
Xu XU et al: MULTIPLE IDENTITIES, POSITION DIFFERENCES AND KNOWLEDGE SHARING AMONG THE ... 

DOI 10.5013/IJSSST.a.17.46.31                                           31.1                             ISSN: 1473-804x online, 1473-8031 print 

A Study on Multiple Identities, Position Differences and Knowledge Sharing among 
Learning Community Members: 

Based on Demonstrations of Five Large State-Owned Enterprises 

Xu XU*,1, Peihua WANG 2 
 

1 Department of Management Engineering, Shanghai Dianji University, Shanghai 201306, P.R. China 

2 Department of International business, Shanghai Industry and Commerce Foreign Language College, Shanghai, P.R. China 

 
Abstract — This paper expounds multiple social networks used by learning community members and studies the case of multiple 
identities of members. It reveals that the identity of members highlights the mechanism under the circumstance of multiple 
identities and explores the identity features and highlights that effect the relative positions among the members. Then it establishes 
empirical tests for the position differences influenced by the mechanism model of the learning community and the extent of 
knowledge sharing. Through the empirical study, we found that the more position differences there are among the members, the 
more knowledge sharing happens. Community identification and competition are the important intermediary variables of the 
knowledge sharing aspect which is influenced by the position differences between members. 
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I. INTRODUCTION 
 
Currently, Knowledge management activities of 

Chinese enterprises has changed gradually from initial 
document management and explicit knowledge structure to 
the precipitation and utilization of tacit knowledge focused 
on expert experience, skills etc. As an important way of 
sharing experience and imparting practical skills, the 
learning community has been widely used by IBM,HP, 
Chevron oil company, The world bank Pohang iron and 
other international large enterprises. And it was gradually 
known by Chinese companies. We hold the opinion that the 
learning community is the double node organization form 
based on a particular subject area set up in a certain time 
limit in virtual enterprise(Such as some kinds of technical 
research and development)1. It not only has informal 
organization flexibility but also maintains the functional 
organization features with a typical professional knowledge 
in the long term. And it has a relatively stable form of 
organization members, clear operating rules, organizational 
tasks and goals. 

Academia has recognized the network position 
difference of the learning community members when 
explore problems of knowledge sharing in the learning 
communities by the use of social network analytical 
methods, such as Karen et al.（2006）[1] proposed the 
location of Central Connectors, Brokers, Peripheral Players 
etc. The position of the learning community members will 
influence its knowledge sharing behavior. Bo Feng, Jia Liu
（2007）[2]found that the higher the individual network 
centricity in the research collaboration be, the more objects 
of interaction would touch. The same as the research task 
dependency of its position. So this will have a positive 

effect on the knowledge sharing behavior. While the higher 
individual centricity in learning consulting network and 
friendship relationship network, one will more willing to 
devote knowledge to help colleagues and cooperate, thus it 
has a positive effect on its knowledge sharing behavior. 
Tsai（2001）[3] also pointed out that network location will 
influence the ability of organization and absorbing new 
knowledge and it also influence the business unit 
innovation and performance within the knowledge transfer 
of organization. As to the forming factors influenced the 
network position of the learning community members ,Bo 
Feng, Jia Liu（2007） [2] proposed that the university 
research team members have the negative impact on the 
personal position in the formal organization structure, the 
centrality of the research collaboration network, the positive 
influence of the dependence on scientific research tasks and 
the scientific research work load in the structural centrality 
of "learning consultation network". While the individual has 
the positive impact on the network centrality of the research 
collaboration and has the negative impact on the work load 
of the scientific research in the structural centrality of 
"friendship network". 

