satisfaction).

2 Perceived Value
(Sweeney, 2001)

Emotional value: a utility that comes from positive feelings or
affective/emotions, with indicators: pleasure, pride, gratitude
Social value, the utility that is obtained from the ability of
something to improve self-concept, with indicators: relationships,
cooperation, and mutual support.

Information, and utility were obtained from perceptions of quality
and expected performance, with indicators: accuracy, speed, and
timeliness.

Entertainment, the utility of something like building personal
branding, prestige, and confidence.

3
Tacit Knowledge

Sharing (Asbari et al.,
2019)

Knowledge transfer is largely determined by the credibility of the
transferor through face-to-face interactions.

Share through analogies, metaphors, and experimental, intuitive
stories, communicated through face-to-face collaboration

Rules-of-thumb and imaginative skills, physical maneuvering,
increased efficiency, image formation and recognition, and
handling human relations

Shared through highly interactive conversations, telling stories,
sharing experiences

4 Trusts (Nguyens, 2014)

Trustworthy: considers other parties trusted to do a job

Benefit: believing that activity will bring benefits

Promise: believes that the other party can keep promises

Job right: believe that other parties can do the job right.

5
Willingness to Share
(Wangpipatwong et al.,

2009))

Willingness to share lecture material with friends

Willingness to discuss new ideas with friends

Willingness to share the knowledge gained with friends

Willingness to accept input from friends

Willingness to collaborate

Willingness to accept criticism from friends

Willingness to listen to the problems faced by friends

Willingness to help solve a friend's problem

Data Analysis

Data was collected through surveys and analyzed with Structured Equation Modeling-Partial
Least Square (SEM-PLS) - SMART PLS 5 (Becker et al., 2015). SEM-PLS is used to assess the
outer model and inner structural model. Outer model assessment to evaluate the validity,
consisting of average variance extracted (AVE) test, loading factor, Fornell lesser criteria, and
cross-loading. Furthermore, reliability evaluation is carried out through composite reliability
evaluation. After the measurement model has been evaluated, the structural model must also pass
through several evaluations to determine whether all paths (relationships between one construct
and another construct) have an acceptable fit. The fit was assessed for each path in the model, and
the overall fit goodness-of-fit assessment of the model is not recommended because the overall fit
measure is biased toward large sample sizes. Evaluation for the measurement model is R2,
predictive relevance of Q2, and the size and significance of the path coefficient.

Results
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The survey was conducted on 280 respondents, but 4 responses were incomplete so 274
respondents were declared fit. The respondents were lecturers with various demographic
backgrounds from several private universities (PTS) in Java. Table 8 is a detailed demographic
profile of the 274 respondents who were sampled.

Table 8. Demographic Profile of Respondents

Demographic Profiles Frequency % Demographic
Profiles Frequency %

Gender Marital status

Male 118 43.07% Single/have not
married 63 22.26%

Female 156 56.93% Married 211 77.01%
Tenure Education Level

Less than six years
1-5 years
6-10 years
11-15 years

More than fifteen years

12
76
81
83
22

4.38%
27.74%
29.56%
30.29%
8.03%

Bachelor degree 14 5.11%
Grade 2 203 74.09%
Grade 3 57 20.80%

Academic Positions
Functional 2 0.73%

Expert Assistants 8 0.00%
Lector 111 2.92%

Head Lecturer 51 40.51%
Professor 4 18.61%

Table 8 explains that women occupy the majority position, and seen from the level of
education, the majority hold master's degrees. For years of service, most of the respondents have
worked between 11 to 15 years, and most of their academic positions are lecturers.

Outer Model Evaluation

Following the evaluation of the outer model, first, we assess Percive Value (PV) because the
construct is a second-order construct. The iterative indicator approach is used in the first order to
extract latent variable scores in each first-order construct. After the latent variable scores are
loaded in the second-order model, then assess the validity and reliability criteria for each
construct in the measurement model are. Table 9 summarizes the AVE, composite reliability, and
Fornell-lacker criteria for each construct in this study.

Table 9. Validity and Reliability Criteria for Each Construct

Construct Composite
reliability*

AVE
**

Fornell-Lacker Criterion***

Altruism
Behavior

Perceived
Value

Tacit
Knowledge
Sharing

Trusts
Willingn
ess to
Share

Altruism
Behavior 0.916 0.731 0.855

Perceived
Value 0.918 0.784 0.454 0.696

Tacit
Knowledge
Sharing

0.942 0.801 0.517 0.503 0.895

Trusts 0.931 0.771 0.399 0.406 0.474 0.878
Willingness
to Share 0.922 0.598 0.308 0.523 0.467 0.332 0.773

*Composite reliability should be more than 0.7

** AVE should be more than 0.5

***Fornell-Lacker Criterion should be more than the correlation value of that construct to



189

another construct

Based on Table 9 above, all constructs meet the AVE criteria (concurrent validity), composite
reliability, and Fornell Lacker criteria (discriminant validity and reliability). In addition, the
majority of outer loading (can be seen in the attachment) for each indicator is more than 0.7,
based on the cross-loading value, all indicators have the highest loading value in their respective
constructs, indicating that all constructs have discriminant validity that can be accepted.

