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Introduction
On the one hand, knowledge-sharing is a deliberate process of disseminating knowledge from 
one person to another person in an institution. On the other hand, knowledge application 
describes the practical use of knowledge that has been created, captured and put into the 
knowledge management (KM) cycle (Castaneda & Cuellar 2021). Knowledge-sharing is a very 
important process in higher education institutions for both the knowledge seekers and the 
generators of such knowledge. For knowledge-sharing to take place in an institution of higher 
learning, academics, who are the knowledge sources, must be motivated in some way to share 
their knowledge (Akosile & Olatokun 2019; Wang & Noe 2010). Thus, motivation is vital for all 
knowledge-based work and this helps to retain knowledge, build a community of practice and an 
organisational learning culture. Akanji et al. (2020) established that institutions of higher learning 
succeed because of their knowledge-sharing culture and they also decline because of that very 
same culture. In higher education institutions, knowledge-sharing is at the core of institutional 
innovation because knowledge is shared specifically to improve institutional performance. 
Because knowledge-sharing is voluntary, the process depends on the willingness of the concerned 
individuals and it involves active communication, talking to colleagues and effective collaboration. 

This study identified factors and variables that are likely to stimulate a knowledge-sharing culture 
transformation at higher education institutions in developing countries, specifically Zimbabwe. 

Background: Knowledge-sharing culture permits knowledge reuse, exchange of knowledge, 
experiences and insights in an institution to achieve strategic goals. Knowledge-sharing 
requires motivation through rewards and recognition to improve employee engagement. The 
article provides an analysis of factors to promote a knowledge-sharing culture change. 

Objectives: The two objectives were designed to examine the factors that promote knowledge-
sharing culture change and to recommend strategies that encourage knowledge- sharing.

Method: An online questionnaire was used to gather quantitative data from a higher education 
institution in Zimbabwe: a developing country on the African continent.

Results: The results established that rewards, recognition, promotion and bonuses are 
significant factors in promoting a knowledge-sharing culture change. It emerged that 53.3% of 
the participants approved that knowledge- sharing is dependent on the disposition of the 
individual whilst the other 46.7% of the participants were either indecisive or disagreed with 
the proposition. Rewards are important to the extent that 91.7% of the participants approved 
the proposition. It was also confirmed by 95% of the participants that recognition adds value 
to an institution. Moreover, 80% of the participants submitted that recognition contributes to 
employee retention and engagement. Fascinatingly, 88.3% of the participants settled on the 
proposition that recognition allows access to top talent and 68.3% concurred that promotion 
encourages loyalty.

Conclusion: Rewards, recognition, promotion and bonuses are important factors that 
encourage a knowledge-sharing culture. Rewards strengthen employee value proposition 
whilst recognition allows access to top talent. Promotion inspires employees whilst bonuses 
are perceived as signalling employee appreciation, which stimulates a knowledge-sharing 
culture.

Keywords: knowledge-sharing; higher education institution; organisational culture; recognition; 
rewards; promotion; motivation.
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For knowledge to have a positive impact in any institution, it 
must be shared (Liu 2016; Leibowitz 2012; Nonaka & Takeuchi 
1995). It is imperative to mention here that the factors analysed 
and discussed in this study are not the be-all and end-all. 
Only those factors that may positively contribute to a 
knowledge-sharing culture change are discussed. The study 
was carried out with the following objectives, designed to:

• examine factors and variables that are likely to encourage 
a knowledge-sharing culture change in higher education 
institutions

• recommend strategies to promote knowledge-sharing in 
higher education institutions.

The study contributes to scholarly knowledge by 
recommending the incentive systems which could stimulate 
a knowledge-sharing culture amongst academics in 
higher education institutions. Knowledge-sharing creates an 
awareness and the process cultivates learning and creativity, 
which is essential to solve complex problems in higher 
education institutions. The following section reviews literature 
on the factors and variables to encourage knowledge-sharing.

Literature review
Knowledge-sharing is an important KM process in 
organisations, including higher education institutions 
(Ramjeawon & Rowley 2017). Academic institutions should 
look at ways of transferring knowledge from the experts to 
non-experts on time for the benefit of the institution. The 
process of knowledge-transfer and knowledge-sharing requires 
executive support to motivate the employees (Liu 2016). 
According to Fullwood and Rowley (2017), institutions of 
higher learning need to focus on using knowledge-based 
resources at their disposal. Knowledge-sharing allows workers 
to innovate and allow institutions of higher education to exploit 
knowledge-based assets (Lievre & Tang 2015). Knowledge-
sharing should be prioritised in the higher education 
institutions of developing countries to preserve knowledge of 
experienced academics. Some of the factors that contribute to 
knowledge-sharing in higher education institutions include 
rewards, recognition, promotion and bonuses.