Overall, those existing research mostly explore its 
behavior affected by the network location from the view of 
a single network as well as the absolute position of the 
network members. It had inadequate research on the 
decision mechanism of network member position and 
ignored the position differences of the network members 
affecting on the network member behavior. We hold the 
opinion that first, the learning member is the main body 
with multiple identities. Each identity represents its 
embedding in a network. The conflict between identities 
will influence the behavior of the learning members in a 
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certain situation. Thus, the member position in a network 
will be influenced by other embedding networks. Second, 
Network position should be a continuous variable rather 
than a constant class variable. Thus, for the analysis of the 
network behavior, network position need more in-depth 
analysis based on the classified level of the edge and the 
center then control the influence by the position difference 
of the network members. Therefore, this paper started from 
the multiple identity of the learning community members, 
expounded the multiple networks embedding in the learning 
community members, revealed the mechanism highlighting 
of the member’s identity under the multiple identity 
situations, explored identity highlights impacting on the 
position formation of the learning community members. 
Afterwards, it established the mechanism model of the 
learning community knowledge sharing influenced by the 
position differences, proposed hypothesis and collected data 
to examine. 

 
II. POSITION FORMING MECHANISM OF THE 
LEARNING COMMUNITY MEMBERS UNDER 

MULTIPLE IDENTITIES 
 
People will play different roles in the complex social 

structure. Thus, people have multiple identities. As a social 
person, each member participated in learning community, 
their identity in the interpersonal network is friend. While 
in the formal work, he might be a manager embedded in the 
network of the company managers, he also might be a 
technical expert embedded in the expert network of the 
company. Many members might be not only managers, but 
also technical experts. Generally speaking, the learning 
community members might have multiple identities, such as 
friend, manager, expert etc. These identities will influence 
the behavior of the learning community members. We can 
reflect the multiple identity status of the learning 
community members in the figure 1.  

Three circles of figure 1 represented three kinds of 
interactional identities: friend identity, manager identity, 
expert identity. Cross correlation of the three circles not 
only explained that the member can have multiple identities 
at the same time, but also indicated that each identity need 
to combine other identities to understand. The learning 
community members not only represented its three groups, 
but also be a member of the community. Thus, the position 
of its three networks (manager network, expert network and 
the personal relationship network) will influence its 
behavior in the learning community by the personal 
attributes as network members. 

In figure 1, the central dot of the three identities is the 
core sense of self, that is one’s identity perceived at a 
particular time (Referred to as personal identity). To some 
extent, personal identity will integrate the features to the 
personal valuable attribute, and became the inner identity or 
inside self that community members truly perceived. The 
importance of the three identities or relative significance 

expressed dot position by each identity circle. The dot 
position and proximity between it and personal identity 
indicated the identity prominence of the learning member at 
a certain time. Suppose the friend identity of a community 
member become highlights at a certain point, the pot 
position of the friend identity circle will be close to the 
personal identity. 

 

 
Figure 1. Multiple identity models of the learning community members. 

 
Then after the number joins the learning community, 

what identity will determine its position in community? 
When the members come to the learning community, it will 
have a process about the relative comparison and highlight 
of the three social identities, we called them identity 
highlight process. From the view of the social identity 
theory, the process of members embedded in various 
networks, that is through the identification of groups or 
other mechanisms, which established the process of 
psychological contact and eliminate the group to individual 
features. It is a process of the individual homogeneity. 
When the individual is self-categorization, after established 
the psychological contact with the group, it usually regard 
oneself have the typical feature of the inner group members 
and the same as the inner group members, which has typical 
features of the inner group members. 

