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ABSTRACT: The importance of knowledge as a source of strategic renewal of an organization is obvious in today's 

complex and changing environment. Knowledge enables organizations to acquire and apply knowledge more quickly 

and effectively than past and thus it provides a basis for maintaining a sustainable competitive advantage. The present 

era is the age of dramatic changes and developments in technology .The intellectual structure of this era is embossed 

with deepening information and paying attention to participation of creative and knowledge-oriented manpower 

instead of functional manpower. Therefore, intelligent management tries to make better and more use of a tool called 

knowledge to confront and deal with uncertainty, maintaining the position, creativity and innovation and expand its 

competitive domain. In this context, knowledge sharing process is one of the most important factors that can function 

as both effect and cause of many factors on which we must gain enough understanding. The purpose of this study 

was to investigate the impacts of job attitudes on organizational citizenship behavior and knowledge sharing among 

personnel of management development and resource planning department in Tehran University of Medical Sciences 

and Health Services. To do this, 200 managers and employees of management development and resource planning 

department of Tehran University of Medical Sciences and Health Services were selected by simple random sampling. 

Then, they answered to researcher-made questionnaires. In the end, the results of the questionnaires were analyzed 

using bivariate linear regression and the results showed that job attitudes had a significant effect (p <0.05) on 

organizational citizenship behavior and knowledge sharing among personnel of management development and 

resource planning department of Tehran University of Medical Sciences and Health Services. Besides, it was found that 

organizational citizenship behavior had a significant effect (p <0.05) on knowledge sharing among personnel of 

management development and resource planning department of Tehran University of Medical Sciences and Health 

Services. 

Key words: Job attitudes, organizational citizenship behavior, knowledge sharing 

O
R

IG
IN

A
L

 A
R

T
IC

L
E

 
R

e
ce

ive
d

 9
 D

e
c. 2

0
1

3
 

A
cce

p
te

d
 2

7
 F

e
b

. 2
0

1
4

 

 

 

INTRODUCTION 

Entering into new millennium diminished the 

importance of raw materials and land which were 

formerly considered critical for the formation and 

growth of organizations. Organizations need to survive 

and live in circumstances in which the world is rapidly 

and majorly changing (Iranshahi, 1998, p. 83). It must 

be acknowledged that human beings are the most 

important elements in managing organization in 

today's dynamic environment. Organizations consider 

the personnel as their most important assets and 

encourage themto understand, comprehend and 

practically use their knowledge and new ideas to 

promote and advance organizational goals. This activity 

requires the organizational culture, as a determinant of 

organization’s personality that affectsthe behavior of 

personnel,to be a knowledge-based and educating one 

(Sharif Zadeh and Kazemi, 1998, p. 131).  

On the one hand, a major part of daily life of 

every person is dedicated to working. One of the 

conceptions that have recently attracted the attention 

of work, productivity, industrial and organizational 

psychologists is the symptoms, causes and effects of 

burnout (HaddadiKoohsar and Aliakbari Moallem, 

2011, p. 97).  

On the other hand, organizational citizenship 

behaviors, which are the results of burnout or 

personnel’s job attitudes,have had positive impacts on 

outputs related to performance evaluation and 

teamwork. Regarding this subject, many researchers 

have enumerated relatively large individual and 

organizational consequences for organizational 

citizenship behaviors including increasing the 

performance and effectiveness of the organization as 

well as increasing the rate of attracting and maintaining 

qualified and efficient workforces. Given the important 

impact of organizational citizenship behaviors on 

improving the organizational performance, several 

studies have examined the reasons for these behaviors 

that are mainly focused on individual characteristics. 

Similarly, job attitudes have also been one of the topics 

favored by researchers. In other words, the attitudes of 

employees towards various issues affect the 

occurrence or non-occurrence of organizational 

citizenship behaviors. However and regarding the high 

status of knowledge management in empowering 

employees to make smarter decisions and improving 

the level of organizational performance, this study tried 

to examine the effects of job attitudes on 

organizational citizenship behaviors and knowledge 
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sharing in organizations. Furthermore and given that 

organizations operating in the health care field are in 

constant contact with the customers or clients, they are 

of particular importance and thus the impact of above-

mentioned factor among personnel of management 

development and resource planning department of 

Tehran University of Medical Sciences and Health 

Services were analyzed and assessed thereof. 

