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Abstract. The objective of this research is to develop a conceptual model, by proposing the concept of value oriented developmental interaction capability, to fill in the research gap between knowledge sharing and team performance among the functional
teams in the organization, then testing the model in the hotel industries in Yogyakarta Special Region and Central Java Province
in Indonesia. Adopting the interaction theory and the concept of work values, the concept of value oriented developmental
interaction capability is introduced and inserted in the research model for mediating the influence of knowledge sharing to
teamwork performance. A purposive sampling is adopted in inviting employee in a hospitality industry sector to participate in
this research. Following the acceptance of the regression coefficients, the Sobel test statistics is conducted and proving the role of
value oriented developmental interaction capability as a mediator between knowledge sharing and teamwork performance.
Keywords: knowledge sharing, value oriented developmental interaction capability, teamwork efficacy, teamwork performance,
work value, Indonesia.
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Introduction
In coping with the environmental dynamics, teamwork is
considered as an effective medium for encouraging process
of sharing of interpersonal potentials and creating ways to
work-process improvement. Team work has become an
organizational way of life through which employees could
work effectively (Han and Beyerlein 2016). Adopting the
study of Han et al. (2017), a work process could be seen
as an affective process as well as cognitive process. When
a work process is understood as a cognitive process, team
member will emphasizes the importance of knowledge,
applying knowledge to enhance the functioning of the team
(Mesmer-Magnus et al. 2017), through knowledge and
experience sharing between team members a teamwork
could enhance the teamwork effectiveness (Shuffler et al.
2011). As a cognitive process in a teamwork as studied by
Edmondson (2012) work process may be seen as a learning

process and knowledge sharing that provide ways for understanding goals better and act properly to achieve goals.
Furthermore, when a work process is understood as an
affective process, team member then will involve in the
work process with feeling of interested, responsible, responsiveness, exited, strong motivation, attentive, inspired,
enthusiastic to all pro-growth changes such as studied in
the seminal work in positive and negative affect of Watson
et al. (1988)
Knowledge sharing in an organization occurs as a
teamwork member’s response lack of proficiency such as
knowledge, skill and experience. Therefore, knowledge
sharing across individuals, teams, or work units could be
seen as a media for identify, capture, create, and collect
new knowledge to improve work capacity, core competency, and problem-solving ability, especially in dealing
with the dynamic of environmental change (Wang and
Wang 2012).
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Our literature review indicated an inconclusive influence of knowledge sharing in improving the teamwork
performance, such as in one side studies of (Han et al. 2017,
Park and Lee 2014, Tung and Chang 2011) and Chiu and
Chien (2015) demonstrated the pivotal influence of knowledge sharing to teamwork performance. In the contrary,
studies by scholars such as Choi et al. (2010), Xiao et al.
(2016) indicated no direct impact of knowledge sharing
on team performance. Consenting to the different conclusion of those research as a gap for further elaboration of
the relationship between knowledge sharing and teamwork
performance, we are allured to raise a question on even
if knowledge sharing has potential to enhance teamwork
performance, but what process should be initiated by a
knowledge sharing practice that impacting positively to a
teamwork performance
Adopting the work of Karpen et al. (2015) on interaction, we synthesize a concept of value oriented developmental interaction capability as a consequence of knowledge
sharing leading for enhancing the team work performance
as discussed in our literature review section. Hence, the
objective of this study is to propose a conceptual model on
a process how knowledge sharing could be managed to improve team-work performance and be tested in a hospitality
industry in Indonesia.

