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*Tác giả liên hệ chính. Email: nhungdth@ftu.edu.vn

Ngày nhận bài:……..; Ngày sửa bài:……….;
            Ngày nhận đăng:………..; Ngày xuất bản: ……………

TÓM TẮT
Nghiên cứu này nhằm mục đích kiểm tra tác động của việc chia sẻ kiến ​​thức và quyền tự chủ công việc đến kết quả công việc. Nghiên cứu cũng kiểm chứng vai trò trung gian của động lực nội tại trong mối quan hệ giữa các biến trong mô hình. Dữ liệu được thu thập thông qua một bảng câu hỏi chuẩn hóa. Mức độ đồng ý của người trả lời đối với các phát biểu được đo bằng thang đo Likert năm điểm. Kích thước mẫu của nghiên cứu bao gồm 209 phản hồi được thu thập từ nhân viên của các doanh nghiệp Việt Nam. Nghiên cứu này sử dụng phân tích định lượng, với phần mềm Smart Partial Least Squares (SmartPLS) 4.0 được áp dụng để phân tích dữ liệu thu thập được, và mô hình phương trình cấu trúc (SEM) được sử dụng để giải thích mối quan hệ giữa các biến và tác động trung gian. Kết quả cho thấy việc chia sẻ kiến ​​thức và quyền tự chủ công việc ảnh hưởng trực tiếp đến kết quả công việc. Hơn nữa, điểm mới trong nghiên cứu này là việc khám phá vai trò trung gian một phần của động lực nội tại trong mối quan hệ giữa chia sẻ kiến ​​thức, quyền tự chủ công việc và kết quả công việc. Kết quả này nhất quán và củng cố cho các nghiên cứu trước đó. Ngoài ra, các hàm ý nghiên cứu, hạn chế và hướng nghiên cứu trong tương lai cũng được thảo luận.
Từ khóa: chia sẻ kiến ​​thức, quyền tự chủ trong công việc, động lực nội tại, kết quả công việc
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ABSTRACT
The study aims to examine the impact of knowledge sharing and job autonomy on job performance. The study further investigates the mediating role of intrinsic motivation in the relationship between these variables. The data was gathered through a standardized questionnaire. The respondents' agreeableness to the statements was measured using a five-point Likert scale. The sample size of the study consists of 209 responses collected from employees of Vietnamese enterprises. This research employs quantitative analysis, with Smart Partial Least Squares (SmartPLS) 4.0 software being applied to analyze the collected data, and a structural equation model (SEM) is employed to explain the relationships between variables and the effects of mediation. The results show that knowledge sharing and job autonomy directly affect job performance. Furthermore, the novelty in this study is the exploration of the partially mediating role of intrinsic motivation in the relationship between knowledge sharing, job autonomy, and job performance. The results were supported by existing literature. Additionally, the research implications, limitations, and future research avenues are discussed.
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1. INTRODUCTION
Knowledge is viewed as a source of strength and a crucial strategic asset that provides businesses and their employees with a competitive edge1. When an employee leaves an organization, their knowledge also departs with them2. If employees do not share their expertise with the company, they can become a loss of human capital for the organization3. To address this situation, companies should facilitate knowledge sharing to transform individual expertise into corporate knowledge. In the 21st century economy, knowledge sharing is emerging as a central driver, as it enables organizations to gain a competitive advantage and enhance overall effectiveness1. Knowledge sharing refers to the degree of employees’ positive feelings and willingness about sharing knowledge with each other4. Knowledge sharing is crucial for retaining valuable knowledge assets and strengthening organizations' ability to compete in an increasingly complex, dynamic, and knowledge-dependent global business environment5.
Previous research has acknowledged the importance of investigating individual factors that either facilitate or hinder knowledge sharing behaviors. Numerous studies have extensively examined these aspects (mutual trust, mutual reciprocity, reward, and motivation) in various contexts to have positive effect on knowledge sharing1. Motives tied to individuals' positive outcome expectations are essential to encourage engagement in specific behaviors. The outcomes of knowledge sharing paid attention from researcher. Knowledge sharing leads to organizational performance (either financial/tangible outcomes or nonfinancial/intangible outcomes)6, and individual outcomes (employee performance, innovative work behavior)7,8. However, a comprehensive understanding of how knowledge sharing impacts job performance has yet to be established. This study aims to address this gap in knowledge by enhancing our comprehension of the dynamics of intra-organizational knowledge-sharing behavior. The mediating effect of employees' intrinsic motivation represents a missing link in the current literature. This study seeks to bridge this gap by examining the mediating role of intrinsic motivation in the relationship between knowledge sharing and job performance.
Job autonomy stands as a pivotal element in modern job design theories9 and organizational behavior10. The level of autonomy inherent in a job correlates with the degree of accountability jobholders feel towards the outcomes of their efforts11. Defined by contemporary organizational behavior research, job autonomy refers to the extent to which an employee possesses the freedom, independence, and discretion to determine how they manage their time, make decisions, and carry out tasks12. Previous studies consistently indicate that job autonomy has a positive relationship with work performance, job satisfaction, organizational commitment13,14, and is inversely related to turnover intention, and burnout among employees15,16. Notably, the connection between job autonomy and job performance has received substantial attention in various research endeavors13,17,18. However, the nature of this relationship remains ambiguous19, with some researchers finding both positive and negative effects13. The inconsistency in these results, coupled with managerial skepticism, underscores the need to gain a deeper understanding of how job autonomy truly influences job performance. To advance the understanding of how and why job autonomy affects job performance, researchers have highlighted the necessity of comparing and contrasting different theoretical mechanisms that link job autonomy and job performance. This involves including various mediators within a single study20. Therefore, it becomes essential to investigate the effects of job autonomy on job performance through the lens of intrinsic motivation.
