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Abstract: This research intended to focus on the impact of organizational culture on knowledge sharing by bank
employees directly and indirectly through mediation by organizational citizenship behavior. For achieving the
purpose, 402 employees from banks in the Kingdom of Bahrain through simple random sampling. Data were
collected through questionnaires. A current study found a significant outcome of organizational culture on
knowledge sharing and organizational citizenship behavior. Besides this current study also found significant
results between organizational citizenship behavior and knowledge sharing. Along with significant direct results,
current research also found the mediating effect by organizational citizenship behavior in relationships of
organizational culture with knowledge sharing. The current study contributes notable theoretical implications
under social exchange theory. In addition, the current study also provides practical learnings and recommendations
for the future.
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1. Introduction

Knowledge development is a key motivator for the global economic world (Eder & Trippl, 2019). In
the modern era, the global economy is transforming towards a knowledge-based economy (AlZgool et al.,
2020). Additionally, it is observed by Bloodgood (2019) that knowledge has a distinct competitive edge to
survive in the competitive world with distinct competency, which competitors cannot easily imitate.
Mahdi, Nassar, and Almsafir, (2019) found that knowledge management has a significant contribution in
the public and private organizations to maintain sustainable competitive performance. In emerging
economies, a skilled and knowledgeable workforce is the central pillar of sustainable organizational
performance. From the economic perspective, it is not easy to transform all the factors of production from
tangible to intangible (LaFayette, Curtis, Bedford, & Iyer, 2019). This transformation of the resources urges
to management scholars to explore more and more about the field of knowledge management. Therefore,
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the knowledge management concept has been varied according to the existing culture of the country.
According to Brown and Pehrson (2019); Hofstede and Hofstede (2005), several scholars have explored that
culture is the product of social contact among groups and peers.

Haag, Duan, and Mathews (2010) discussed that socialization contributes to upgrading cultural values
with dynamic environmental change. Additionally, it adds value creation in the exchange of creative ideas,
knowledge and perceptions. Hence, there are many consequences of the propensity to perceive culture as
a social system. For instance, knowledge-based culture influences behavior, thinking process, rules,
procedures, ideas, and administration and control. Consequently, culture tends to change over time with
the alignment of the radical change at the global level (Huang & Wang, 2003). Cultural differences can
influence perceptions and dissemination of information despite growing globalization.

Nevertheless, the use of tacit awareness involves social contact. The continuous process of sharing life
and work-related proficiencies through social contact with others and replicating them with learning can
be a basis for producing, sharing, and transmitting information (Hadjimichael & Tsoukas, 2019). It is also
observed that social communication can take place, especially those aggregated cultures where different
ethnic groups and racial backgrounds share their emotions, feelings, perceptions, and ideas. In any
organization, the culture transforms a systematic way forward to learn, adapt and create a strong
environment where every person has the right to share valuable insights, which create value addition in
the organizational culture for the people. For instance, Organizational culture, which is essential for the
formation and sharing of information, seeks to control individual actions. Therefore, organizations can also
create an atmosphere in which individuals can use their cognitive skills to create knowledge and share
creative ideas in the workplace.

Memon, Syed, and Arain (2017) delineated that flexibility in knowledge-based culture has a significant
role in creating knowledge, ideas, and meaningful thoughts. Moreover, community encourages and
promotes collaboration and teamwork between individuals to promote information streams and to
promote innovative ways to solve the problems. In the current era, financial institutions in general and the
banking sector have been considered a fundamental driver of innovation, smart technology, and change.
Thus, this is important for organizations to implement a knowledge-based system that can ensure people
sustain in the competitive environment with prompt speed of change in recent times (Sachdeva, 2019). It is
also explored that many industries and firms in the financial sector have adopted the robotics system to
enable knowledge creation, sharing, and creative ideas to their stakeholders.