1. Literature review and hypothesis development
1.1. Knowledge sharing in a teamwork
Study on knowledge sharing has attracted scholars at
least in this decade in exploring the nature, social role as
well as its professional role, and the importance of knowledge sharing in enhancing performance (Aubke et al.
2014, Ferdinand and Wahyuningsih 2018, Ghobadi 2015,
Matošková and Směšná 2017, Mueller 2014, Nesheim
and Hunskaar 2015, Nissen et al. 2014, Wulandari et al.
2018). Knowledge sharing within a teamwork members
impacts on feeling of meaningfulness while information
giving activity positively impacts on productivity (Aubke
et al. 2014). Knowledge sharing or knowledge exchange
between team member through the activity of Teaching
each other in the team, pass on the learned knowledge
and sharing of unsuccessful experience is recognized as
tools for enhancing team member innovativeness leading
for better performance (Ferdinand and Wahyuningsih
2018). One of the basic dimension in knowledge sharing process is interactions between members that may
influenced by of impacted to motivation, attitude, knowledge, and skill (Matošková and Směšná 2017) leading
to a better performance. Knowledge sharing between
team is a vital to organization-wide learning which is
driven by output orientation an openness in team members (Mueller 2014). Knowledge sharing will be more
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intensive in an “in-group” compared to “out-group” as
strong trust between members in an “in-group” is a driver
for knowledge sharing behavior (Nesheim and Hunskaar
2015).
Moreover, when team member experiences a complex
situation as called as critical moment of work, the knowledge sharing is a way for Sharing information on important
tasks, sharing new ideas to solve confusing and uncertain
tasks, sharing ways in coping with tight work schedules
(Wulandari et al. 2018) and directly impact of teamwork
quality leading to a better performance (Wulandari et al.
2018). Knowledge sharing may be conducted as a horizontal as well as vertical knowledge sharing (Urbancová and
Fejfarová 2015). If knowledge sharing or knowledge transfer happens horisontally, indicating the sharing within one
generation of employees such as among current employees,
among current teamwork members. If knowledge sharing
happened vertically, it is indicating sharing of knowledge
between generations of employees such as sharing from
current employees to subordinates, from a current team
work to their downline teamwork in a same area of work.
The current study is focusing on the horizontal knowledge
sharing as means for empowering a teamwork.
In summary, knowledge sharing may be understood
as a willingness to help others or to learn with others (Hau
and Chow 2012). The sharing of tacit and explicit knowledge may occurs between individuals, teams, or organizations through formal and informal media (Noor and Salim
2011). Current development of technology has facilitated
the distribution of knowledge through various media and
collaborative softwares such as e-learning, teleconference,
net-based phone, e-mail, and online community, individually or in a group. Knowledge sharing occurs not only in
form of communication and sharing ideas, but also sharing
strengths, fulfilling necessities of organizational members,
broadcasting success stories and achievements, and even
solving collective problems.
Knowledge sharing at work place is an activity of distributing or exchanging in explicit or tacit ways knowledge,
ideas, experiences, skills, or technologies across employees
or in a teamwork. Knowledge shall be transferable vertically
from up to down, or from down to up, and also horizontally. During knowledge sharing process, participants may
interact to each other through face-to-face relationship or
non-contact connection through written documents or virtual community (Al-Zu’bi 2011). According to Blumentritt
and Johnston (1999), knowledge sharing at work place requires understandings on know-how, know-what, knowwhy, and know-when. Employees’ values and trust can be
attained through accumulation of experiences, and whether
it is attainable or not is directly determined by employees
(Nonaka and Takeuchi 1995). Sharing stories, internship,
or face to face relationship are few methods of knowledge
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sharing. Through this sharing, members of teamwork may
share interpersonal strengths to increase their insights and
experiences. Knowledge sharing is an important process
in a team because when knowledge is not shared, then cognitive resources available in the team will be less utilized
(Argote 2013). Knowledge sharing in a team work refers
to a process of sharing ideas, experiences, information,
and advices across team members. Knowledge sharing
can help the team to establish a collective mental model,
and this activity may positively affect job implementation
and team coordination, which possibly results in higher
team performance. Thus, better team performance could
be enhanced through knowledge sharing, for two reasons,
the first is knowledge sharing is a media forimproving a
teamwork decision-making and the second is knowledge
sharing facilitates the coordination between team member
(Srivastava et al. 2006). As demonstrated by the previous
study, knowledge sharing among organizational team members is always aimed for better team performance (Han et al.
2017, Pangil and Moi Chan 2014).
1.2. Value oriented developmental interaction
capability
As knowledge sharing practices take place in an interaction
process between teamwork members with two folds of cognitive and affective process (Han et al. 2017). First is as
a cognitive process of sensing and knowing for clarifying
work and its related attributes, second as an affective process that enegergizing team member for having positive
feeling on work, being responsible and responsiveness, exited in sharing for better, strong motivation for searching
ways for doing better, being inspiring and inspired in a
teamwork for creating ways in enhancing performance.
Both teamwork and knowledge sharing by nature is an
interaction setting. Teamwork is an interaction between
members with a shared objective, while knowledge sharing
is a developmental interaction process for being knowledgeable and capable in performing better as defined by
Karpen et al. (2015, p. 91) that developing interaction is “An
organization’s ability to assist individual actors’ knowledge
and competence development within the service system”.
As depicted in the definition, an interaction should result
in a developmental initiative, making ways for contributing
with new attributes that perceived by team work members
as a kind of added value leading to enhancing performance.
For individual workers, added value may come out as new
knowledge and skill, new way of thinking, new way of doing
in the workplace, new ways of solving bottleneck along
the organizational work life. The ability of creating added
value through a developmental interaction in this study is
called value oriented developmental interaction capability.
If interaction is directed to develop a certain work values,