Complementing each other, job autonomy and knowledge sharing are equally important for job performance. Ipe (2003) states that an organization’s ability to leverage its knowledge for performance improvement counts heavily on its employees’ knowledge sharing, suggesting a positive effect of knowledge sharing on job performance21. At the same time, previous research indicates that job autonomy is a key driver for job performance13,18 because it is an important element of how a job is designed to motivate employees, provide a desirable work context to an employee’s positive reaction to do the task itself22. Therefore, our conceptual model encompasses knowledge sharing as well as job autonomy to investigate the impact on employees' job performance within the context of Vietnamese businesses. In addition, we considered intrinsic motivation derived from the individual’s positive reaction to qualities of the task itself in order to explore the mechanisms of how performance is gained22.
This study utilizes social cognitive, social exchange and self-determination theories to explore mechanisms of the relationships. Specifically, the social cognitive, and self-determination theories provides strong support for justifying the key roles of knowledge sharing and job autonomy in the development of job performance23,10. Consistent with our main point above, previous literature has theoretically justified that when job autonomy and knowledge sharing are combined, a favorable work climate arises to influence performance24,25. Furthermore, social exchange theory clarifies insight into how intrinsic motivation interact to the link of knowledge sharing and job autonomy on job performance26. This understanding aids in the development of effective incentive programs aimed at enhancing employee work performance.
The research structure is organized as follows: section two focuses on the theoretical framework and hypotheses development, while section three elaborates on the research methods employed by the authors. The findings, encompassing an analysis of the measurement model and the testing of the partial least squares (PLS) structural model, are presented in section four. Subsequently, section five offers a discussion of the results, followed by section six, which outlines the theoretical and managerial implications. Section seven addresses the limitations of the study and provides directions for future research.
2. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT
2.1 Literature review
2.1.1. Knowledge sharing
Knowledge sharing encompasses all interactions involving the transmission or dissemination of knowledge among individuals, groups, and even organizations27. Therefore, knowledge sharing can be defined as “the dissemination of ideas, information, expertise, and suggestions among individuals in organizations, aimed at problem-solving, generating new ideas, or implementing policies and procedures” 28. Moreover, Llopis and Foss emphasize that a comprehensive knowledge-sharing assessment should consider two essential actions including an employee's acquisition and application of knowledge, and an employee's contribution of knowledge27. This concept highlights the collaborative endeavors of individuals working towards a shared objective29.
2.1.2. Job autonomy
Job autonomy refers to the extent to which a position affords decision-making flexibility and independence to employees in executing their tasks30. Employees with job autonomy possess the authority to determine how they approach their responsibilities, encompassing factors like timing, methods, steps, and overarching decisions13. Numerous scholars have emphasized job autonomy as a crucial precursor to various outcome variables, such as job satisfaction and motivation31. Drawing from Mischel's32 situational strength argument, employment roles that offer greater autonomy exert an influence over workers' behaviors and outputs.
2.1.3. Intrinsic motivation
The impetus to 'make an effort' can arise from various sources, as indicated by motivation research. Intrinsic motivation stems from a personal desire to invest effort into a particular task due to genuine interest and enjoyment in performing it10. In the words of Warr et al.33, intrinsic motivation reflects an individual's aspiration to excel in their work, driven by an internal sense of fulfillment. This concept encapsulates the drive to execute job responsibilities effectively and derive satisfaction from achievements. Building upon a considerable body of literature, Nguyen et al.34 asserted that intrinsic motivation is grounded in experiences of positive value that individuals directly derive from their job roles. Moreover, they highlight that the core essence of intrinsic motivation revolves around individuals' sense of enthusiasm and contentment in their employment
2.1.4. Job performance
Performance encompasses the amalgamation of the anticipated contributions from individual behavioral patterns within an organization over a specified time frame35. Job performance, indicating the degree of efficiency resulting from an individual's role (be it in training, production, or service), is an aggregation of behaviors exhibited in relation to one's occupation36. This facet measures an individual's effectiveness in fulfilling their professional responsibilities, reflecting their dedication and accomplishments37. It also embodies a person's capability to execute their duties. In this context, in-role performance often pertains to the tasks and duties fulfilled as integral components of their work assignments38.
2.2. Hypotheses development and proposed research framework
2.2.1. Knowledge sharing and job performance