Identity highlights will be influenced by the situation of 
people, thus it shows the identity flexibility or adaptability. 
According to the understanding of Greve et al (2005) [4] , 
The flexible self-reflected the nature of personal identity. 
Thus, the identity highlights of the learning community 
members will be influenced by the organizational 
environment. It indicates the organizational environment 
through the largest circle in Figure 1. In the learning 
community, the member personal identity perception that 
impact on the organizational environment include the 
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organizational culture type, identity commitment level, 
outside the group and other factors. In terms of the 
organizational culture, Identity of manager will be easier to 
highlight when the organizational hierarchy and the clear 
responsibilities is set in the organization of the bureaucratic 
culture. In the organization of the innovative culture, the 
competitive environment of the rapid changes made the 
organizational position of the technological innovation 
more important. Therefore, the expert status is easier to 
highlight. In supported culture, the interpersonal 
relationship is very important, so the friend status is easier 
to highlight. The identity commitment refers to the relative 
importance of the specific identity in the individual self-
concept system. The commitment level of the specific 
identity is relative to the identity at different levels of many 
other individual self-concepts. The higher the commitment 
level of the specific identity is, the more possibilities it will 
be highlighted from numerous identity. The possibility of 
identity highlights will increase along with the increase of 
the role identity commitment. The external groups related to 
the inner groups will also impact on the members of the 
identity highlights. Seng, Reich and DeMarree（2012）[5] 
found that compared with members of only the inner or 
outer group, the identity of the inner group members will be 
more prominent. Moreover members had inner and outer 
community will be more strongly recognized its identity of 
inner group members. 

In the initial period of that members joined the learning 
community, the position of the identity highlights will 
transfer to the learning community. Then form its network 
position in the learning community under the common 
factor actions that its identity strategy and other members 
highlighted the identity of the network position interaction. 
The mechanism is as follows: In the learning community, 
the lower technicians or administrative staff generally will 
take the strategy of the identity creation to show himself, 
establish the approval with top managements and try to 
improve his position. While the higher technicians or 
administrative staff will take the strategy of the identity 
maintenance in the learning community, exert himself to 
hold the identity with its manager group or expert group, 
defend the prestige and position that their own group 
compared with other groups. If the manager is unwilling to 
reflect his manager identity in the learning community, he 
will take the strategy of the identity desalination to project 
his other identity. It was the network position that members 
highlighted identity, the identity strategy, other staff 
network position and the interaction of the identity strategy 
finally formed the position gap among the learning 
community members. 

 
 
 
 
 

III. THE EFFECTS OF POSITION DIFFERENCE 
AMONG THE LEARNING COMMUNITY MEMBERS 

ON THE MECHANISM MODEL OF KNOWLEDGE 
SHARING 

 
The position difference among the learning community 

members effects on the mechanism model of knowledge 
sharing maybe by two mechanisms: First is community 
identity in the network individual level, the second is 
community competition in the whole network. As social 
identity theory and self-classification theory considered that 
the individual recognition to organization has high 
flexibility. In some situations, a certain organizational 
identification of the individual will be highlighted and have 
a great effect on the individual behavior. While in other 
situations, the specific organizational identification maybe 
represent not so obvious. It is the bigger difference among 
the learning community members that make members miss 
the equal friend group or other groups and make members 
face with a conflict on self in the learning community, self 
in the manager network, self in the expert network and self 
in the interpersonal relationship network. In order to keep 
consistent with the highlight identity, the members will 
disagree on the learning community, thereby influence 
member’s knowledge sharing behavior. So the member’s 
recognition about learning community should be the 
intermediate variable of the knowledge sharing that be 
influenced by the position difference among the learning 
community members. 

If the mediation effect of the community identity in the 
position difference and knowledge sharing is more to focus 
on that the member’s multiple identities effect on the 
individual level, the community competition will consider 
more about that the factor of the learning community and 
the departmental interests within the organization effect on 
the overall level. The community competition will 
exacerbate conflicts within the community, therefore 
influence the knowledge sharing initiative. In our 
participating learning community, factory A and factory B, 
the two major factories belong to the same group. They 
often compete for the operating performance. Under the 
background of that the group leaders attached importance to 
knowledge management, each factory want trying to show 
its knowledge results and get recognition. Therefore in the 
learning community, the factory director of factory A or 
factory B demand the employees win the first prize in the 
knowledge contribution competitions, which lead to the 
fierce competition in the learning community. So the more 
differences among the learning community members have, 
the more fierce competition for the core position will appear. 
And this exacerbated the community competition and did 
harm to knowledge sharing. Thus we proposed the 
mechanism model as shown in Figure 2. 
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Figure 2．The position difference among the learning community 
members effects on the mechanism model of knowledge sharing. 