According to Stamper and Dyne (2001), organizational citizenship behavior has a significant role in
the organizational culture that directly or indirectly influences employee behaviors. It is found that
citizenship behaviors within the organization improve staff and organizational efficiency (Podsakoff,
Whiting, Podsakoff, & Blume 2009). As per research by Ahmed, Arshad, Mahmood, and Akhtar (2019), the
growing significance has led scholars to consider helping behavior as the main components of sharing
information being a vital indicator of ethical behavior. Although previous research covered different facets
of information management in the banking sector, there is still a need to identify organizational culture as
a predecessor to the conception and transfer of knowledge.

This study aims to examine the culture as a prime antecedent that may pertain to knowledge creation,
sharing, and transfer and how organizational citizenship behavior mediates the association between
organizational culture and knowledge sharing behavior.

2. Literature Review

2.1. Banking Sector of Bahrain

In Bahrain, the banking sector consisted of two main streams, including Islamic and conventional
banking systems that constitute up to 85 % of the total financial assets of Bahrain. It is also observed that
29 banks are providing retail financial services through a conventional banking system while 73 banks have
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wholesale services with overseas representative branches of 8 other banks. Moreover, it is confirmed by
Banks in Bahrain (2019) that the banking sector has a significant role in booming the financial sector.
Besides, this is considered a big achievement that banking sector assets have reached 192.7 billion dollars
in 2016, which is more than the GDP of Bahrain. In connection to research, Bahrain banking sector has also
attracted scholars investigating various factors (AlZgool, Ahmed, Pahi & Ammar, 2020; Ahmed, 2019).
Bahrain has become a regional port for financial institutions with a robust regulatory structure and
skilled staff, attracting international banks to offer their services in the country. However, as a small
economy with just 1.5 million population, the banks themselves have the opportunity and the likelihood
of tough competition due to international openings of banks (Oxford, 2019). In a way, this leads to
emphasizing the need for banks to demonstrate how they can work actively to boost or improve their
financial results to ensure competitive viability. Fortunately, this is not simply confined with the
competitive financial goods or services they can provide, but they can also focus on the work practices and

procedures that are practically proved to enhance the organization's financial performance (Chun Shim,
Choi, & Kim, 2013).

2.2. Knowledge Sharing

Knowledge sharing has emerged through the knowledge management concept, defined by Alavi and
Leidner (2001) as a source of identifying and using collective knowledge within organizations to control
business rivals. In such a situation key part of managing knowledge is sharing and accessing knowledge
in or outside of particular organizations. Literature related to knowledge management defines knowledge
sharing as a way of transmitting information and utilizing expertise for solving the key problems by
developing new ways and implementing the required rules as stated by Chan, Wang, and Wang (2018);
Cummings (2004). While different scholars define knowledge sharing as a process of promoting, initiation,
integrating and implementing multi-stage process (Yu, & Wang 2018), transferring or searching (Tamer
Cavusgil, Calantone, & Zhao 2003), or sharing and assimilation (Wang 2019; Tamayo-Torres, Roehrich, &
Lewis 2017).

Unfortunately, knowledge sharing has remained a neglected area by human resource professionals
for many years. In early 2000, the importance of knowledge management has been started. Blankenship
and Ruona (2009) also highlighted that after 2000, knowledge management has remained under focus in
the field of human resources. This highlights that it is not essential only to accumulate knowledge but also
to share gathered knowledge. Based on stated earlier, this research has defined knowledge sharing,
collecting and delivering the knowledge to different concerned personnel.

2.3. Organizational Culture

Process of beliefs, habits, values, and behavior that shape individuals’ behavior within an organization
is known as organizational culture. According to Eskiler, Ekici, Soyer, and Sari (2016), organizational
culture is a combination of beliefs and values inside the organization that direct employee behavior. Eskiler
et al. (2016) further added that this makes organizational culture give birth to innovative work behavior
that enables the leaders to be motivated to have competitive advantage. Additionally, Khan, Memon, and
Ramayah (2018) have resembled organizational culture like glue, which combines or attaches employees
and the organization system to generate positive and innovative work behavior.