Organizations that exhibit more effective learning tend to outperform their competitors in the long run39. Furthermore, enhancing individual expertise within a company can foster ongoing organizational learning and enhance performance6,8. Social cognitive theory suggests that when individuals closely monitor their performance, they are motivated to set progressive development goals for themselves, even without external pressure23. Consequently, they tend to outperform their peers. Moreover, employees who observe knowledge-sharing instances are more inclined to exchange and share acquired information, which contributes to improved routines. This sharing of vital knowledge across various entities implies that an individual's competence can unveil additional avenues for utilizing that knowledge to boost job effectiveness. This process can lead to the identification of new challenges during interactions and innovation through the proposal of solutions40. Additionally, quick-learning employees with a common knowledge base are more likely to reach their full potential, thereby gaining a competitive edge and enhancing their long-term performance3. Consequently, it can be inferred that knowledge-sharing is anticipated to correlate positively with employee job performance.
H1: There is a positive correlation between knowledge sharing and job performance.
2.2.2 Mediating effect of intrinsic motivation between knowledge sharing and job performance
The present paper proposes that intrinsic motivation acts as a mediator in the relationship between knowledge sharing and job performance, offering an explanation for how knowledge sharing influences job performance. The social exchange theory26 and the tripartite theory of intrinsic motivation are adopted in this paper to elucidate this relationship41.
Within a company, knowledge exchange among employees showcases mutual trust42, and pro-social behavior43. As employees share and receive knowledge within the organization, they can capitalize on others' learning experiences. This dynamic interaction, in turn, fuels enthusiasm and is likely to further enhance intrinsic motivation to contribute and work effectively within the organization. This aligns with the principles of social exchange theory26, as employees are motivated to translate their intentions into actions and deliver their utmost effort. Knowledge sharing, discussions regarding performance enhancement ideas, and sharing more effective work methodologies are expected to catalyze this process.
The tripartite theory of intrinsic motivation is employed to expound on the relationship between knowledge sharing and intrinsic motivation41. This model suggests that different types of intrinsic motivation—such as the motivation to gain knowledge, motivation towards accomplishment, and motivation for stimulating experiences—are influenced by task-related, situational, and individual factors. These distinct motivations yield specific cognitive, affective, and behavioral outcomes. When someone engages in an activity for the sheer enjoyment of attempting to achieve or create something, it signifies intrinsic motivation for achievement. The process of striving for achievement takes precedence over the outcome itself. Employees who are intrinsically motivated to achieve view their job as both a process and an end, leading to enhanced productivity. Consequently, tasks and activities are more enjoyable when intrinsic motivation is high27. Consequently, employees who share knowledge are naturally driven to complete tasks and are committed to applying their full effort in addressing new challenges. Accordingly, this paper posits that the relationship between knowledge sharing and job performance operates indirectly through intrinsic motivation.
H2: Intrinsic motivation mediates the influence of knowledge sharing on job performance
2.2.3. Job autonomy and job performance
Job autonomy, along with its key activities and characteristics, constitutes he central focus of research on job design12. Despite varying outcomes, evidence suggests that employees tend to exhibit improved job performance when their level of autonomy is elevated, owing to the increased latitude in choosing their approaches to task completion13. Empirical studies have consistently shown that employees granted greater freedom in executing their job tasks witness enhanced productivity, quality, and financial outcomes17,18. For instance, Saragih18 confirmed that heightened autonomy leads to increased job performance and job satisfaction, as employees perceive themselves as capable and resourceful in task execution. This psychological empowerment motivates employees to strive for peak performance.
Furthermore, a stronger emphasis on job autonomy within an organization corresponds to more adaptive employee performance18. Employees necessitate adequate organizational support and autonomy to effectively exhibit adaptive behaviors in response to novel organizational demands18. Enhanced control over their work environment (autonomy) prompts employees to adapt more adeptly to unforeseen circumstances. Consequently, a positive connection between job autonomy and job performance is posited.
H3: There will be a positive correlation between job autonomy and job performance.
2.2.4. Mediating effect of intrinsic motivation between job autonomy and job performance
According to self-determination theory10, intrinsic motivation, characterized by the desire to engage in a behavior for its inherent enjoyment and satisfaction, can arise and endure when autonomy needs are fulfilled—manifesting as the sense of being the source or origin of one's own actions44. Job autonomy can facilitate employees' acquisition of new skills and roles45, but the extent to which they fully harness this opportunity hinges on their intrinsic desire. Consequently, in order for job autonomy to positively impact work performance, individuals may require a certain level of enjoyment and satisfaction from their work. Moreover, job design theories can be applied to elucidate that job autonomy contributes to improved work performance by enhancing work motivation12. Significantly, the job characteristics model11,31 proposes that job autonomy affords employees a sense of meaningfulness and responsibility through agency and psychological ownership46. From a psychological perspective, employees are more likely to be motivated to perform at their best, resulting in elevated performance levels9. Hence, the paper advances the following propositions:
H4: Intrinsic motivation mediates the influence of job autonomy on job performance
2.2.5. Proposed research model
The research model featuring all the factors is depicted in Figure 1. This visualization illustrates the direct and indirect pathways through which knowledge sharing, job autonomy, and intrinsic motivation contribute to job performance. The model encompasses four hypotheses, each denoted by the letter 'H' followed by a number. The arrows in the diagram signify the hypothesized relationships, with the plus signs denoting positive associations (see in Figure 1).