 
A．The Effect of Position Differences of the Community 
Member on Knowledge Sharing 

 
The member’s wish to participate in the learning 

community activities is influenced by the self-efficacy. The 
self-efficacy means a faith that one can complete a task. 
Also, it is the confidence level that one can complete a task 
by using the possessed skills (Bandura,1997)[6]. The self-
efficacy directly affects people's thoughts, motivation and 
behaviors. The individual tend to avoid the activities and 
situations that one is unable to cope with. Then choose the 
task that one is capable. In this process, the self-efficacy 
determine the direction of development for the individual 
by influence his cognition of the ability. Cabrera (2002)[7]  
held the opinion that the self-efficacy not only improve the 
cooperative will, but also promote the knowledge sharing. 
Lin（2007）[8] also emphasized, it was the members who 
had self-confidence on his knowledge sharing can 
contribute to the organization that more likely to show the 
positive will to provide knowledge and gain knowledge. 

The position differences of the community members 
reflect the authority dominant of community. The more 
differences among the community members’ position have, 
the more sense of self –efficacy will get positive 
reinforcement. Group members of the low status will have 
stronger helpless self-efficacy, while the group members of 
high status will get more sense of self –efficacy. In addition, 
the much position differences among community members 
indicated that the knowledge ability of members is not at 
the same level. The leader’s strategic vision at high 
management level maybe could not get the recognition 
from members at low management level. The low technical 
staff is probably difficult to understand the expert's view at 
high technical level. Thus this paper presented that: 
Hypothesis 1: The more position differences among the 
community members have, the more harm to knowledge 
sharing is. 
 

B．The Mediation Effect of Community Identification and 
Community Competition 

 
Organizational identification will further influence the 

individual behavior through the individual cognition and 
emotion so that improve the organization's performance. 
Organizational identification has two features. First 
organizational identification reflects a relationship between 
the members’ self-concept and organization. Second 
organizational identification is centered by member-self. 
According to the members own standard, which confirm 
and seek for their identity. Organizational identification is 
member-self that refracted from the organization. The many 
position differences of the community members will 
exacerbate the inner conflicts of members, change to 
identify with the equal group of friends and disagree with 
the learning community. Bergami and Bagozzi（2000）’s 
research shows, the organizational identification will have a 
significant impact on the organizational commitment. 
Dukerich et al.（2002）[10]’s research further proofed that 
the organizational identification significantly influence 
organizational citizenship behavior. The higher the 
recognition intensity of organization has, the more internal 
cooperation of the organization will be strengthened. 
Organizational identification can promote the self-concept 
to the group level and enhance members’ cooperation. 
Polzer（ 2004） [11] concluded through the experiment 
researches that organizational identification had a material 
impact on the distribution of cooperation when two 
subgroups came from different organizations and the 
corresponding subgroups had individualism culture and 
reputation. The members of high organizational 
identification will turn the distribution of cooperation from 
the overall to subgroups. It led to the low overall 
cooperation and high internal cooperation subgroups. 
Learning community， as a double node organization，the 
many position differences of the community members will 
affect their community identity and further influence the 
knowledge sharing behavior of community members. Thus, 
this paper proposed that as follows. 
Hypothesis 2: The community identity has the intermediary 
effect on the position difference and knowledge sharing 
among the community members 

The more position differences the community members 
have, the stronger sense of self concept become. The 
perception of the similarity within the learning community 
is weaker. Then, the low-status group members will tend to 
take the identity creation strategy in community and try to 
improve the position of him and his group. The high-status 
group members will take the identity maintenance strategy 
in community and try to maintain a similar identity as other 
networks and protect their own groups of prestige and status. 
Thereby it increased the competition within the learning 
community. Community competition will affect the 
enthusiasm of knowledge sharing and the atmosphere of 
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knowledge creation. From the perspective of social network, 
that is a competition for the position of the network center 
among community members. 