Research Problem: Today's changing world 

requires that organizations look for innovative tools to 

survive and grow. One of the tools that can help 

organizations to meet this goal is knowledge 

management Knowledge management is a process 

that helps organizations to discover, select, organize 

and publish important knowledge. In other words, 

knowledge management is a specialty that is essential 

for activities such as problem solving, dynamic learning 

and decision making. Knowledge management can 

cover range of organizational performance features 

that enable organizations to perform "smarter" (Wiig, 

1999, p. 4), but this alone is not enough because 

knowledge management requires coordination with 

existing organizational culture in order to be usable 

and applicable. This is because each organization has a 

unique culture that instructs employees how to 

understand and think about events. Thus, 

organizational culture can be considered as a powerful 

instrument to strengthen organizational behavior. Poor 

organizational culture prevents people to share and 

publish their information and leads them to maintain 

their own personal power and effectiveness (Kalseth, 

2000, p. 11). Therefore, organizational culture is 

essential for facilitating participation and producing 

knowledge. Having done extensive research, 

Bachmann Company concluded that an open culture 

encourages integration of skills and experience and 

thus is suitable for the development and promotion of 

knowledge management (Wiig, p. 1999, p. 6). 

Organizations should create an environment for 

sharing, transferring and exchanging knowledge 

among members in order to teach employees to 

establish meaningful interactions with each other 

(Nonaka, 1995, p. 31). It can be claimed that studying, 

modification and establishment of a proper and flexible 

organizational culture can gradually alter the pattern of 

interaction between employees in the organization and 

make a better use of knowledge management as a 

competitive advantage (Iranshahi, 1998, p. 83). 

Knowledge management is considered as an important 

source of competitive advantage. Regarding the 

current competitive environment, it can be assumed 

that factors affecting the success of organizations are 

not purely related to capital, manpower and raw 

materials, but they also depend on the organization’s 

ability to produce knowledge among all members of 

the organization (Tsong Hu, 2008, p. 98).  

On the other hand, Oregon (1988) investigated 

the organizational citizenship behavior within five 

dimensions of conscientiousness, altruism, 

magnanimity and forgiveness, civil attitudes and 

respect and noted that it is possible that these five 

dimensions of organizational citizenship behaviors do 

not emerge simultaneously. For example, individuals 

who are conscientiousness may not be philanthropist 

and devoted persons. Likewise, it is possible that some 

of these dimensions, such as altruism and loyalty, are 

tactically used in order to put the managers under 

pressure (Castro, Armario, and Ruiz, 2004, p. 9).  

Universities, as one of the most critical social 

service systems, are managed by today’s amazing 

competitive transformations. In these circumstances, 

managers have little opportunity to control the 

behaviors of employees because most of their time and 

energy should be spent on identifying the internal 

environment in the face of external challenges of 

organization. Consequently, the other everyday tasks 

should be assigned to employees. If these employees 

are well familiar with organization's goals as well as 

essential skills, knowledge, and ability, they will perform 

their duties well thereof (Tsong Hu et al. 2006, p. 63).  

Due to the dense population of Tehran and the 

need to provide more high quality services to clients in 

the health centers, management development and 

resource planning department of Tehran University of 

Medical Sciences and Health Services needs to develop 

and deliver effective programs tailored to the needs of 

this Center and this requires deployment of efficient 

and effective personnel equipped with the best 

possible job attitudes. All the above-mentioned factors 

have been considered by these researchers. 

Considering the points mentioned in the previous lines, 

the researchers sought to answer this question: 

Whether job attitudes have any impact on 

organizational citizenship behavior and knowledge 

sharing among personnel of management 

development and resource planning department in 

Tehran University of Medical Sciences and Health 

Services or not?  