Inner Model Assessment

After the outer model of this study has been assessed, Table 10 summarizes the criteria used
to assess the inner model of this study.

Table 10. r-square, f-square, Q and q-square
Construct r-square f-square Q-square q-square

Tacit Knowledge Sharing 0.438* 0.107** 0.343*** ****

Trusts 0.223* 0.082** 0.164*** ****

Willingness to Share 0.273* 0.336** 0.160*** ****

*paths with r-square less than 0.5 are considered weak predictive accuracy

** path with an f-square above 0.35 is considered large

***path with a Q-square of more than 0 has predictive relevance

****path q-square more than 0.25 is considered medium predictive relevance

Table 10 shows that four inner model criteria have a weak r-square value. All paths in the
model have a weak r-square level. Furthermore, f-square, the effect size of the exogenous
constructs, indicates that all pathways have large effect sizes. Lastly, Q and q square show that all
exogenous have great predictive relevance to the endogenous variables.

Figure 2. Full SEM model

Table 11 shows the beta pathways and p values of the two pathways in the model. Beta paths
and p-values were extracted from 500 bootstraps using SMART PLS5.
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Table 11. Path beta, t-value, and P-value
Path Path beta t-value P-values

Altruism BehaviorTacit Knowledge Sharing 0.285 4,515 0.0001

Altruism BehaviorTrusts 0.270 4,371 0.0001
Perceived ValueTacit Knowledge Sharing 0.272 2,978 0.039
Perceived ValueWillingness to Share 0.523 8.004 0.0001

TrustsTacit Knowledge Sharing 0.218 3,672 0.0001

Willingness To ShareTacit Knowledge Sharing 0.216 2,709 0.007

As shown in Table 11, all seven beta pathways are significant at 5%. Beta in positive value.
These results support hypotheses 1 to 7 and are declared accepted. Furthermore, a test of the
mediation hypothesis can be seen in Table 12.

Table 12. Direct, indirect effects and VAF
Path Value P-value

Direct effect (Altruism BehaviorTacit Knowledge Sharing) [1] 0.285 0.0001

Indirect effect (Altruism BehaviorTrustsTacit Knowledge Sharing) [2] 0.059 0.017
Total effect (direct +indirect) [3] 0.344

VAF ([2]/[3]) 0.172

Direct effect (Perceived ValueTacit Knowledge Sharing) [1] 0.272 0.039

Indirect effect (Perceived ValueTrustsTacit Knowledge Sharing) [2] 0.062 0.003
Total effect (direct +indirect) [3] 0.334

VAF ([2]/[3]) 0.186

Direct effect (Perceived ValueTacit Knowledge Sharing) [1] 0.272 0.039
Indirect effect (Perceived ValueWillingness to ShareTacit Knowledge

Sharing) [2] 0.113 0.019

Total effect (direct +indirect) [3] 0.385

VAF ([2]/[3])
0.294

Altruism Behavior (altruistic behavior) refers to a person's tendency to take actions that
benefit others without taking into account the personal benefits obtained. Tacit Knowledge
Sharing (implicit knowledge sharing) refers to the process by which individuals voluntarily share
knowledge that is difficult to articulate, such as experience, intuition, and practical skills with
others in an organization. The results of the analysis as shown in Table 12 show that the direct
effect of altruism on tacit knowledge sharing [1] is 0.285, while the indirect effect through trust is
0.059 [2], so the total effect [1 + 2 = 3] is 0.344. The ratio of the indirect effect coefficient to the
total coefficient is called the VAF of 0.172 or 17.2%. This figure is below the cut of the value of 80%
(Ken, 2019), so the trust variable is concluded to be worthy of mediation, it is also proven that the
significance value (p-value) of the influence of these variables is still below 0.05