Many scholars (Bartol et al., 2002[12]; Szulanski, 
1996[13]) studies show that the members will firmly grasp 
the ownership of the unique personal knowledge in the 
fierce internal competition organization, because they fear 
to lose the individual competitive advantage. The 
subsequent studies further confirmed that fear of losing the 
unique advantage is one of the main factors that hinder 
knowledge sharing. In today's internal organization, the 
members have a fierce competition for getting the higher 
position, higher status and higher pay. The key to 
competition is the unique knowledge of the individual. Thus, 
the fear of losing the unique advantages is a congenital 
disorder of knowledge sharing (Lee et al.,2007)[14]. 
Another factor not conducive to knowledge sharing is that 
the knowledge of individual is the belief of strength. They 
believe that only having the knowledge or abilities that 
others do not possess can ensure the maximum of their own 
interests. While the knowledge sharing is not only a 
challenge to this belief but also a threat to their own 
interests(Grandori & Kogut, 2002[15]).Similarly, Wah 
(2000) [16] put forward that a major obstacle to the 
establishment of knowledge management is the tendency of 
members to store knowledge. Actually, the behavior of 
storage knowledge does exist, especially under the 
circumstance of the individual interests to their own trade-
offs and believe that knowledge is power. Therefore, 
members tend to hinder knowledge rather than share 
knowledge. The paper proposed as follows. 
Hypothesis 3: Community competition between the position 
differences and knowledge sharing of the community 
members exist mediation effect 
 

IV.THE RESEARCH METHODS AND DATA 
ANALYSIS 

A． Data and Samples 
 
The empirical research data rooted in the questionnaire 

survey for the members of study community, respondents 
are the learning community members participate in five 
large state-owned enterprises. The empirical study totally 
investigated 46 learning communities. Among them, the 
community scale over 5 people, 5-10 people and under 10 
people is 9, 22 and 15. From the view of the distribution of 
research staff age, under 26, 26-35, 36-45，46-55，over 55 
is 20, 39, 41, 17 and 3 people. 

 
B. Variable Operation Design 
 
1) Measurement of Position Differences Among 
Community Members 

In the social network analysis, the community center 
degree is an index reflecting the whole structure of network. 
The community center degree refers to the degree centrality 

of network members and the difference among other 
members center degree. The higher center degree of group 
indicates that the power of the network is more 
concentrated. There are few members of network 
particularly important. The structure of the highest 
population center network presented the star structure. This 
paper measured the position differences among the 
community members through studying the community 
centrality of community networks. 

 
2) Measurement of Knowledge Sharing 

In the relevant empirical research of knowledge sharing, 
many scholars developed the corresponding scale and 
measured the knowledge sharing according to their own 
research needs. Some scholars regarded the knowledge 
sharing as one dimension, for example, the scale of 
complex knowledge sharing invented by 
Chowdhury(2005)[17] contained seven indicators and the 
reliability coefficient was up to 0.92. Some scholars 
regarded knowledge sharing as two dimensions. Hoof and 
Ridder（2004）[18] divided the knowledge sharing into 
two dimensions of knowledge contribution and knowledge 
collection according to the knowledge flow. Each 
dimension contains four measurement indicators. Cho 和

Lee（2004）[19] divided the knowledge sharing into two 
dimensions of sharing scope and sharing diversity 
according to the degree of knowledge sharing. The existing 
research shows that academic circles not totally 
differentiated the degree of knowledge sharing by 
knowledge sharing intention, knowledge sharing culture, 
knowledge sharing behavior and knowledge sharing results. 
We measure the knowledge sharing mainly from the 
behavior of knowledge sharing and the degree of ultimate 
goal realization. 