Rewards are incentives that motivate employees into 
becoming more productive in an institution. According to 
Mabaso and Dlamini (2018), rewards are tangible forms of 
motivation to attract and retain the best talent in institutions 
of higher education. It is therefore important to acknowledge 
people who participate in knowledge-sharing such that Ryan 
and Deci (2020) highlighted that motivation is an important 
element to initiate behaviour change and may show a 
discrepancy in terms of quality. Mabaso and Dlamini (2018) 
confirmed that academic experts share knowledge in the 
form of journal publications and they really appreciate seeing 
their valuable knowledge being used to solve real world 
problems. For that reason, academics have to be respected 
and as such rewards need to be promoted in higher education 
institutions, specifically in developing countries. Rewards 
are important in higher education institutions to increase 
employee performance and specifically boosting their 

morale. Rahab and Wahyumi (2013) stated that privately 
thanking employees with written notes and letters from 
executives is one way of acknowledging and motivating the 
academic cohort. Suliman (2019) confirmed that it is 
important to tailor rewards to what motivates and drives 
different groups of people in an institution. In line with the 
submissions by Rahab and Wahyumi (2013) and Mabaso and 
Dlamini (2018), we can deduce that rewards strengthen 
employee value proposition and contribute effectively to 
employee well-being.

Recognition in higher education institutions improves 
team culture and allows access to top talent, which is 
needed by almost any institution in a developing country. 
Suliman (2019) maintained that recognition contributes to 
employee retention and engagement. Recognition for 
knowledge-sharing should therefore start from the 
executive team by acknowledging the knowledgeable 
individuals in academic institutions. Recognition by top 
management is significantly consistent in the KM literature 
where Frost (2014) and Girard and Girard (2015) concurred 
that KM efforts in knowledge-intensive organisations call 
for executive support. Recognition may be at any level 
within a higher education setting. At individual level, 
knowledge-sharing gives people opportunities to identify 
and recognise them as experts in their respective fields. It is 
therefore important to acknowledge that recognition 
allows employees to feel engaged and confer upon them a 
sense of belonging. From the literature review findings, we 
can further confirm that employee recognition decreases 
employee turnover and increases retention of quality 
employees.

Chen, Nunes and Ragsdell (2018) established that promotion 
is an institutional initiative, which inspires employees to 
compete and get ahead of others. According to Salas-Vallina, 
Alegre and Fernandez (2017), promotion is an ancient form 
of motivation, which is still very useful in many organisations 
including academic institutions. We can therefore argue that 
promotion inspires employees to remain loyal and 
committed to their jobs and the institutions. Rosyidah and 
Rosyidi (2019) posited that promotion based on merit 
characteristically motivates employees to share knowledge 
in academic institutions. This certainly enhances the 
employees to use their knowledge and experience for the 
benefit of the institution as a whole. Bonuses are also old 
forms of motivation that could contribute to nurturing a 
knowledge-sharing culture change in higher education 
institutions of developing countries. To this date, many 
academics feel that their hard work and knowledge-sharing 
efforts are acknowledged when they get bonuses (Stenius 
et al. 2016). In essence, bonuses are institutional investments 
that inspire employees to work better and drive 
those institutions to compete globally. Akosile and Olatokun 
(2019) stated that bonuses engage employees to 
boost institutional effectiveness. From a management 
perspective, giving bonuses to employees is a signal of 
employer appreciation, which may promote efficiency. The 
methodology adopted follows.
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Research design and methodology
A quantitative approach using a survey strategy was 
adopted and used to gather facts from purposefully 
selected participants in Zimbabwe, one of the developing 
countries in Africa. A survey strategy was adopted because 
of high representativeness to generate generalisable results 
at relatively low costs. The participants were drawn from a 
higher education institution staffed with highly qualified 
academics, meaning that the results are generalisable to 
other higher education institutions. The quantitative data 
were gathered using a structured online questionnaire 
and analysed by using Microsoft Office Excel 2019, a 
spreadsheet package. The spreadsheet package chosen for 
data analysis provides superb charting capabilities for 
data presentation and visualisation. The internal tests for 
consistency were carried out to increase the validity and 
reliability of the final research findings. The sample 
comprised 90 participants from the higher education 
institution identified in Zimbabwe, and excitingly, the 
response rate was 66.6%.