Perceived Value is a subjective perception or judgment made by individuals about the value or
benefits obtained from products or services offered by an organization, while Tacit Knowledge
Sharing refers to a process where individuals voluntarily share knowledge that is difficult to
articulate, such as experience, intuition, and practical skills to others in an organization. The
results of the analysis as shown in Table 12 show that the direct effect of Perceived Value on tacit
knowledge sharing [1] is 0.272, while the indirect effect through trust is 0.062 [2], so the total
effect [1 + 2 = 3] is 0.334. The ratio of the indirect effect coefficient to the total coefficient is called
the VAF of 0.186 or 18.6%. This figure is below the cut of the value of 80% (Ken, 2019), so the
trust variable is concluded to be worthy of mediation, it is also proven that the significance value
(p-value) of the influence of these variables is still below 0.05
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Perceived Value is a subjective perception or judgment made by individuals about the value or
benefits obtained from products or services offered by an organization, while Tacit Knowledge
Sharing refers to a process where individuals voluntarily share knowledge that is difficult to
articulate, such as experience, intuition, and practical skills to others in an organization. The
results of the analysis as shown in Table 12 show that the direct effect of Perceived Value on tacit
knowledge sharing [1] is 0.272, while the indirect effect through Willingness to Share is 0.113 [2],
so the total effect [1 + 2 = 3] is 0.385. The ratio of the indirect effect coefficient to the total
coefficient is called the VAF of 0.293 or 29.3%. This figure is below the cut of the value of 80%
(Ken, 2019), so the Willingness to Share variables is concluded to be worthy of mediation, it is also
proven that the significance value (p-value) of the influence of these variables is still below 0.05

Discussion

These findings are in line with the basic tenets of the theory of planned behavior and the
extensive empirical evidence to support this proposition. This study concludes that willingness to
share influences tacit knowledge-sharing behavior. Therefore this study found that willingness to
share knowledge influences tacit knowledge sharing and serves as a mediator between knowledge-
sharing behavior and personality characteristics. When planning behavior, choices are analyzed to
identify the one that is most likely to lead to the desired goal. When individuals perceive that joint
efforts make the completion of targeted tasks more likely, they will willingly share their
experiences with others under conditions of reciprocity. Lecturers will share knowledge to gain the
necessary knowledge to complete assignments. Therefore, the teacher's willingness to share exerts
sharing behavior increases when there is a visible relationship between effort and outcome, that is
when individuals perceive that joint effort makes sense of the outcome. Generally, to effectively
inspire knowledge sharing among lecturers is the main knowledge management effort (Wang, JS,
Lin, CW, Yang, YTC, & Ho, 2012), although sometimes lecturers tend to see knowledge as a means
of control and power (Anitha Chennamanini, 2012).

The awareness of collaborating as educators in self-development is in line with the philosophy
of educational administration which requires the need for cooperation by utilizing all available
resources needed to achieve educational goals that have been set effectively and efficiently
(Castetter, 1996).

The results of interviews with several higher education leaders explained that the higher
frequency of internal discussions and external discussions with institutions outside the campus
conducted by lecturers had an impact on the quality of the performance of the Tri Dharma of
Higher Education. This is where the role of effective knowledge management is recognized as the
foundation of any higher education to maximize its capabilities and achieve goals. Higher
education institutions strive to increase the knowledge that is mostly stored in the minds of
individual lecturers which is useful for creating value and driving success.

Effective implementation of higher education knowledge management requires maximum
management through the application of appropriate policies to improve the quality of education to
answer the vision and mission of the institution. One such policy is an innovative learning process
for lecturers through the practice of sharing knowledge because sharing knowledge is a vital
process in the world of education. And enable the transfer of knowledge. Given that knowledge is
always a valuable asset, some individuals tend to hoard knowledge for various reasons, and
therefore, sharing knowledge among lecturers is a voluntary action to be actively involved in the
process of improving the quality of education. This tacit sharing encourages people to think
creatively.

The next condition is that individual lecturers can think systemically to complete their work,
and can deepen self-mastery through self-confidence so that they can increase their knowledge
and skills and carry out their duties and responsibilities better in carrying out the tri dharma of
higher education. It is as described by Obrenovic et al. (2020) stated that empathy is a person's
ability to understand the feelings and emotions of others and the ability to imagine oneself in the
place of other people. Therein lies the success in sharing tacit knowledge depending on the
frequency and quality of interactions between lecturers, and the willingness and ability to use the
knowledge.
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Conclusion

This study concludes that altruistic behavior is the best predictor in forming the desire to
share knowledge between lecturers both internally on campus and with external parties, besides
that the support of perceived value is also an important factor in forming the desire to share
knowledge. This finding implies that it is necessary to build a culture of sharing knowledge
through regular discussions at the level of study programs at the lowest structural scope, and
discussions at the faculty and university levels, besides that also discussions with external parties
both fellow academics and non-academicians, the activity This must be covered by academic
regulations and the development of quality assurance as a means of control. All of this is believed
to improve the quality of lecturers in implementing the Tri Dharma of Higher Education.

Education is a system of change toward intelligence, maturity, and self-maturation. Obtaining
a proper education is an obligation as well as the human right of every person to become mature,
skilled, and intelligent as a provision for living his life. Education can take place in various ways,
forms, and types, one of which is collaborative knowledge "sharing knowledge" between individual
lecturers as actors of education.

The weakness of this study is that it has not been able to identify problems in higher
education comprehensively such as sharing knowledge related to higher education governance,
higher education finance, and the process of recruiting and maintaining lecturers. Therefore,
recommendations for future research must include these variables as research variables.
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