an intriguing question is what kind of values will be searched and developed? Adopting the study of Schweitzer
et al. (2015), using an interaction process, a worker may
look for and creating or enhancing several values amongst
others: 1. Extrinsic work values such as information, job
security, and recognition; 2. Intrinsic work values such as
achievement, advancement, challenge, continuously learn;
3. Social/altruistic work values such as Co-workers, Fun,
help people, social interaction; 4. Prestige work values such
as authority, influence, prestigious and influencing. The
effort and capability in creating or enhancing those values
for individuals through the interaction process may be
understood as a value oriented developmental interaction
capability.
Knowledge sharing as a process of exchanging ideas,
skills, experiences between teamwork member hold a potential for enhancing capability between the teamwork
members in the form of exchanging, utilizing, and disseminating information, experience, practice, insight and
general understanding (Wang et al. 2016), and enhancing
work value (Schweitzer et al. 2015) therefore, the following
hypothesis is proposed.
H1: knowledge sharing positively influences value oriented
developmental interaction capability.
1.3. Team efficacy and team performance
Success of a teamwork is determined by the the capability as well as quality of a teamwork. Study on employee
efficacy has become a mainstream concept in explaining
performance. Referring to the work of Bandura (1997) teamwork-efficacy could be understood as a collective belief
in capability or judgments of what they can do with their
knowledge and skill to accomplish a specific job effectively.
Adopting the study of Ambrozová et al. (2016) teamwork
efficacy may be understood as meta skill that is created in
the background of individual and include implicit knowledge and hard skills as well as soft skills that collectively
and effectively disseminated in a teamwork. As a team is
a collective portfolio of persons with a certain knowledge
and skill or capability, team work efficacy would be constructed when team members are regularly making effort
in bridging individual differences in teamwork, hand in
hand particularly in a challenging situations, and continually capitalize on the strengths of each member (Lent
et al. 2006).
Learning from the study of Kozlowski and Klein (2000)
and (Budworth 2011), team member efficacy may be developed in several ways such as 1. Social interaction and
sharing of interpretation on a certain issues, exchanging of
experience in solving a problem, 2. Integrating self-efficacy
through reducing the team member’s variability of differences and perceptions, facilitating common interpretations
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of the course of action in accomplishing a job. 3. As we may
consider the individual difference factors of team members
might have an impact on the relationship within the team,
training and knowledge sharing routines could decrease the
individual differences and increase the collective efficacy in
a teamwork. These ways may occur as the team members
having a value oriented interaction capability through the
knowledge sharing process within the team work, therefore
the following hypothesis is proposed.
H2: Value oriented developmental interaction capability
positively influences teamwork efficacy.
As mentioned that teamwork efficacy demonstrated a
collective belief and effective judgment of what they can do
with watever skill they have (Bandura 1997), it is reasonable that teamwork with high efficacy could produce more
achievement in performance (Budworth 2011). Therefore,
the following hypothesis is proposed
H3: Teamwork efficacy positively influences work team
performance.
1.4. Value oriented developmental interaction
capability and teamwork performance
Teamwork is individuals who are attached in work units
of an organization, and therefore, the effective function of
the organization must depend greatly on team capability
(Mathieu et al. 2008). A team will implement interaction
process, share knowledge, and transform individual
knowledge into team knowledge. The shared knowledge
will be gathered, combined, considered, and integrated
to become more valuable new knowledge. Interaction