The study followed the six steps by Massaro, Dumay and 
Garlatti (2015) to explore the research problem as described 
in the following section.

Defining the research questions
After a thorough literature review on the topic, the researchers 
established that there is still a knowledge-sharing problem 
in higher education institutions of developing countries. 
The study therefore answers the following research 
questions: RQ1: What factors could be put in place to 
encourage a knowledge-sharing culture change in higher 
education institutions? RQ2: Which strategies could be 
recommended to promote knowledge-sharing in higher 
education institutions?

Research protocol for the review
Even though there is a lot of literature published on 
knowledge-sharing in higher education, the problem still 
exists especially in developing countries (Chen et al. 2018). 
The review evaluates the factors that could be considered by 
higher education institutions to inspire knowledge-sharing. 
The review also assesses the different strategies, which could 
be adopted by higher education institutions in promoting 
knowledge-sharing.

Determining the articles to include in literature 
search
The extant literature published in the past 5–10 years was 
sourced from academic databases, specifically Scopus and 
the Web of Science because these databases provide only 
index peer-reviewed and reputable journals. Non peer-
reviewed articles and books were excluded in the search 
criteria because they affect the scientific quality of research. 
In addition non peer-reviewed articles damage the reputation 
of both the researcher and the institution.

Developing a coding framework
The coding framework used was adopted from Dumay and 
Garanina (2013) to extract relevant information from the 
previous studies. The major categories used in the coding 
framework included the journals, the research method and 
the themes. Some of the journals used included the Electronic 
Journal of Knowledge Management and the Learning Organisation 
journal. The following keywords were used during the 
systematic literature search: KM, knowledge-sharing, higher 
education institutions, motivation, recognition and rewards. 
The research methods were both quantitative and qualitative. 
On the same coding framework, the themes that emerged 
encompassed recognition, promotion and rewards.

Coding the articles and ensure reliability
Content analysis was used to code the reliability tests.

Critically analysing and discussing the results
The following section presents and analyses the data to 
answer RQ1 ‘What factors could be put in place to encourage 
a knowledge-sharing culture change in higher education 
institutions?’ and RQ2 ‘Which strategies could be 
recommended to promote knowledge-sharing in higher 
education institutions?’

Ethical considerations
Ethical clearance with reference 2021/CSET/SOC/041 was 
granted from the University of South Africa’s College of 
Science, Engineering and Technology’s (CSET) Research and 
Ethics Committee. The ethical clearance is valid for a period 
of 5 years effective 14 September 2021.

Results and discussion
The purposefully selected participants answered the 
questions asked as shown in Figures 1, 2, 3, and 4, of this 
article. Responses from the 5-point Likert type questions 
were analysed collectively and presented in the following 
bar graphs per factor. The questions sought to measure the 
level of agreement with the propositions identified in 
literature and the possible reasons for choosing those options.

Rewards for knowledge sharing in 
higher education institutions
Academics should be encouraged and motivated to share 
their knowledge with their peers and the community they 
serve. Figure 1 depicts an analysis of the responses obtained 
from the academics at an institution of higher learning in 
Zimbabwe on different hypotheses.

Based on the empirical evidence collected, analysed and 
presented in Figure 1, it was established that 28.3% of the 
participants responded positively to the proposition that 
tailoring rewards motivates different groups of people in an 
institution. On the same principle, exactly 50% of the 
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participants were not sure if tailoring rewards is really 
important to permit knowledge-sharing. Also, 21.7% of the 
partakers responded negatively to the fact that tailoring 
rewards is imperative in academic institutions. It also 
emerged that 53.3% of the participants approved that 
knowledge-sharing is dependent on the willingness of the 
individual, as confirmed by Mabaso and Dlamini (2018). On 
the same proposition, 23.3% of the participants were 
indecisive whilst the other 23.3% disagreed completely that 
knowledge-sharing is dependent on the willingness of the 
individual. People, specifically academics are the key 
resources in generating new knowledge within any higher 
education institution. Rewards for sharing knowledge efforts 
are critically important in higher education institutions to the 
extent that 91.7% of the participants approved the proposition. 
Only 8.3% of the participants were not sure if rewards for 
knowledge-sharing are important as shown in Figure 1. From 
the submissions by the participants, we can underscore that 
it is imperative to acknowledge people who participate in 
knowledge-sharing through rewards. Moreover, we can 
deduce that effective knowledge-sharing in higher education 
depends on the willingness of an individual who has been 
rewarded accordingly. Rewards therefore help academics to 
feel engaged and this may certainly change their knowledge-
sharing culture.