2.4. Organizational Culture and Knowledge Sharing

Organizational culture has remained under great focus since decades because of having potential
growth and better organizational performance, as stated by Bendak, Shikhli, and Abdel-Razek (2020);
Villalobos Antiinez, and Ganga Contreras (2018). Different organizational cultures have varying effects on
results. Again the organizational culture structure the employee behavior as the output of values and a
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combination of behavior, attitude, and intention. Abbasi and Dastgeer (2018) narrated that organizational
culture is a great forecasting factor of knowledge sharing.

Social exchange theory explains the social norms and values in directing the behavior of individuals.
Aquilani, Abbate, and Codini (2017) are among recent studies that have established that organizational
culture is positively associate with knowledge sharing. People keenly disseminate knowledge in an
environment of mutual trust and confidence, whereas in a competitive environment where people might
be jealous and competing may hoard their knowledge to gain and retain knowledge power. An advantage
of clan culture is that it enables the free flow of knowledge, develops confidence and trust among
organizational members, connects and affiliates people, and refrains from anti-social norms. These features
of clan culture encourage people at the workplace and in any other social setup to willingly share
knowledge and experience and understanding their knowledge-sharing behavior (Asurakkody & Kim,
2020).

Knowledge sharing is a key component of knowledge management. Based on the social exchange
theory, knowledge sharing play a basic role in knowledge management. So, the organizational culture that
acknowledges the values and norms of knowledge sharing would make sure harmless flow of information
from donor to the receiver. Despite excessive research on examining the impact of organizational culture
on knowledge sharing, there is a lack of empirical research on measuring the effect of organizational culture
towards knowledge sharing and the mediating influence of organizational citizenship behavior. There is a
dearth of research to examine knowledge sharing in the banking industry of the Kingdom of Bahrain. Thus
the present study hypothesized:

H1: Organizational culture will significantly influence the knowledge sharing.

2.5. Organizational Citizenship Behavior

Organizational citizenship behavior is a combination of voluntary behavioral actions that are not
traced out with rewards but help promote organizations (Organ 1988). Past literature has identified
different factors influencing organizational citizenship behavior; these factors are organizational justice,
perceived organizational support, and authentic leadership (Colquitt, Conlon, Wesson, Porter, & Ng 2001;
Riggle, Edmondson, & Hansen 2009). Investigated by Lim and Loosemore (2017) that organizational
citizenship behavior helps achieve organizational goals. According to Organ (1988), scholars have only
focused on contextual, effectual, and cognitive factors. Furthermore, Bambale (2014) explained that the
OCB defines behavior and activities required by leaders from employees to achieve objectives and goals.
Su ch as helping and guiding new workforce, increasing workflow, doing work for extra time, corporation
of different events and providing fruitful suggestions related to development. This research has been aimed
to study organizational culture effects on organizational citizenship behavior in the banking industry of
the Kingdom of Bahrain.

2.6. Organizational Culture and Organizational Citizenship Behavior

Organizational citizenship behavior has remained in focus since long different scholarly work has
focused on the relationship of OCB and different occupations in various organizations as narrated by
Ebrahimpour, Zahed, Khaleghkhah, and Sepehri (2011). Organizational culture affects different factors,
including organizational citizenship behavior (Badawy, Trujillo, & Magdy, 2017). Accordingly, the study
conducted on the university staff found a weak impact of organizational culture on organizational
citizenship behavior. Besides, studies such as Mohanty and Rath (2012); Ghashghaeinia and Hafezi (2015);
Patra and Aima (2018) found a significant connection of organizational culture and organizational
citizenship behavior. The prior literature also found significant positive influence of organizational culture
on organizational citizenship behavior (Mahardika, & Wibawa 2019; Demirel, Elhusadi, & Alhasadi, 2018;
Wijaya, & Yuniawan, 2017; Setyaningrum 2015). Similar results have also been forwarded by some other
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scholars (Cahyono, Sularso, & Sumani, 2016; Purnama, 2013). This hence clarifies that good organizational
culture will positively increase the OCB of staff. Thus we hypothesized:
H2: Organizational culture significantly predict organizational citizenship behavior.