Purpose of the study 

1. Determine the impact of job attitudes on 

organizational citizenship behaviors among personnel 

of management development and resource planning 

department in Tehran University of Medical Sciences 

and Health Services. 

2. Determine the impact of job attitudes on 

knowledge sharing among personnel of management 

development and resource planning department in 

Tehran University of Medical Sciences and Health 

Services. 
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3. Determine the impact of organizational 

citizenship behaviors on knowledge sharing among 

personnel of management development and resource 

planning department in Tehran University of Medical 

Sciences and Health Services. This study uses a model 

proposed by Pei Li Thei et al. 

 

MATERIAL AND METHODS 

The research method was descriptive - survey 

and the type of research was documents –field one. 

This meant that while we referred to information 

available in the field of management development and 

resource planning department of Tehran University of 

Medical Sciences and Health Services as well as 

available scientific sources, we used questionnaires in 

order to collect required information. The population of 

this study was all personnel of management 

development and resource planning department of 

Tehran University of Medical Sciences and Health 

Services total of 419 individuals. Due to the limited size 

of population, sample size of the present study (200 

individuals) was determined via using the formula for 

finite population sampling. These individuals were 

randomly selected to respond to the questionnaires. 

The questionnaire was divided into three 

sections. The first part of the questionnaire included a 

brief explanation on the questionnaire and how to 

complete it to provide clarity for respondents. The 

second part of the questionnaire included personal 

information that had four sub-questions, including age, 

education, work experience and marital status. The 

third section included questions related to research 

variables (job attitudes, organizational citizenship 

behavior and knowledge sharing). Second and third 

sections of the questionnaire were designed in closed 

formats. Furthermore, the questionnaire included 

Likert scale, so there were 5 options for each question 

(strongly agree, agree, no opinion, disagree, and 

strongly disagree). Cronbach's alpha was used to 

measure the reliability of questionnaires. Besides, the 

validity of questionnaires was confirmed by respectful 

Supervisor and Consultant professors as well as 

experts and Delphi technique. Using LISREL software, 

both descriptive and inferential statistics were 

analyzed. The descriptive statistics were used to 

describe the status of sample. Kolmogorov-Smirnov 

test, Pearson correlation coefficient and goodness of fit 

tests were used in the domain of inferential statistics. 

 

RESULTS 

In this section, the main hypotheses of the study 

were analyzed and the results were presented as 

follow: 

1. Job attitudes have had impact on 

organizational citizenship behaviors among personnel 

of management development and resource planning 

department in Tehran University of Medical Sciences 

and Health Services. 

2. Job attitudes have had impact on knowledge 

sharing among personnel of management 

development and resource planning department in 

Tehran University of Medical Sciences and Health 

Services. 

3. Organizational citizenship behaviors had 

impact on knowledge sharing among personnel of 

management development and resource planning 

department in Tehran University of Medical Sciences 

and Health Services. 

The results of Kolmogorov-Smirnov test showed 

that the distribution of variables were normal and we 

could make use of parametric tests (two-variable linear 

regression, in this study) in order to analyze the 

research hypotheses. 

As the results of Pearson correlation coefficients 

showed, there was a significant positive relationship 

among the research variables (p <0.05). 

Given the correlation between variables and a 

confirmed linear relationship between them, the 

researchers fit the measurement equations and 

simultaneously evaluated the relationship between 

these variables and dimensions of job attitudes. 

Therefore, the research variables were named and 

introduced based on Table 3. 

In order to study the relationship among 

research variables and the level of model fitting to 

findings, the researchers presented the conceptual 

research model. Then, standard and significant states 

of model were discussed. 

As we expected, the estimated impact of 

standardized coefficients showed that our model has 

had acceptable path coefficients. Furthermore and 

according to the parameters of model fitting, this 

research model research had been approved and had 

a perfect fit. The results indicated that job attitudes had 

greater impact on knowledge sharing (0.44) and this 

impact on organizational citizenship behavior had been 

0.26. Also, organizational citizenship behavior had 

impact on knowledge sharing (0.34). Then, we paid 

attention to significant coefficients and reported the 

model in its significant status. The values of these 

statistics were presented in figure 3.  