Recognition for knowledge-sharing 
in higher education institutions
Recognition for knowledge-sharing should start from the 
executives by acknowledging the knowledgeable individuals 
in academic institutions (Ramjeawon & Rowley 2017). 
Figure 2 presents the analysis of responses obtained from 
academics at an institution of higher learning in Zimbabwe.

Academic institutions should be recognised globally and this 
recognition is also linked to the members of the academic 
team (Abdulrahman & Alharbi 2016). It was interesting to 
establish that 95% of the participants responded positively to 
the proposition that recognition adds value to the academic 
institutions. This recognition could be for the academic or 
for the institution as a whole. Only 1.7% of the participants 
were indecisive whilst 3.3% were negative on recognition 
adding value to the academic institutions. Findings in this 

study also established that 80% of the participants concurred 
that recognition contributes to employee retention and 
engagement. Only 16.7% of the participants were not sure if 
recognition contributes to employee retention and engagement 
in higher education institutions studied. Unfortunately, 3.3% 
of the participants responded negatively to the proposition 
that recognition contributes to employee retention and 
engagement. These findings are consistent in literature where 
Suliman (2019) maintained that recognition contributes to 
employee retention and engagement.

It was interesting to confirm that 88.3% of the participants 
settled on the suggestion that recognition as a knowledge-
sharing initiative allows access to top talent in academic 
institutions. On the same principle 11.7% of the participants 
were not sure if recognition permits access to the best talent 
in an academic institution. The data generated and analysed 
confirms that the institution recognises employees for 
knowledge-sharing such that 58.3% of the participants 
agreed with the proposition. Only 25% of the participants 
were not sure if the institutions recognise employees for 
knowledge-sharing. Lastly, 16.7% of the participants 
disagreed with the proposition that their institution 
recognises employees for knowledge-sharing. In order to 
contribute to a knowledge-sharing culture, institutions of 
higher learning in developing countries need to benchmark 
strategies for recognising academics for effective knowledge-
sharing.

Promotion in higher education 
institutions
Salas-Vallina et al. (2017) established that promotion has been 
confirmed as a motivation mechanism that encourage 
knowledge-sharing in knowledge-intensive organisations, 
specifically higher education institutions. Figure 3 shows the 
responses collected from the academics at a higher education 
institution in Zimbabwe.

Promotion based on merit substantially motivates 
employees to share knowledge and in this study, 68.3% of 
the participants approved the proposition. Moreover, 11.7% 
of the participants were not sure whilst the other 20% of the 
participants disagreed that promotion based on merit 
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motivates employees to share knowledge as shown in 
Figure 3. On encouraging employees to remain loyal 
and committed to their jobs, 68.3% of the research 
participants agreed to the proposition. In an academic 
institution, loyalty encourages employees to give their best 
and perform to the highest of academic standards (Rosyidah 
& Rosyidi 2019). Also, 18.3% of the participants were not 
sure if promotion reassures employees to remain loyal and 
committed to their jobs. Unremarkably, 13.3% of the 
participants disagreed that promotion inspires employees 
to remain loyal and committed to their jobs in higher 
education institutions.

Promotion inspires employees to compete and get ahead of 
others, especially in higher education institutions (Chen 
et al. 2018). A majority of the participants (58.3%) concurred 
that promotion is an inspiration for employees to compete 
ahead of others in an academic institution. On the same 
suggestion, 26.7% of the participants were indecisive 
whilst 15% differed in terms of opinion on promotion 
inspiring employees to compete and get ahead of others. 
From the submissions by the academics, we can therefore 
deduce that promotion is an old form of motivation but 
still very effective in most organisations, including higher 
education institutions where this study was conducted. 
Promotion in higher education institutions increases 
employee loyalty.

Bonuses for knowledge-sharing in 
higher education institutions
Many academics feel that their hard work and knowledge-
sharing efforts are acknowledged when they are given 
bonuses (Stenius et al. 2016) and Figure 4 shows the responses 
from this study.