 
3) The Measurement of Community Identity 

Currently, the academic has little measuring scale to 
community identity, while the organizational identification 
has many measurement methods and dimensions choices. 
Since the learning community is a double node organization, 
we can learn from the scale of organizational identification. 
In the organizational identification scale, the most famous is 
the organizational identification scale proposed by Mael etc. 
Mael et al.(1992) [20] considered that the organizational 
identification is one-dimensional. The scale, their 
development included six indicators. For example, when an 
organization has been criticized, the members of the 
organization feel like an insult to themselves and they are 
very concerned about how others view their organization. 
We can find from the items of the scale that the contents of 
the scale mainly involved the members’ emotion to the 
organization. The scale is simple and clear. And the 
reliability reached 0.81, which favored by many scholars. 

In this paper, using Mael’s scales etc. made members 
have the recognition of learning community. The finalized 
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scale of community identity totally contained five questions. 
That is first, when hearing others praise my learning 
community, I feel as if it were praised me. Second when 
hearing others criticized my learning community, I feel as if 
it were criticized me. Third the success of my community is 
my success. Fourth I strongly wonder how people evaluate 
my community. Fifth when talking about my community, I 
often said we instead of they. The questionnaire used five 
point Likert scales, the higher the score is, the higher level 
of members’ recognition with the learning community have. 

 
4) The Measurement of Community Competition 

Somech (2009) etc.[21] measured the competition of 
team members by five projects. The scale was 5 point 
Likert scales, the internal consistency reliability was 0.92 
and the specific project was that team members used its 
influence to gain the acceptable point. The team members 
made decisions conducive to them by using their authority. 
The team members made decisions conducive to them by 
using their special skills. The team members always adhere 
to their point of view. The team members sometimes win 
the favorable situation by using their power. In this paper, 
the scale is used to measure the competition of learning 
community. 

 
C. Reliability and Validity Analysis 

 
Testing the recovered samples Cronbach α by SPSS15.0 

found that the total scale, community identity, community 
competition, reliability value α of the knowledge sharing 
subscales is 0.870, 0.618,0. 730 and 0.807, which were all 
above 0.7. It reflected the reliability of scale is ideal. 

Discovered from the validity analysis of community 
identity scale, the value of KMO is 0.691, more than 0.5, 
the half sphere inspection of Bartlett is less than 0.001. 
Factor analysis concluded that extracting the factors 
according to the principle of characteristic root more than 1 
and the maximum variance method of orthogonal rotation 
would get a single factor structure. The single factor 
explained 61.18% of the total variance, which showed this 
subscale has high construct validity. Discovered from the 
validity analysis of community competition scale, KMO 
valued 0.711, more than 0.5, hemisphere body inspection of 
Bartlett is less than 0.001. Thus we can have a factor 
analysis. Obtaining two-factor structure after factor 
extraction explained the total variance of 70.00%, which 
explained that the subscale had the high construct validity. 
Discovered from the validity analysis of knowledge sharing 
scale, KMO valued 0.776，more than 0.5, hemisphere body 
inspection of Bartlett is less than 0.001. It supported factor 
analysis. Obtaining single-factor structure after factor 
extraction explained the total variance of 64.82%, which 
explained that the subscale had the high construct validity. 

 
 
 

V. HYPOTHESIS TEST 
 
A. Inspection of Position Differences Among Community 
Members and its Direct Effect on Knowledge Sharing 

 
The regression analysis of the position differences 

among community members and knowledge sharing found 
that the position differences and the knowledge sharing had 
a significant positive correlation. The regression coefficient 
is 0.200（P<0.01） , which is just the opposite of the 
hypothesis. The cause of this result may be has two reasons. 
First the rank system is relatively strict in the large state-
owned enterprises. The high level management leadership 
and high level technical experts mastered the strategy, 
which the ordinary staff is difficult to master. And they also 
mastered the direction of the technology development, 
technical secrets and other core knowledge. Constrained by 
the rank system and security system, the high level 
management leadership and high level technical experts 
generally didn’t dare and would share the knowledge easily. 
The low level staff had the opportunity to share the core 
knowledge of these enterprises based on the common goal 
of community members in the learning community. Second 
the high level leadership attached great importance to 
knowledge management in large state-owned enterprises, 
which led to the phenomenon that the general staff are 
actively grasp the precious opportunity of face-to-face 
interaction with their leaders, try to share knowledge and 
finish the learning task in the community participated the 
high-level managers or technical experts. It is due to the 
two reasons that made the position differences among 
community members and the knowledge sharing exit a 
significant positive correlation. 