of work team members in developing team knowledge
will be the stepping stone for the founding of knowledge
management team, which in turn, helps to initiate the
birth of creative team (Sung and Choi 2012). This creative team shall have a potential to be successful always
in achieving work targets, in applying creative ideas, and
in making products with good quality. Schweitzer et al.
(2015) describes what employees are looking for in his/
her work and concludes the intrinsic work values such
as achievement, advancement, challenge, continuously
learn as something an employee builds in the career for
boosting his/her capability. Therefore, it is reasonable
that the value he/she develop and maintain could lead
to a better performance. In summary, the following two
hypotheses are proposed.
H4: Value oriented developmental interaction capability
positively influences work teamwork performance.
H5: Value oriented developmental interaction capability
mediates the influence on knowledge sharing to teamwork
performance.
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2. Research method
2.1. Sample and data collection
To test our hypothesized model, we choose a sector of
hospitality industry that is hotel companies that is registered and member of Indonesian Hotel and Restaurant
Association, for several reason. First, hotel industry in a
labor-intensive business, highly based on value provided
since guest check in time until the time after checking out.
2. As a labor-intensive business, the role of employee with
his/her humanistic touch is important in serving customers. 3. Meta skill of a worker as individual or as a team
member is important representing his/her self-efficacy as
well as teamwork efficacy. A number of 42 three, four- and
five-star hotels are participated in this research. We directed out study to the functional team in hotel industries in
Central Java and Yogyakarta Special District Indonesia. A
purposive sampling technique is used with several criteria
as follows: 1. they should be in a teamwork in the position
of head of the department, supervisor and strategic staff. 2.
They should have a minimum 5-year experience in the job.
A total number of 570 employees in 190 teamwork of
42 hotels are contacted for participating in answering the
questionnaire. After data collecting period, we received 519
reliable responses working in 173 teams.
2.2. Measurement of variables
Team work performance is measured by scales used in Lurey
and Raisinghani (2001) and (Salas et al. 2017) in the following items: 1. Our teamwork successfully achieve target on
time; 2. Our team is successfully implementing the new ideas
and practices; 3. Our team successfully to achieve the Job
target. Knowledge sharing scale is adapted from Reychav
and Weisberg (2010) and Wang et al. (2014) with three items
as follows: 1. “I frequently share new information as I consider as an important information to the team members”,
2.”I will be willing to share/I share work reports and official
documents that I prepare by myself with members”, 3. “I
frequently share ideas about how to achieve target and evaluation of work”. Value oriented developmental interaction
capability is a new scale adapted from the study of Derksen
et al. (2011) and Karpen et al. (2015) as measured using
the following scales 1. We are interacting for improving the
work process; 2. We are interacting actively in combining
our knowledge and skills; 3. We are interacting for getting
ways in increasing our individual capacity. Measurement of
teamwork efficacy is developed by adopting the scale used
in Lent et al. (2006) and presented as the following: 1. We
have more confidence in implementing our job; 2. We are
effectively bridging the individual differences between team
members; 3. We are effectively utilizing our interpersonal
power in completing out work.
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Each scales are presented in question items and measured using an anchored scale as suggested by Nunnally
and Bermstein (1994) for getting an interval scale, using a
numerical scale with measurement of 1 until 10. The very
left-hand side of the scale is one denoting very disagree, and
the very right-hand side is ten referring to agree very much.