Knowledge sharing
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Figure 1: Proposed research framework
Source. Authors proposed
3. METHODOLOGY
3.1 Measurement 
The measurement items employed in the study were adapted from prior research, covering domains such as knowledge sharing, job autonomy, intrinsic motivation, and job performance, as outlined in Table 1. For all measurements, a five-point Likert-type scale was employed, spanning from 1 (strongly disagree) to 5 (strongly agree).
Knowledge sharing. Four measurement items for assessing knowledge sharing were derived from the work of Llopis and Foss27. When evaluating knowledge sharing, two primary aspects were considered: (1) an employee's acquisition and utilization of knowledge, and (2) the employee's sharing of knowledge. In a two-item questionnaire, participants were asked to rate their level of learning from and practical application of knowledge acquired from peers within their department. Similarly, respondents were requested to gauge to what extent their departmental colleagues had applied the knowledge they had shared (two items), thereby enabling the analysis of the knowledge they had disseminated.
Job autonomy. Four components of this scale were adopted from Ng et al.47. Participants were queried about the extent of control they possessed in the following areas: (a) formulation of rules and procedures governing their work processes, (b) determination of approaches for managing work exceptions, (c) decision-making pertaining to work exceptions, and (d) setting work quotas.
Intrinsic motivation. The intrinsic motivation scales were drawn from Joo et al.48 as well as initial scales of Tierney et al.49. A five-item measurement was employed to assess the extent to which an individual aspires to excel in their job with the aim of attaining intrinsic satisfaction. Participants were requested to review the scale and provide their feedback using a five-point Likert scale.
Job performance. In this study, job performance pertains to the aspects of in-role job performance, which encompasses activities tied to formal tasks, duties, and responsibilities. This variable was included based on the work of Williams and Anderson (1991). In-role job performance was utilized by Dizgah et al.50 with four-item scales. In response, participants indicated the degree to which they agreed or disagreed with four statements concerning the quality and quantity of their in-role activities.
3.2. Data collection and analysis 
Administering a questionnaire facilitates the collection of primary data. The study garnered 209 valid responses from participants employed in private Vietnamese enterprises. To assess the hypotheses regarding the direct, indirect, or mediating influences of intrinsic motivation within the connections among knowledge sharing, job autonomy, and job performance, quantitative analysis was employed. Specifically, the Partial Least Squares Structural Equation Modeling (PLS-SEM) technique was utilized for analysis.