Bonuses are seen as a sign of employee appreciation that may 
accelerate efficiency and more than 50% of the partakers 
approved the proposition. On the same proposition, 23.3% of 
the participants were indecisive and exactly 11.7% of the 
participants disagreed that bonuses are a sign of employee 
appreciation. It is therefore not an exaggeration that bonuses 
are forms of motivation that still exist in most higher 
education institutions of developing countries such as 
Zimbabwe where this study took place. Fascinatingly, 73.3% 
of the participants established that academics are recognised 
when they get bonuses. On the same offer, 15% of the 
participants were not sure if their work is recognised by 
receiving bonuses. In tandem, 11.7% of the participants 
disagreed to the proposition that employees are recognised 
when they receive bonuses.

Bonuses encourage employees to work better in future to 
an extent that 51.7% of the participants agreed to the 
suggestion. On the same principle, 31.7% of the participants 
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were not sure if bonuses encourage employees to work 
better in higher education institutions. Also, 16.7% of the 
participants differed from the rest and submitted 
disagreeing to the offer that bonuses encourage employees 
to work better in future. Mabaso and Dlamini (2018) 
confirmed that bonuses inspire employees to raise their 
performance levels to meet business goals, especially in 
higher education institutions. From these findings, we can 
therefore confirm that bonuses in academic institutions 
motivate employees and this creates and builds team 
collaboration.

Conclusion
Rewards, recognition, promotion and bonuses are some of 
the important factors that could be implemented to promote 
a knowledge-sharing culture change in developing countries 
such as Zimbabwe, where this study took place. Findings 
from this study confirm that incentive systems could drive 
academics to share knowledge. It emerged that knowledge-
sharing requires motivation to the extent that 78% of the 
participants concurred with the proposition. From the 
empirical evidence gathered, presented and analysed, we 
can conclude that rewards strengthen employee value 
proposition. We can therefore extrapolate that promotions 
and rewards are ideal in higher education institutions of 
developing countries such as Zimbabwe. It was interesting to  
establish that 95% of the participants responded positively 
to the proposition that recognition adds value to the academic 
institutions. Exactly 80% of the participants submitted 
that recognition contributes to employee retention and 
engagement, which is very vital to promote a knowledge-
sharing culture change. We can therefore conclude 
that recognition is another important factor that contributes 
to employee retention and engagement. As a matter of 
fact, recognition for the institution as a knowledge-sharing 
initiative allows access to top talent in higher education 
institutions. 

Promotion is another institutional factor that could promote 
knowledge-sharing culture change in higher education and 
this requires executive support to sponsor the knowledge-

sharing efforts. The promotion initiative inspires employees to 
compete and get ahead of others and this undoubtedly 
enhances the employees to reuse their knowledge and 
experience to the benefit of the institution. It is therefore logical 
to highlight that promotion significantly motivates employees 
to share knowledge in higher education institutions. Bonuses 
are seen as a sign of employee appreciation and this may 
stimulate the knowledge-sharing culture change. More than 
50% of the participants agreed that bonuses are a signal of 
employee appreciation and may accelerate institutional 
efficiency. Bonuses encourage employees to work better in 
future and this encourages effective knowledge-sharing in 
higher education institutions. The link between knowledge-
sharing by academics and the possibility of critical rewards 
consolidates the construct that incentives for knowledge-
sharing other than monetary should be the centre of 
institutional practices in the knowledge economy.

Acknowledgements
The authors would like to thank all those who participated in 
this study. In addition, the authors would like to thank the 
language editor who professionally edited this article.

Competing interests
The authors declare that they have no financial or personal 
relationships that may have inappropriately influenced them 
in writing this article.

Authors’ contributions
A.H.M. collected the data from an institution of higher 
learning in Zimbabwe and wrote this article. P.M., as the 
study supervisor gave direction and all the necessary support 
in writing this research article. Both writers read and 
approved the final draft of the document.

Funding information
This research received no specific grant from any funding 
agency in the public, commercial or not-for-profit sectors.

51.7

73.3

65.0

31.7

15.0

23.3

16.6

11.7

11.7

0 20 40

Percent
60 80 100

Bonuses encourage employees to work be�er in future

Academics feel that their hard work is recognised when they
 are given bonuses

Bonuses are a sign of employee apprecia�on which may
accelerate efficiency

Posi�ve Neutral Nega�ve

Pr
op

os
i�

on
s o

r H
yp

ot
he

sis

FIGURE 4: Bonuses for knowledge-sharing in higher education institutions (n = 60).

http://www.sajim.co.za


Page 7 of 7 Original Research

http://www.sajim.co.za Open Access

Data availability 
Data sharing is not applicable to this article as no new data 
were created or analysed in this study.