 
B. The Mediation Effect of Community Identity Between the 
Position Differences and Knowledge Sharing Among the 
Learning Community Members 

 
Use Amos17.0 for structural equation modeling. In the 

original model, χ2/df=0.730, P=0.862, it did not reached the 
significant level. It indicated that there is no difference 
between the common variable matrix of hypothesis model 
and the common variable matrix of the empirical data. GFI 
value is 0.964 ， more than the acceptable value 0.90. 
Moreover RMSEA=0.000，less than 0.1, which indicated 
the good absolute adaptation of the model. From the point 
of view of the value-added adapter measurement, 
NFI=0.931，CFI=1.00, the acceptable values more than 
0.90. From the point of view of the value-decreased adapter 
index, PNFI=0.646，PGFI=0.543,which are more than 0.5. 
Thus, make the model M as the community identity, which 
the structural equation model of the intermediate effect in 
the position differences among the community members 
and knowledge sharing. The optimal fitting solution of the 
modified model is shown in Figure 3. 
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From Figure 3, the position differences among 
community members and the intermediate variable of 
community identity became significant at the level of 
p<0.05. The intermediate variable of community identity 
and dependent variable of knowledge sharing became 
significant at the level of p<0.05. While the significance, of 
which the independent variables of the position differences 
among community members and the intermediate variable 
of community identity reduced. The regression coefficient 
is reduced. From this, we can get the following conclusions. 
The community identity of the position differences among 
community members impacted on the knowledge sharing 
and played a role of the partial mediation effect. Hypothesis 
2 is confirmed. 

 

 
Figure 3. Intermediate effect model of the community identity 

Remark, ***represent p<0.01，** represent p<0.05，* represent p<0.1 

 
C ． The Mediation Effect of Community Competition 
Between the Position Differences and Knowledge Sharing 
Among the Learning Community Members 

 
Use Amos17.0 for structural equation modeling. In the 

original model M1, P<0.05, described that there are obvious 
differences between the original model and the sample data. 
RMSEA>0.05 described that the original model has 
modified space. The modified model M2, which established 
the error correlation in the observation variable between A1 
and A2，A1 and A5. In the modified model M2, the fitting 
index has been significantly improvement. Among them, 
P=0.270 is more than 0.05. The value GFI is 0.939, and 
more than the acceptable value 0.90. RMSEA=0.033，less 
than 0.05，which described the absolute adaptation of 
correction model is good. NFI=0.90，CFI=0.987，more 
than the acceptable value 0.90, which described the value-
added adaptation of correction model is good. 

PNFI=0.621，PGFI=0.54，all above 0.5, which described 
the value-decreased adapter index of model. Hence, make 
the model M2 as community competition, which the 
structural equation model of the intermediate effect in the 
position differences among the community members and 
knowledge sharing. The optimal fitting solution of the 
modified model is shown in figure 4. 

 

 
Figure 4. Intermediate effect model of the community competition 
Remark,*** represent p<0.01，** represent p<0.05，* represent p<0.1 

 
From Figure 4, the position differences among 

community members and the intermediate variable of 
community competition became significant at the level of 
p<0.1. The intermediate variable of community competition 
and dependent variable of knowledge sharing became 
significant at the level of p<0.05. While the significance, of 
which the independent variables of the position differences 
among community members and the intermediate variable 
of community identity reduced. From this, we can get the 
following conclusions of hypothesis test. The community 
competition of the position differences among community 
members impacted on the knowledge sharing and played a 
role of the partial mediation effect. Hypothesis 3 is 
confirmed. 