4. EMPIRICAL FINDINGS
4.1. Demographics of the sample
The gender distribution is relatively balanced, with women constituting 53% of the sample and men comprising 47%, from a pool of 209 valid surveys. Among the participants, the majority (74.6%) have been employed at their current workplace for over a year. Regarding job experience, a significant proportion (47%) have accumulated one to five years, while a notable 24% possess less than a year's worth. Conversely, 26.8% of respondents hold more than five years of job experience. Approximately half of the total respondents (47.8%) possess bachelor's degrees, with 28.7% of the sample meeting this criterion.
4.2. Measurement model analysis
4.2.1. Internal consistency reliability
The Cronbach's Alpha coefficients for all constructs, which assess the reliability of the studied variables, fall within the range of 0.703 to 0.834. As Cronbach's Alpha should be equal to or greater than 0.60 for internal acceptance51, these variables meet this criterion. The composite reliability (CR) values for each construct, which adhere to Nunnally and Bernstein's recommended standard52 of 0.7, span from 0.817 to 0.883. This evidence ensures the internal consistency validity of the proposed constructs in this study.
Convergent validity of the model is examined using factor loading and average variance extracted (AVE). The findings reveal that all item indicator loadings surpass the suggested threshold of 0.651. The AVE values range from 0.529 to 0.645, thus exceeding the benchmark of 0.5 (refer to Table 1).