Disclaimer
The views and opinions expressed in this article are those of 
the authors and do not necessarily reflect the official policy or 
position of any affiliated agency of the authors.

References
Abdulrahman, R. & Alharbi, R., 2016, ‘Higher education in Saudi Arabia: Challenges to 

achieving world-class recognition’, International Journal of Culture and History 
2(4), 169–175. https://doi.org/10.18178/ijch.2016.2.4.058

Akanji, B., Mordi, C., Ituma, A., Adisa, T.A. & Ajonbadi, H., 2020, ‘The influence of 
organisational culture on leadership style in higher education institutions’, 
Personnel Review 49(3), 709–732. https://doi.org/10.1108/PR-08-2018-0280

Akosile, A. & Olatokun, W., 2019, ‘Factors influencing knowledge-sharing among 
academics in Bowen University, Nigeria’ Journal of Librarianship and Information 
Science 4(4), 1–15.

Castaneda, D.I. & Cuellar, S., 2021, ‘Knowledge-sharing in business education’, 
Sustainability 13(7), 3657. https://doi.org/10.3390/su13073657

Chen, H., Nunes, M. & Ragsdell, G., 2018, ‘Extrinsic and intrinsic motivation for 
experience grounded tacit knowledge-sharing in Chinese software organisations’, 
Journal of Knowledge Management 22(2), 478–498. https://doi.org/10.1108/
JKM-03-2017-0101

Dumay, J. & Garanina, T. 2013, ‘Intellectual capital research: A critical examination of 
the third stage’, Journal of Intellectual Capital 14(1), 10–25. https://doi.
org/10.1108/14691931311288995

Frost, A., 2014, Knowledge management definition and tools, viewed 12 June 2021, 
from http://www.knowledge-management-tools.net/knowledge-management-
definition.html.

Fullwood, R. & Rowley, J., 2017, ‘An investigation of factors affecting knowledge-
sharing amongst UK academics’, Journal of Knowledge Management 21(5), 
1254–1271. https://doi.org/10.1108/JKM-07-2016-0274

Girard, J.P. & Girard, J.L., 2015, ‘Defining knowledge management: Towards an applied 
compendium’, Online Journal of Applied Knowledge Management 3(1), 1–20.

Leibowitz, J., 2012, Knowledge management handbook: Collaboration and social 
networking, 2nd edn., CRC Press, Taylor and Francis Group, Boca Raton, FL.

Lievre, P. & Tang, J., 2015, ‘SECI and inter-organisational and intercultural knowledge 
transfer: A case-study of controversies around a project of co-operation between 
France and China in the health sector’, Journal of Knowledge Management 19(5), 
1069–1086. https://doi.org/10.1108/JKM-02-2015-0054

Liu, S., 2016, Introduction to knowledge management, viewed 21 May 2020, from 
http://web.archive.org/web/20160319233812/Introduction_to_Knowledge_
Management.html.

Mabaso, M.M. & Dlamini, B.I., 2018, ‘Total rewards and its effects on organisational 
commitment in higher education institutions’, South African Journal of Human 
Resource Management 16(0), a913. https://doi.org/10.4102/sajhrm.v16i0.913

Massaro, M., Dumay, J. & Garlatti, A., 2015, ‘Public sector knowledge management: A 
structured literature review’, Journal of Knowledge Management 19(3), 530–558. 
https://doi.org/10.1108/JKM-11-2014-0466

Nonaka, I. & Takeuchi, H., 1995, ‘A dynamic theory of organisational knowledge 
creation’, Organization Science 5(1), 14–37. https://doi.org/10.1287/orsc.5.1.14

Rahab, R. & Wahyuni, P., 2013, ‘Predicting knowledge-sharing intention based on theory 
of reasoned action framework: An empirical study on higher education institution’, 
American International Journal of Contemporary Research 3(1), 138–147.