2.7. Organizational Citizenship Behavior and Knowledge Sharing

People with OCB have an open mind and willingness to share knowledge with their social circle (Hsu
& Lin, 2008). Knowledge sharing behavior has been influenced positively by OCB, and people with a
higher level of OCB are more willing and volunteer for the welfare of others (Pei-Lee, & Hongyi, 2012).
This, in return, also increases the tendency of sharing knowledge. A scholarly work by Hsien, Pei Yung,
and Sheng (2014) researched the catering industry and found positive influence of OCB on knowledge
sharing behavior. Mogotsi, Boon, and Fletcher (2011) have shown resemblance in knowledge sharing and
OCB based on discretionary behavior.

H3: Organizational citizenship behavior will significantly predict knowledge sharing.

2.8. Organizational Citizenship Behavior as a Mediator

Different scholars such as Hashim and Tan (2015); Jo and Joo (2011); Andrews and Delahaye (2000);
Lin (2006) have examined mediators with knowledge sharing. These researchers have investigated the link
of antecedents with knowledge sharing, such as organizational learning culture (OLC), organizational
commitment (OC), and OCB. Furthermore, Jo and Joo (2011) found a significant link between OCB and
knowledge sharing intention. The finding suggested that OCB has mediated the association between
organizational learning culture and knowledge sharing intention. OCB has been proved as the mediator
between POS and Job performance (Chiang, & Hsieh, 2012) further narrated that staff with a higher level
of OCB exceed expectations and do more than their job assignments. Similarly, OCB also mediated between
servant leadership and knowledge sharing intention (Tuan, 2017). As stated in existing literature, OCB has
performed as a mediator among different variables such as POS, knowledge sharing intention, and job
performance, showing that OCB is a good mediator in organizational research. Though lack of literature
about testing mediating effect of OCB in the relationship of organizational culture and knowledge sharing
in the banking sector is yet to be explored. Therefore, this research has investigated the mediating
relationship of OCB between organizational culture and knowledge sharing among bank employees of the
Kingdom of Bahrain.

H4: Organizational citizenship behavior will significantly mediate the association of organizational
culture towards knowledge sharing.

Organizational
citizenship
behavior

Knowledge

N sharing
Organizational

culture

) 4

Figure 1. Framework
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3. Methodology
3.1. Instrumentation

Questionnaire was structured in the following manner. Firstly, the questionnaire contained
description about respondents’ profile. Secondly, information about organizational culture, organizational
citizenship behavior, and knowledge sharing behavior of bank employees in the Kingdom of Bahrain.
Instrument items were selected from the literature available. Organizational culture has been
operationalized as a uni-dimensional variable as used as uni-dimensional in the study of Khan, Ismail,
Hussain, and Alghazali (2020). Organizational culture was assessed with 6 items adapted from Cameron
and Quinn (1999) recently been used in Fralinger and Olson (2007), and items are available in Cameron and
Quinn (2006) revised edition. Besides this, organizational citizenship behavior was measured through 8
questions were adapted from Podsakoff et al. (1990), while knowledge sharing was measured through 5
items adapted from Bock et al. (2005) and recently been used in Chow and Chan (2008).

3.2. Data Collection

Data were collected from a sample of 402 (after data screening) individual bank staff working in
different banks in the Kingdom of Bahrain. The sample was selected through simple random sampling.
Data were collected using a self-administrative questionnaire. Human resource units and operational in-
charge personnel were contacted to arrange a proper list of working staff, then after respondents were

approached for filling of questionnaires. The demographic profile of the respondents is presented in table
1.