 
VI. CONCLUSION AND SUGGESTIONS 

 
The empirical research found that the more position 

differences among the members of the community have, the 
more knowledge sharing became. Thus, when the enterprise 
select the members of the learning community, they should 
consider organizing the different management level, 
different technology levels staff into a learning community, 
which inspired the knowledge sharing behavior. 

The empirical research also found that the community 
identification and community competition are the important 
intermediary variable, of which the position differences 

0.05 
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among the members of the community effect on the 
knowledge sharing. Thus, enterprises should actively 
cultivate community identification and decrease the 
community competition. (1) Enterprises should cultivate 
knowledge sharing culture and construct community 
identification. German sociologist Claus said that all the 
social identification is constructed. Enterprise helps the 
value of the knowledge sharing by cultivation. Carry out 
rituals and theme activities, mould the hero model, depict 
material symbols and other ways to build the knowledge 
sharing culture, which help to construct the recognition of 
the members to the learning community. (2) Establish the 
incentive mechanism from two aspects of knowledge 
demand side and knowledge output, which decrease the 
community competition.  

The construction of the incentive mechanism for the 
knowledge demand included job responsibility (1). 
Establish the integrated management of the learning 
community, make the study integrator into the KPI of the 
department and post and as a hard index of the department 
assessment, employee retention, promotion and salary 
adjustment. (2) Target incentive. Enterprise internal 
departments all need to develop specific learning goals 
under the guidance of the competent department in 
knowledge management. And implement the target 
according to PDCA cycle. For the members who cannot 
achieve the goal should eliminate. Thus, we established the 
punishment mechanism. (3) Incentive mechanism, one is 
opportunity incentive. Give priority of training, learning, 
and other opportunities to the department and members who 
actively participated in knowledge sharing and learning. 
The other is material incentive. Award the points according 
to the learning activity and knowledge contribution, which 
is one of the annual cost budget evidences of the 
departments and members.  

The construction of the incentive mechanism for the 
knowledge exporting part included the authorized incentive. 
1)The expert is responsible for formulating organizing and 
implementation the learning plan of different divisions of 
the company. They undertook the specific learning task of 
each department and organize the learning activities and 
management of answering questions. 2) Job responsibility. 
Make the storage, updating, and sharing of the learning 
community into the scope of the daily job responsibilities, 
which combined by the organizational study and staff 
working goals. The scorecard orientation of implement 
balance KSC (Knowledge Score Card), which is knowledge 
scorecard card. In addition, make the organization study 
and work into normal performance assessment and as the 
hard index of reappointment, promotion, salary adjustment 
and other aspects.3) Incentive system. One is the intellectual 
property right incentive. That is said that name the 
contribution knowledge by the name of contributors. And 
give its ownership. The other is opportunity incentive. 
Encourage enterprise leaders often participate in the 
activities of learning community and the management 

platform of related knowledge, interview and praise the 
members of knowledge sharing in public, increase the 
visibility of departments, members and their contributions 
to the leaders, and provide training, learning, investigation, 
promotion and other opportunities. The last one is material 
incentive. Reward points according to the degree of 
learning activity, contribution and user feedback, which is 
the basis of annual budget expenses for department and 
staff. Moreover there is the system of the paid vacation 
compensation for community specialists. It was regulated 
that the time cost by community experts to manage learning 
community may compensate the paid vacation time. The 
fourth is access incentive. Establish the community expert 
review and evaluation mechanism, strictly control the 
number of experts to make the community experts become 
an identity of the staff, status and honor symbol so that 
improve the work enthusiasm of community experts and 
enhance the collective responsibility and self restraint of 
community experts. The fifth is honor and respect 
incentive. The name of the knowledge provider is 
permanently attached to the knowledge provided by the 
record, which adopted the method of knowledge lifetime 
sourcing. 

Enables providers know whom, where, how to use the 
knowledge provided through the corresponding technical 
support, so that would promote the sense of pride and 
achievement of knowledge providers. 
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