Table 1.  Latent variables measurement properties: Internal reliability tests
	[bookmark: _1rvwp1q][bookmark: _jm4ofhbgqc5v]Latent variables
	Factor loadings

	Job autonomy (JA) (Cronbach's alpha= 0.729; CR= 0.831; AVE= 0.551)
	

	JA1- I have authority in (a) determining how work exceptions are to be handled
	0.719

	JA2- I have authority in establishing rules and procedures about how my work is to be done
	0.743

	JA3- I have authority in determining how work exceptions are to be handled
	0.775

	JA4- I have authority in setting quotas on how much work I have to complete
	0.732

	Knowledge sharing (KS) (Cronbach's alpha= 0.703; CR= 0.817; AVE= 0.529)
	

	KS1-Colleagues in my own project used knowledge from me
	0.706

	KS2- Colleagues in my own project received knowledge from me
	0.685

	KS3- I received knowledge from colleagues in my own project
	0.808

	KS4- I used knowledge from colleagues in my own project
	0.702

	Intrinsic motivation (IM) (Cronbach's alpha= 0.834; CR= 0.883; AVE= 0.601) 
	

	IM1- I enjoy finding solutions to complex problems
	0.761

	IM2- I enjoy coming up with new ideas for products
	0.803

	IM3- I enjoy engaging in analytical thinking
	0.770

	IM4- I enjoy creating new procedures for work tasks
	0.746

	IM5- I enjoy improving existing processes or products
	0.795

	Job performance (JP) (Cronbach's alpha= 0.834; CR= 0.879; AVE= 0.645) 
	

	JP1- I always complete the duties specified in my job description
	0.800

	JP2- I mees all the formal performance requirements of the job
	0.777

	JP3- I fulfill all responsibilities required by my job
	0.864

	JP4- I never neglect aspects of the job that I is obligated to perform
	0.768


Source. Authors’ work
4.2.2. Discriminant construct validity
In line with the criteria established by Fornell and Larcker53, the assessment of discriminant validity for the measurement items was conducted (refer to Table 2). The table presents the model's selected constructs' discriminant validity and confirms that all diagonal values of Average Variance Extracted (AVE) exceed the off-diagonal values for squared correlations between inter-constructs.


[bookmark: _Hlk141776930]Table 2.  Discriminant validity of constructs- Fornell Larcker criterion
	 Variable
	AVE
	IM
	JA
	JP
	KS

	Intrinsic motivation (IM)
	0.601
	0,776
	 
	 
	 

	Job autonomy (JA)
	0.551
	0.608
	0.742
	 
	 

	Job performance (JP)
	0.645
	0.620
	0.598
	0.803
	 

	Knowledge sharing (KS)
	0.529
	0.521
	0.488
	0.526
	0.727


[bookmark: _2r0uhxc]Source: Authors’ work 
4.3. Analysis of structural equation modeling (SEM) and hypothesis testing
4.3.1 Direct effects
The outcomes of the direct effects outlined in this study are presented in Table 3. The results indicated that knowledge sharing (KS) directly influences job performance (JP) (path coefficient = 0.308, p < 0.000), leading to the acceptance of H1. Additionally, a positive and significant correlation was observed between job autonomy (JA) and job performance (JP), with a path coefficient of 0.448 (p < 0.000), consequently leading to the acceptance of H3.