Table 1. Demographic profile of respondents (n= 402)

Demographic factor Component Frequency Percentage
Gender
Male 330 82.09
Female 18 17.91
Age
<= 24 years 43 10.70
25Y to 30Y 95 23.63
31Y to 35Y 119 29.60
36Y to 40Y 99 24.63
More than 40 years 46 11.44
Qualification
Graduate 310 77.11
Postgraduate 92 22.89
Marital status
Single 190 47.26
Married 127 31.59
Not specified 85 21.14

Y= years

3.3. Data Analysis

By following the data analysis process from Ibrahim and Arshad (2017), hypothesized relationships
were examined by applying structural equation modeling. This study applied two approaches as
recommended by Anderson and Gerbing (1998). At first, the measurement model was assessed through
the PLS algorithm using Smart PLS 3 software to check the reliability and validity of the model. Later, the
study assessed the structural model for proposed relationships. Smart PLS 3 has been widely used across
social science studies (e.g., Ahmed et al., 2020; Pahi et al., 2020).
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4. Analysis Results
4.1. Assessment of Measurement Model

In the measurement model, validity and reliability were checked by following Fornell and Larcker
(1981) criteria in which construct validity was assessed via composite reliability coefficients to be 0.70 or
above. Furthermore, convergent validity of the variables was assessed through AVE score by value of 0.50
and or above. 0.50 (Chin 1998). CR values were found among 0.869 to 0.944, and AVE scores were 0.530 to
0.773. Thus current study assured internal consistency reliability. Furthermore detail is appended in table
2 and figure 2.

Table 2. Loadings, AVE, CR, and R?

Construct Loading AVE CR R2
Organizational Culture 0.530 0.869
ocC1 0.552
0cC2 0.614
OC3 0.678
0OC4 0.835
OC.5 0.833
ocC.6 0.805
Organizational Citizenship Behavior 0.657 0.938 0.583
OCB1 0.739
OCB2 0.716
OCB3 0.637
OCB4 0.871
OCB5 0.864
OCB6 0.882
OCB7 0.875
OCB8 0.863
Knowledge Sharing 0.773 0.944 0.469
KS.1 0.884
KS.2 0.909
KS.3 0.907
KS4 0.855
KS.5 0.839
OCB1 OCB2 OCB3 OCB4 OCB5 OCB6 OCBT 0CB8

TR

ORGAMIZATIONAL
CITIZENSHIP
BEHAVIOR

Qci 0.763 0.477
.
ocz [~ Ks1
0552 _
o 0.614 7 0.834 Ks2
0578 -~ 0.909 —
ocs  A—08B 0.247 — w0907 —p Ks3
0.833 -~ 0.855 —»
ocs | P85 oraanizaonaL 0.832 KS4
e CULTURE KNOWLEDGE T
SHARING KS5

OCe
Figure 1. Measurement Model

Following this, the current study attempted to measure the discriminant validity of the model. Chin
(1988) recommended that the square root of the AVE scores must be higher than compared reflective
loading. Furthermore, for measuring the discriminant validity, HTMT values were also assessed by
following Henseler, Ringle, and Sarstedt (2015)'s recommendations. Recommended values of HTMT lies
below HTMTO0.85 or HTMT0.90. Further square root of AVE and HTMT values are presented in table 3.
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Results in table 3 show that the square root of AVE (Fornell & Larcker, 1981) of all latent variables are
higher than the compared reflective loading. Furthermore all HTMT values were under the recommended
range of HTMT0.90. Hence current study confirms significant discriminant validity.