3. Data analysis and findings
3.1. Data analysis
Data were analyzed using Structural Equation Modeling
(SEM) statistic software of AMOS 24.0 for identifying the
measurement model and analysis the causal relationship
and regression magnitude as well as for the goodness of fit
of the model (Arbuckle 2016). The mediation effect of the
variable is tested using Sobel test analysis (Hayes 2013).
Validity and reliability tests such as construct reliability,
variance extracted, and intra-class reliability are provided
in Table 1.
Based on loading factors of the indicator of the constructs, every single variable has a cut-off value of ≥0.50,
indicating the magnitude of loading factor is well mirroring
the constructed variable. Construct reliability has a suggested cut off value to be ≥ 0.7, while the cut of the value of
average variance extracted is suggested to be≥ > 0.5 (Hair
et al. 2010). The intraclass-correlation coefficient (ICC), is
a descriptive statistic for measuring units that are organized

into groups is used. ICC score is calculated based on the
estimated value of individual reliability within the team
as well as the number of individual-level response voices
that can ensure that the individual respondent’s level of
data corresponds to the aggregate described in team level
(Bliese 2000, James 1984). The cut-off value of ICC is ≥ 0.70
(George 1990). ICC value for knowledge sharing is 0,932;
value oriented developmental interaction capability is to
0.937; team efficacy is 0.910, and team performance is 0.937,
all are above cut-off value of 0.70 a level of aggregation has
been confirmed, in other words, the mean of individual
variable values is equal to the mean values a t the teamwork
level. Measurement of the construct variable, convergent
validity, construct reliability, and the interclass correlation
coefficients are presented in the Table 1.
3.2. Hypothesis testing
To test our model and hypothesis, firstly the structural
model analysis was conducted, and the result is presented
in the Figure 1. The computation of the data resulted the
Goodness of fit test using statistical measure of chi-square =
60.505 with significance level of 0.147 or >0.05 indicating
the acceptance of the model. Several indicator of non- statistical measure such as GFI = 0,945; AGFI = 0.914; TLI =
0.993; IFI = 0.992; CFI = 0.995 are above the cut-off value of
≥0.90 with the value of RMSEA = 0.035 within the cut-off

Table 1. Measurement validity and reliability (source: author’s data processing)
Variable & Indicator

Source

Std. estimate

Convergent
validityAVE

Construct
reliability

ICC

0.827

0.978

0.932

0.835

0.980

0.937

0.783

0.961

0.910

0.805

0.979

0.937

CFA Exogenous Variable:
• Knowledge Sharing
• Sharing new important information
• Sharing reports and official documents
• Sharing ideas on how to achieve targets

Reychav and
Weisberg
(2010) and
Wang et al.
(2014).

0.911
0.937
0.880

CFA Endogenous Variable:
• Value oriented Developmental Interaction Capability
• Interaction for updating the work process
• Interaction for combining knowledge and skills
• Interaction for increasing individual capacity

Derksen et al.
(2011) and
Karpen et al.
(2015)

0.949
0.874
0.917

Teamwork Efficacy
• Confidence in job implementation
• Effectiveness in bridging individual differences

Lent et al.
(2006)

• Effectiveness in Interpersonal power boosting for job
Teamwork Performance
• On time target achievement
• New ideas implementation success
• Job target accomplishment

0.776
0.980
0.887

Lurey and
Raisinghani
(2001) and
Salas et al.
(2017)

0.902
0.939
0.897
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value of between 0.03–0.08 (Arbuckle 2016), therefore the
goodness of fit of the model is achieved.
Regression coefficient of the hypothesized path H1 =
0.964; H2 = 0.233; H3 = 0.172 and H4 = 0.471 with the
critical ratio or t-value > 2.0, precisely 1.96 (Arbuckle 2016)
indicating the acceptance of all hypotheses in the model
(Table 2).
3.3. Mediating effect
To tests our mediating relationship between knowledge
sharing, value oriented developmental interaction capability, we run the mediating test using the Sobel test (Ferdinand
2014) resulting a statistical test Z value = 6.1717 larger the
cut of value of 1.96 indicating the existence of mediating
effect of the tested variable.

4. Research contribution and direction for future
research
4.1. Research contribution
The current study is questioning about the process how
knowledge sharing could be managed to improve teamwork performance in a perspective of interaction theory
for creating values of work and efficacy of teamwork in
an organization. Based on the support of our hypotheses,
several findings will be discussed as follows.
Firstly, our study demonstrated the importance of
knowledge sharing in organization, especially in enhancing a value oriented developmental interaction capability
of employee in a teamwork setting. The values of work
may be described as firstly, work process updated through
well-organized information through interaction within the

Figure 1. Full structural equation model
Table 2. The result of regression test
Standardized
estimate

Critical ratio

p-value

H1: Knowledge sharing → Value oriented developmental
interaction capability

0.964

16.839

0.000*

Supported

H2: Value oriented developmental interaction capability →
Teamwork efficacy

0.233

2.953

0.003*

Supported

H3: Teamwork efficacy → Teamwork performance

0.172

2.403

0.016**

Supported

H4: Value oriented developmental interaction
capability→Teamwork performance

0.471

6.356

0.000*

Supported

Hypothesis

H5: Value oriented developmental interaction capability
mediates the influence of knowledge sharing to teamwork
performance
* = significance level of ≤ 1%, ** = significance level of ≤ 5%