Estimating the test statistics and comparing them 

with the critical values of T-student distribution table 

with 1 degree of freedom (t  1.96) showed that the 

test statistics for the variables were larger than the 

critical value. Consequently, the null hypothesis of 

impact factors or, in other words, the hypothesis that 

stated there is no impact between variables of job 

attitudes and organizational citizenship behavior, in 

type I error probability level (α= 0.05) was rejected. 
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Indicators of goodness of fit of the model: 

The researchers examined the ability to refer to 

the results of the model in terms of goodness of fit 

tests. Based on these tests, the overall validity of the 

fitted model was tested and the results of the goodness 

of fit of the model were shown in Table 4. 

The findings of the research hypotheses can be 

summarized as paragraphs (a) to (c) provide: 

A) The results of the fitted model indicated that 

job attitudes had a significant impact (p<0.05) on 

organizational citizenship behaviors among personnel 

of management development and resource planning 

department in Tehran University of Medical Sciences 

and Health Services. The obtained values of these two 

variables in standard and significant states were 0.26 

and 3.83, respectively. Accordingly, the null hypothesis 

was rejected; that is, job attitudes had no impact on 

organizational citizenship behavior. 

B) The results of the fitted model indicated that 

job attitudes had a significant impact (p<0.05) on 

knowledge sharing among personnel of management 

development and resource planning department in 

Tehran University of Medical Sciences and Health 

Services. . The obtained values of these two variables in 

standard and significant states were 0.44 and 7.59, 

respectively. Accordingly, the null hypothesis was 

rejected; that is, job attitudes had no impact on 

knowledge sharing. 

C) The results of the fitted model indicated that 

organizational citizenship behaviors have had a 

significant impact (p<0.05) on knowledge sharing 

among personnel of management development and 

resource planning department in Tehran University of 

Medical Sciences and Health Services. . The obtained 

values of these two variables in standard and 

significant states were 0.34 and 5.81, respectively. 

Accordingly, the null hypothesis was rejected; that is, 

organizational citizenship behaviors had no impact on 

knowledge sharing. 

 

Table 1. Statistics of the Kolmogorov Smirnov test 
Knowledge sharing Organizational citizenship behavior Job attitudes Variable 

1.774 2.294 1.073 Value of Kolmogorov Smirnov 

0.240 0.100 0.199 Sig. 

 

Table 2. Correlation coefficients among research variables 
Knowledge sharing Organizational citizenship behavior Job attitudes Variable 

  1 Job attitudes 

 1 0.263** Organizational citizenship behavior 

1 0.451** 0.527** Knowledge sharing 

 
Table 3. Symbols employed for research variables 

Symbol Variable 

J.A Job Attitude 

O.C.B Organizational Citizenship Behavior 

K.SH Knowledge Sharing 

 

 
 

Table 4. Results of Goodness of fit indicators of the model 
Desirable level Result Indicator 

Less than 3 0 Value of  𝜒2 degrees of freedom 

1 to 0.9 1 GFI index 

1 to 0.9 1 AGFI index 

Less than 0.05 0.0001 RMSEA index 
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DISCUSSION  

Managers and officials should try to establish 

warm relationships with employees and improve and 

increase the job involvement of employees. 

Encouraging employees to observe the rules and 

celebrating the loyal employees will lead to improved 

organizational commitment. 

The working environment should be designed in 

ways that lead to optimized use of abilities and skills of 

employees 

Holding brainstorming and consultation sessions 

with employees can improve knowledge sharing 

among them. 

Holding effective in-service training courses can 

efficiently improve the level of knowledge and 

knowledge sharing among employees.  

The managers and officials should always try to 

be aware about their active employees and encourage 

them continually.  

Employees must show proper behaviors against 

each other and, if necessary, take the first step toward 

helping their peers. 
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