Table 3. Discriminant Validity

Construct Sqr root AVE HTMT
KS OCB ocC KS OCB ocC
KS 0.879*
OCB 0.666 0.811* 0.698
ocC 0.611 0.763 0.728* 0.695 0.889

* Bold value represent square root of AVE

4.2. Assessment of Structural Model

After successful assessment of measurement model, the current study assessed structural model to
check proposed hypothesis through bootstrapping. Bootstrapping is widely used in research for testing the
hypothesized relationships (Galdeano, Ahmed, Fati, Rehan, & Ahmed, 2019). In the assessment of
structural model, the current study found significant relationship of organizational culture with knowledge
sharing in H1 (OC->KS) (3 =0.247, sd = 0.062, t =4.003, p <= 0.000) hence H1 was accepted. Similarly current
study also found significant results in relationship of organizational culture with organizational citizenship
behavior in H2 (OC->OCB), ( =0.763, sd = 0.025, t = 30.451, p <= 0.000) based on the findings H2 was also
accepted in current study. The relationship between organizational citizenship behavior and knowledge
sharing was also assessed and the current study found significant results in H3 (OCB->KS) (3 = 0.477, sd =
0.057, t=8.327, p, <=0.000) based on significant results H3 was also accepted. Besides the direct relationship
assessment, the current study also found significant mediation of organizational citizenship behavior
between organizational culture and knowledge sharing in H4: (OC>OCB->KS) (3 =0.364, sd =0.041, t =
8.789, p <= 0.000). Further details of the results are presented in in table 4 and figure 3.

Table 4. Assessment of Structural Model

Relationship Beta sd* t value p value decision
H1: OC>KS 0.247 0.062 4.003 0.000 accepted
H2: OC>0CB 0.763 0.025 30.451 0.000 accepted
H3: OCB>KS 0477 0.057 8.327 0.000 accepted
H4: OC>0OCB~>KS 0.364 0.041 8.789 0.000 accepted

Sd*= standard deviation.

QOCB1 OCB2 QOCB3 QCB4 QCBS QCB6 QCBY OQCB8

— SN A S

37,343 23.718 17803 84336 31284 66522 41963 49,707

\\\\

ORGAMIZATIONAL
CITIZENSHIP
BEHAVIOR

oc1 30.431 8327

L
™ KS1
BEL 9.488
&‘i143‘6\ 650(}3/‘ Ks2
0C3 177813 ’fé?,},so’*
oca 4413 4003 —» —75403 ) KS3
38716 53.038
IETEE w006 Y ksa
4

QCs ORGAMIZATIOMAL
r/ CULTURE KNCOWLEDGE

SHARING KS5

QC6

Figure 3. Structural Model
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5. Discussion

Findings of the current study show that organizational culture helps increase knowledge sharing
significantly and has been in line with past literature (Asurakkody & Hee: 2020; Abbasi & Dastgeer: 2018;
Aquilani et al., 2017). Positive organizational culture motivates the employees regarding knowledge
sharing among groups, or knowledge sharing is good behavior for good social interaction at the workplace
due to favorable organizational culture. This relationship between organizational culture and knowledge
sharing can be stated by social exchange theory (Brown & Pehrson, 2019). In different organizations,
interaction or communication among employees is a valuable source for increasing knowledge sharing.
Therefore, employees who easily share the knowledge within the workplace groups create a better
environment, such as organizational culture.

Along with this, organizational citizenship behavior, which is known as voluntary actions of
employees (Organ 1988), encourages employees towards knowledge sharing, as current study has proved
with a significant effect of organizational citizenship behavior on knowledge sharing, which has also been
in line with the past empirical evidence (Hsien et al.,, 2014; Pei-Lee & Hongyi 2012; Hsu & Lin 2008).
Employees who are willing to share knowledge voluntarily show that they are motivated and do not have
any hesitation while sharing knowledge because on one side, they are sharing knowledge, and on the other
side, they are gaining knowledge from other group members at the workplace. Voluntary sharing of
knowledge at the workplace also helps in skills to do other job tasks or support to substitute in case of
emergency.