Table 3. Hypotheses testing
	
	Relationship
	Path 
Coeff
	SD
	T-value
	p-values
	     95% CI
	Remarks

	
	
	
	
	
	
	LLCI
	UPCI
	

	
	Total Effect
	
	
	
	
	
	
	

	H1
	KS  JP
	0.308
	0.067
	4.596
	0.000
	0.173
	0.436
	Significant

	H3
	JA JP
	0.448
	0.076
	5.912
	0.000
	0.300
	0.596
	Significnat


Note: KS: Knowledge sharing; JP: Job performance; JA: Job autonomy
Source. Authors’ work
4.3.2 Mediating effects
The mediating role of intrinsic motivation (IM) in the association between knowledge sharing (KS), job autonomy (JA), and job performance (JP) was assessed, as detailed in Table 4. Intrinsic motivation (IM) was found to partially mediate the relationship between knowledge sharing (KS) and job performance (JP), with the results showing a path coefficient of 0.098 (p = 0.003). As a result, H2 is confirmed. Additionally, the results indicate that intrinsic motivation (IM) partially mediates the relationship between job autonomy (JA) and job performance (JP), with a path coefficient of 0.154 (p = 0.004). Consequently, H4 is supported.
Table 4: Mediation test
	
	Mediating role
	Path
Coeff
	SD
	T-value
	p-values
	95% CI
	Remarks

	
	
	
	
	
	
	LLCI
	UPCI
	

	
	Total effect
a. KS  IM
	
0.294
	
0.072
	
4.098
	
0.000
	
0.147
	
0.431
	H2 accepted, partially mediation

	H2
	b. IM  JP
	0.332
	0.094
	3.524
	0.000
	0.149
	0.515
	

	
	c. KS  JP
	0.308
	0.067
	4.596
	0.000
	0.173
	0.436
	

	
	Direct effect
	
	
	
	
	
	
	

	
	c’. KS  JP
	0.210
	0.066
	3.163
	0.002
	0.079
	0.333
	

	
	Indirect effect
	
	
	
	
	
	
	

	
	KS  IM  JP
	0.098
	0.033
	2.953
	0.003
	0.039
	0.169
	

	,H4
	Total effect
	
	
	
	
	
	
	

	
	a. JA  IM
	0.464
	0.666
	7.023
	0.000
	0.337
	0.593
	H4 accepted, partially mediation


	
	b. IM  JP
	0.332
	0.094
	3.524
	0.000
	0.149
	0.515
	

	
	c. JA  JP
	0.448
	0.076
	5.912
	0.000
	0.300
	0.596
	

	
	Direct effect
	
	
	
	
	
	
	

	
	c’. JA  JP
	0.294
	0.106
	2.762
	0.006
	0.084
	0.500
	

	
	Indirect effect
	
	
	
	
	
	
	

	
	JA IM  JP
	0.154
	0.053
	2.896
	0.004
	0.061
	0.264
	


 Note: KS: Knowledge sharing; JP: Job performance; JA: Job autonomy; IM: Intrinsic motivation
Source: Authors’ work 