Ramjeawon, P. & Rowley, J., 2017, ‘Knowledge management in higher education 
institutions: Enablers and barriers in Mauritius’, The Learning Organisation 24(5), 
1–24. https://doi.org/10.1108/TLO-03-2017-0030

Rosyidah, N. & Rosyidi, U., 2019, ‘Internationalisation in higher education: University’s 
effective promotion strategies in building international trust’, European Journal of 
Educational Research 9(1), 351–361. https://doi.org/10.12973/eu-jer.9.1.351

Ryan, R.M. & Deci, E.L., 2020, ‘Intrinsic and extrinsic motivation from a self-
determination theory perspective: Definitions, theory, practices, and future 
directions’, Contemporary Educational Psychology 61, a101860. https://doi.
org/10.1016/j.cedpsych.2020.101860

Salas-Vallina, A., Alegre, J. & Fernandez, R., 2017, ‘Happiness at work and 
organisational citizenship behaviour: Is organisational learning a missing link?’, 
International Journal of Manpower 38(3), 470–488. https://doi.org/10.1108/IJM-
10-2015-0163

Stenius, M., Hankonen, N., Ravages, N. & Haukkala, A., 2016, ‘Why share expertise? A 
closer look at the quality of motivation to share or withhold knowledge’, Journal 
of Knowledge Management 20(2), 181–198. https://doi.org/10.1108/JKM-03-
2015-0124

Suliman, A., 2019, ‘Talent management, employee recognition and performance in 
the research institutions’, Studies in Business and Economics 14(1), 127–140. 
https://doi.org/10.2478/sbe-2019-0010

Wang, S. & Noe, R.A., 2010, ‘Knowledge-sharing: A review and directions for future 
research’, Human Resource Management Review 20(2), 115–131. https://doi.
org/10.1016/j.hrmr.2009.10.001

http://www.sajim.co.za
https://doi.org/10.18178/ijch.2016.2.4.058
https://doi.org/10.1108/PR-08-2018-0280
https://doi.org/10.3390/su13073657
https://doi.org/10.1108/JKM-03-2017-0101
https://doi.org/10.1108/JKM-03-2017-0101
https://doi.org/10.1108/14691931311288995
https://doi.org/10.1108/14691931311288995
http://www.knowledge-management-tools.net/knowledge-management-definition.html
http://www.knowledge-management-tools.net/knowledge-management-definition.html
https://doi.org/10.1108/JKM-07-2016-0274
https://doi.org/10.1108/JKM-02-2015-0054
http://web.archive.org/web/20160319233812/Introduction_to_Knowledge_Management.html
http://web.archive.org/web/20160319233812/Introduction_to_Knowledge_Management.html
https://doi.org/10.4102/sajhrm.v16i0.913
https://doi.org/10.1108/JKM-11-2014-0466
https://doi.org/10.1287/orsc.5.1.14
https://doi.org/10.1108/TLO-03-2017-0030
https://doi.org/10.12973/eu-jer.9.1.351
https://doi.org/10.1016/j.cedpsych.2020.101860
https://doi.org/10.1016/j.cedpsych.2020.101860
https://doi.org/10.1108/IJM-10-2015-0163
https://doi.org/10.1108/IJM-10-2015-0163
https://doi.org/10.1108/JKM-03-2015-0124
https://doi.org/10.1108/JKM-03-2015-0124
https://doi.org/10.2478/sbe-2019-0010
https://doi.org/10.1016/j.hrmr.2009.10.001
https://doi.org/10.1016/j.hrmr.2009.10.001

	Factors and variables to promote a knowledge-sharing culture change in higher education institutions of developing countries
	Introduction
	Literature review
	Research design and methodology
	Defining the research questions
	Research protocol for the review
	Determining the articles to include in literature search
	Developing a coding framework
	Coding the articles and ensure reliability
	Critically analysing and discussing the results
	Ethical considerations

	Results and discussion
	Rewards for knowledge sharing in higher education institutions
	Recognition for knowledge-sharing in higher education institutions
	Promotion in higher education institutions
	Bonuses for knowledge-sharing in higher education institutions
	Conclusion
	Acknowledgements
	Competing interests
	Authors’ contributions
	Funding information
	Data availability
	Disclaimer

	References

	Figures
	FIGURE 1: Rewards for knowledge-sharing in higher education institutions (n = 60).
	FIGURE 2: Recognition for knowledge-sharing in higher education institutions (n = 60).
	FIGURE 3: Promotion for knowledge-sharing in higher education institutions (n = 60).
	FIGURE 4: Bonuses for knowledge-sharing in higher education institutions (n = 60).