The current study also found a significant positive effect of organizational culture on organizational
citizenship behavior. Moreover, the current study findings are supported by existing empirical research
(Mahardika & Wibawa 2019; Wijaya & Yuniawan 2017; Cahyono et al., 2016). Thus positive culture creates
willingness among employees, which motivates employees with voluntary behavior at work for better
knowledge sharing. Such positive culture is direly crucial in the banking industry, though each bank
department has different functions but on one another, all departments are linked with each other, as
output of one department can be an input for other departments. Therefore, there should be such positive
cultures in the banking industry that creates voluntariness among employees and encourage them to share
knowledge at work.

Besides all direct relationships, the current study also found significant mediating effect of
organizational citizenship behavior in the relationships of organizational culture with knowledge sharing.
This recommends that employee willingness, like organizational citizenship behavior, engenders and
encourages them to share knowledge at work between employees' organizational culture and knowledge
sharing behavior. As a result, employees in the banking sector show volunteer behavior such as
organizational citizenship behavior when they are provided with a positive culture, increasing their
behavior for knowledge sharing. In a nutshell, organizational culture, organizational citizenship behavior
of employees and knowledge sharing create a positive environment where employees feel a sense of
organizational identification and become motivated and perform well and share knowledge among groups
at work, which is ultimately beneficial for both organizations and employees.

5.1. Theoretical Contribution

Based on theoretical bases current study has contributed significant results in line with past literature
that found significant positive effects of organizational culture on knowledge sharing (Asurakkody & Hee,
2020; Abbasi & Dastgeer: 2018; Aquilani et al., 2017), organizational culture towards organizational
citizenship behavior (Mahardika & Wibawa 2019; Wijaya & Yuniawan 2017). Organizational citizenship
behavior with knowledge sharing (Hsien et al., 2014; Pei-Lee & Hongyi 2012). A current study found
theoretical contribution under the umbrella of social exchange theory which states better relationship and
exchange or sharing of knowledge among employees can be a better resource for both organizations and
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employees, especially bank employees. Furthermore, the mediating effect also contributed significant
findings related to knowledge sharing. Therefore, the current study signified the research gaps by
investigating relevant mediating variables that provide a more inclusive understanding of how
organizational culture can be associated with knowledge sharing through organizational citizenship
behavior as a mediating role.

5.2. Practical Contribution

Current research makes a valuable practical contribution by giving suggestions to management and
organizations on creating a better organizational culture that helps to encourage employees for knowledge
sharing. Therefore banks should focus on better organizational culture which attracts special assets in the
shape of knowledgeable human capital. Precisely, creating a better organizational culture that improves or
encourages employees” volunteer behavior onward affects knowledge sharing among employees. The
findings of this study were supposed to be beneficial towards the management of the banking industry of
the Kingdom of Bahrain, showing that organizational culture through organizational citizenship behavior
engenders voluntariness among bank employees for knowledge sharing.

5.3. Limitations and Recommendations for Future Research

This research presents many limitations. Firstly, organizational culture, organizational citizenship
behavior, and knowledge sharing were investigated via one-time collected data using a single method
(questionnaire). This may raise the issue of common methods variance (Podsakoff, MacKenzie, Lee &
Podsakoff, 2003). To overcome this issue some different approaches were used, such as Harman test.
Secondly, this study only investigated knowledge sharing through one independent variable and a single
mediator. Future studies, therefore, may test other variables such as employee engagement which can
encourage better employee knowledge sharing behavior, service climate, leadership styles, corporate social
responsibility, and reward systems. Thirdly, the current study implied only mediations while moderators
can also be added to better understand the examined relationships.

6. Conclusion

This research has made a valuable contribution regarding how banks may focus on organizational
culture to encourage staff for knowledge-sharing behavior. Along with this, this empirical study has
focused on the direct and as well as indirect effect of organizational citizenship behavior for better
knowledge sharing. This research work has been based on strong empirical evidence that voluntarily
behaving employees in the organization are helpful for the betterment of the organization and themselves.
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