[bookmark: _Hlk187858066]4.3.3 Discussion of findings
Employees striving for continuous improvement in performance achieve this by honing their skills through learning23. Knowledge sharing among employees facilitates quick access to critical information3. Sharing knowledge is crucial in transmitting implicit knowledge and best practices across various teams and departments, leading to reduced duplication of effort and increased productivity. Collaborative knowledge exchange accelerates problem-solving and enhances efficiency by exchanging ideas, experiences, and expertise among colleagues. This practice not only paves the way for personal advancement and growth but also serves as a catalyst for heightened employee performance. Moreover, knowledge sharing inevitably leads to knowledge application. The correlation between knowledge exchange and creative work practices is positive21. Employees who share their knowledge contribute to solving problems, increasing daily task productivity, and innovating new products3,21. This substantiates the support for H1.
However, it's acknowledged that compelling knowledge sharing among employees is impractical40. The key lies in facilitating and encouraging it4. Employees are motivated to enhance performance and process efficiency due to the satisfaction derived from sharing their expertise with colleagues40. Intrinsic involvement in work leads employees to invest their efforts in tackling challenges, resulting in the manifestation of creativity through self-regulation54. Intrinsic motivation enhances persistence, engagement in tasks55, and nurtures confidence in generating creativity56. Thus, employees with higher intrinsic motivation tend to achieve superior job performance. Researchers have explored knowledge sharing and motivation through the lens of reciprocity, recipient relationships, and rewards21. This perspective aligns with both the tripartite theory of intrinsic motivation41 and the social exchange theory26. Intrinsic motivation serves as a critical intermediary mechanism, mediating the relationship between knowledge sharing and job performance (H2).
The extent of flexibility granted to individual employees in fulfilling their work responsibilities within an organization is encapsulated by the concept of job autonomy as an HRM practice11. Employees require ample support and autonomy from their company to effectively adapt to shifting organizational demands. It has been noted that job autonomy fosters confidence and skills necessary for task completion, positively influencing job performance17. Empowered individuals are more likely to implement effective solutions when challenges arise because they possess the freedom to select optimal courses of action. Job autonomy empowers employees to determine how tasks are executed18. This discretion and flexibility encourage employees to experiment with novel concepts and methodologies, leading to the development of adaptive behaviors. Consequently, individuals with greater job autonomy have the liberty to decide which tasks to undertake, how they will be completed, and how to address work-related contingencies, thereby supporting H3.
According to the self-determination theory, positions imbued with discretion and control enable employees to fulfill their need for autonomy, thereby bolstering work motivation44. This is due to the significant impact of self-regulated behavior and discretionary effort on the relationship between job autonomy and work performance13. Employees who possess high intrinsic motivation and a sense of significance in their roles tend to respond positively to expanded duties and responsibilities. Moreover, it can be argued that individuals with elevated intrinsic motivation are more likely to remain engaged and persistent in their work, potentially leading to higher-quality outcomes. Furthermore, job autonomy may be perceived by employees as a signal of trust and appreciation, prompting them to reciprocate through heightened work motivation57. Highly motivated employees exhibit increased attentiveness and invest greater effort into their work46, ultimately translating into elevated job performance13. Hence, the study explores the impact of job autonomy on job performance through the mediation of intrinsic motivation as indicated by H4.
In summary, the study's findings reveal that knowledge sharing and job autonomy indirectly enhance job performance through the mediation of intrinsic motivation. The agentic mechanism of intrinsic motivation plays a modest role in mediating the relationships among knowledge sharing, job autonomy, and job performance.
5. THEORETICAL CONTRIBUTIONS AND PRACTICAL IMPICATION
[bookmark: _Hlk188290729]5.1. Theoretical contribution
The obtained results carry several theoretical implications that extend and refine previous research findings.
To begin with, existing studies have predominantly focused on the cognitive precursors of intrinsic motivation. The first significant contribution of this paper is the expansion of current intrinsic motivation theories, proposing that knowledge sharing can enhance employee job performance through the mediating role of intrinsic motivation. This study's outcomes elucidate the mechanism of intrinsic motivation in the context of the tripartite theory41. The tripartite model posits that intrinsic motivation can be shaped by activities, situational factors, and individual attributes, ultimately leading to distinct cognitive, affective, and behavioral outcomes. These findings underscore that within the organizational setting, activities like knowledge sharing and job autonomy can influence behavioral outcomes, such as job performance, through the mediation of intrinsic motivation. In particular, knowledge sharing is viewed as a form of human activity involving both the acquisition and utilization of knowledge, as well as the provision of knowledge27. Similarly, job autonomy, as an HRM practice, represents the extent of freedom granted to individual employees in performing their job tasks within the organization11. Mischel’s argument32 supports the idea that jobs characterized by greater autonomy drive individual behaviors and performance. The current study reveals that knowledge sharing and job autonomy indirectly influence job performance under the umbrella of strong intrinsic motivation. Motivated employees exhibit heightened attentiveness and put forth increased effort in their work46, culminating in elevated job performance13. The results further highlight a congruence between specific activities (knowledge sharing and job autonomy) and outcomes, such as job performance, through the underlying mechanism of intrinsic motivation.
In summary, the study's findings contribute to the existing theoretical landscape by demonstrating how knowledge sharing and job autonomy can impact job performance through the intermediary role of intrinsic motivation. This perspective enriches our understanding of the nuances of employee motivation and behavior within the workplace.
Furthermore, this study makes a notable contribution to the job design literature20 by introducing the concept of job autonomy, an emerging facet of workplace empowerment that is associated with enhanced job performance through the mediation of intrinsic motivation. In particular, the research constructs and validates the proposition that increasing levels of job autonomy can amplify the positive impact of intrinsic motivation on employees' inclination to excel in their roles. The outcomes of this study illuminate the role of job design elements in bolstering the potential positive consequences of employees' performance within organizations by fostering their intrinsic work motivation. This finding holds practical significance for managers, as it suggests that interventions targeting job design can be a cost-effective means of enhancing individual and organizational performance. Such interventions may hold more promise than endeavors aimed at directly influencing individual performance levels across the organization or within specific departments.
In summary, this study's insights contribute to the literature on job design by highlighting the interplay between job autonomy, intrinsic motivation, and job performance. The identification of job autonomy as an enabler of enhanced performance via intrinsic motivation provides a valuable avenue for organizations to enhance productivity and engagement among their workforce.
5.2. Practical implication
First and foremost, our study's findings hold significant implications for managers when making decisions about work design. The individualized attention to employees is well-justified, especially considering that the relationship between job autonomy and work performance is contingent upon the employees' levels of intrinsic motivation. Managers can strategically reshape job roles to enhance intrinsic motivation and subsequently improve work performance. By granting job autonomy, employees are empowered to select work environments that align with their preferences, thereby enhancing their effectiveness. This underscores the importance of managerial efforts to recruit individuals who possess the capacity to derive passion, purpose, and satisfaction from their work. Based on these research insights, managerial strategies such as providing appropriate training, increasing job autonomy, and establishing robust career planning mechanisms can lead to heightened employee motivation, fostering more positive adaptive behaviors that ultimately contribute to organizational productivity.
Furthermore, the study's findings reveal that intrinsic motivation serves as a mediator, influencing the relationship between employees' knowledge sharing and job performance. This suggests that knowledge sharing can function as an additional source of motivation for employees. When intrinsic motivation is high, employees derive enjoyment from task performance itself, contributing to enhanced job performance. For businesses, knowledge sharing is a strategic means to manage and formalize tacit knowledge. As a result, organizations are advised to actively promote knowledge sharing through various channels, such as workshops, seminars, conferences, written reports, face-to-face interactions, informal meetings, social gatherings, collaborative platforms, and structured training programs. Cultivating a culture that encourages knowledge and information sharing among employees can be facilitated through practices like best practice sharing, regular team meetings, mentorship initiatives, intrinsic and extrinsic motivators, coaching programs, brainstorming sessions, and other forms of internal communication. These efforts can significantly enhance knowledge dissemination and ultimately contribute to improved organizational performance.
6.CONCLUSION, LIMITATION AND FUTURE RESEARCH
6.1 Limitation and future research
[bookmark: _Hlk184917188][bookmark: _Hlk192004173][bookmark: _Hlk192004212][bookmark: _Hlk187826988]The authors acknowledge that despite their systematic framework, the study does have several notable limitations that should be considered for future research endeavors to enhance the model's effectiveness. One major limitation lies in the study's primary reliance on data collected from the private sector and a relatively small number of survey responses. Therefore, any generalizations drawn from the study's findings should be approached cautiously. Conducting further investigations across various industries and demographic groups is essential to ascertain the applicability and transferability of the findings to diverse organizational contexts. To address these limitations, future research should incorporate objective indicators and diverse data sources to ensure methodological robustness.
Furthermore, the study revealed that the relationship between knowledge sharing, job autonomy, and job performance is only partially mediated by intrinsic motivation. This implies that there might be additional mechanisms beyond the transformation of motivation towards intrinsic forms that contribute to the pursuit of environments conducive to improved job performance. As such, future research could delve into exploring how other human resource practices (such as High-Performance Work Systems-HPWS) and individual behavioral or personality traits interact with specific types of motivation (intrinsic and extrinsic) to influence job performance outcomes.
6.2 Conclusion
This study offers valuable insights into the relationship between knowledge sharing, job autonomy, intrinsic motivation, and job performance, its limitations underscore the need for continued research to refine and expand upon these findings. A broader scope of industries, larger and more diverse sample sizes, and a consideration of other potential mediating mechanisms will contribute to a more comprehensive understanding of the complex interplay between organizational factors and employee performance.
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