Z-value = 6.1717

Result

Supported
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teamwork, recognition of self-competence as an extrinsic
work value; 2. Integrating knowledge and skills for selfadvancement, feeling of continuous learning as a personal
need and mastering ways for coping with organizational
challenge as Intrinsic work values; 3. Get empowered personal capability a an influencing person for helping the others in the teamwork as a prestige work values cultivated in a
team member. Those values are cultivated in an interaction
process. This finding is an operationalization of Karpen et
al. (2015) and Schweitzer et al. (2015) studies on interaction
and value of work leading to the concept of value oriented
developmental interaction capability. The acceptance of the
hypothesis on the influence of knowledge sharing to value
oriented developmental interaction capability demonstrated the power of organizational learning concept that when
people are interact and exchanging explicit and or tacit
knowledge in an organization level such as in a teamwork,
this type of knowledge sharing will boosting capability in
doing work (Wulandari et al. 2018).
Secondly, the current study is improving our knowledge
on a strategic antecedence for enhancing a teamwork efficacy. As mentioned by Bandura (1997) that teamwork-efficacy
is a collective belief in capability or judgments of what they
can do or a conceptualized by Ambrozová et al. (2016) that
a team efficacy is a meta skill that is created through the
work life of an employee in terms implicit knowledge and
hard skills as well as soft skills, the findings of this study is
that when employee was empowerd with a value oriented
developmental interaction capability, they will be more efficacy in the teamwork for dloling whatever job or work in
their responsibility area. The current study proved that having a value oriented developmental interaction capability
will boost teamwork confidence in handing and completing a job effectively, increasing the effectiveness in bridging the individual difference to be a collective efficacy in a
teamwork, and a value oriented developmental interaction
capability may be a tool for interpersonal power boosting
in a teamwork. Furthermore, Donohoo (2017) explained
the collective efficacy is directly affecting team members’
perseverance in finishing the tasks and in achieving team
goals due to being energetic in pursuing positive outcomes.
If they believe that they can achieve the best work, they will
work hard to make it real.
Thirdly, considering the magnitude of the regression
coefficient, even though teamwork efficacy is key determinant for enhancing performance, this study pinpoints
the important of value oriented developmental interaction
capability in enhancing teamwork performance for several
reasons. Involving in an developmental interaction process, employee may develop his/her meta skills (Ambrozová
et al. 2016) for individuals such as Meta skills embedded
personally including explicit and implicit knowledge and
soft and hard skills for boosting a performance. Therefore

maintaining regularly this value oriented meta skills process
through interaction would enhance personal capability in
handling work issues particularly the critical moment of
work in the teamwork (Wulandari et al. 2018) as an intellectual capital for enhancing teamwork performance.
Fourthly, the acceptance of our mediating hypothesis
substantiates the role value oriented developmental interaction capability as a leverage for teamwork performance.
The rationale behind this notion is a knowledge sharing
process should be directed to gain values in a teamwork
for building personal as well as teamwork capability such as
self-confidence, self-advancement, empowered capability as
tool for enhancing performance. When the team members
are capable of exploiting their knowledge, they will produce
new technique and skill that strengthens their motivation
and capacity to deal with challenging tasks. Han et al. (2017)
discovered organizational members who work as a team
will combine their knowledge, skills, and abilities to solve
a complex problem. As shown in the study of Karpen et al.
(2012) the capability to interact will boost a competency
for teamwork members as a prerequisite for improving
performance.
4.2. Future research
The introduction of the Value oriented developmental
interaction capability in this study is a new initiative in
explaining the process how knowledge sharing could improve teamwork performance. As commonly happened in a
scientific research, several limitations of the study should be
addressed and followed by possible future research. First limitation is sample scope is only in one hospitality industry,
i.e., hotel companies, bringing a consequence of limitation
in the generalizability of this findings. Therefore, a further
research should be directed to test the concept in a multi firm and multi industry setting. Second limitation, the
ontology of the value oriented developmental interaction
capability is defined directly in indicators mirroring the
concept. Therefore future study to construct the dimension
of this concept is open for further research.
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