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Abstract 
Organizational knowledge represents an organized group of data and information created and 
maintained by individuals and business through regulations and procedures [1]. It is essentially 
related to human action and it is part of the company’s intangible assets [2]. This continuous and 
complex interaction works as a reciprocal process based on a psychological contract full of reci-
procal expectations which stipulate the terms of trade and engagement between people and or-
ganizations. On one hand, organizations offer rewards, while on the other hand, employee pro-
vides his contribution, conceptualized as partners willing to invest their resources as they reach 
their objectives and obtain mutual benefits. When tacit knowledge is shared, it allows the creation 
ideas that contribute to innovation, the increases of firm value and the development of sustainable 
competitive advantages among others advantages. This paper is based on a comprehensive litera-
ture review, by analyzing scientific papers, whose purpose is to examine the influence of relational 
psychological contract and affective commitment in the intentions of employee to share tacit 
knowledge, as factors for the transfer to be successful. 
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1. Introduction 
Accentuated technological, economic, political and social changes are global factors that require organizations 
to remain alert [3], and thus have the ability to adapt to the changing world that imposes new practices and re-
quired the development of people able to learn and meet new challenges to compete [4].  

Therefore, a central theme in the administration is precisely the difference in knowledge between organiza-
tions; that from this condition seeks to explain why some firms obtain better performance and achieve better re-
sults than its competitors [5]. 

When knowledge is shared, it has the possibility to improve the performance of the organization; also, by im-
plementing strategies that encourage their employees to share the acquired knowledge, it contributes to making 
organizational decisions that aim to increase the competitive advantage of the firm. This continuous and com-
plex interaction works as a reciprocal process based on a psychological contract full of reciprocal expectations 
that stipulate the exchange relations between people and organizations [6]. On the one hand, organizations offer 
rewards, while on the other hand, employee provides his contribution [7], conceptualized as partners willing to 
invest their resources as they reach their objectives and obtain mutual benefits [8]. 

There is empirical evidence that both affective commitments as the psychological contract are important pre-
dictors in the transfer of knowledge [9], but it has not shown a possible relationship with the intentions of the 
employee to share tacit knowledge. 

This paper is based on a comprehensive literature review as a first approach in the development of this re-
search, by analyzing scientific papers, whose purpose is to examine the influence of relational psychological 
contract and affective commitment in the intentions of employee to share tacit knowledge, as well as their orga-
nizational transfer. Therefore, we still do not have a method and results from an instrument. 

Therefore, to develop this research some questions will be formulated to which it is intended to answer, which 
they are: 1) Is it positively and significantly related relational psychological contract with the intentions of the 
employee to share tacit knowledge? 2) Is it positively and significantly related organizational affective commit-
ment with the intentions of the employee to share tacit knowledge? 3) Is it positively and significantly associated 
the intention of the employee to share tacit knowledge with the transfer? 

With this research, it will advance academic knowledge and contribute in improving organizational practice, 
and that based on the results will be delimited if the relational psychological contract and affective commitment 
play an important role in the intentions of the employee to share tacit knowledge with colleagues and the trans-
fer can be successful. In the event that the influence between these variables is confirmed, it is expected to sup-
port the knowledge generated in the design of strategies that encourage employees to share the tacit knowledge 
within the organization, and assist in the management processes involved welfare and employee engagement. 

2. Knowledge 
Over time, there have been proposed various definitions of knowledge, without reaching any consensus on the 
issue because of its complexity, which will depend largely on its importance, the kind of knowledge we want to 
address and how it is acquired and used to define it. Some authors defined as “a dynamic human process of jus-
tifying personal belief in search of the truth” [10]. Also Mehrabani & Maziar (2012) [1], argue that it is a set of 
data and information organized that people and organizations create and maintain through rules and procedures. 
Meanwhile Davali & Esmmaeil (2012) [2], mention that it is a resource essentially constituted human action that 
is part of the intangible assets of the organization and the value represented is difficult to keep. Therefore, the orga-
nizational knowledge should be understood as a socially constructed product and grounded on the human re-
sources organization since people are the only source and the means to create and transmit tacit knowledge [11].  

The contributions made by Nonaka & Takeuchi (1999) [10], on the creation of organizational knowledge, fo-
cus on that knowledge is created by human interactions between individuals with different types and content 
knowledge and that this process can be carried out it is necessary to distinguish two dimensions: an epistemo-
logical and ontological. The epistemological dimension is the nature of knowledge, where the distinction be-
tween tacit and explicit knowledge becomes and the ontological dimension focuses on the levels where know-
ledge is created, which can be individual, group, organizational and inter-organizational where the interaction of 
tacit and explicit knowledge rises from a lower level to a higher one. This interaction between the two types of 
knowledge is given through a social process between individuals, where tacit knowledge and explicit knowledge 
expand both quantity and quality. The result of this enlargement are four ways of knowledge conversion are: so-
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cialization (tacit to tacit); externalization (from tacit to explicit); combination (from explicit to explicit); and in-
ternationalization (explicit to tacit). 

Socialization, enables sharing tacit knowledge through face to face interaction between individuals through 
experiences. The externalization is achieved by transforming knowledge into explicit using metaphors, concepts, 
or models. The combination includes the exchange of knowledge of individuals through various forms of expli-
cit knowledge, such as meetings or telephone conversations, and internalization is accomplished through the im-
plementation of the acquired knowledge, that is its to say by action [10]. The interaction between the conver-
sions of knowledge is given by an exponential and dynamic process that allows the expansion of knowledge 
creation. This organizational knowledge is called knowledge spiral (Figure 1), which may begin in any way, but 
usually begins from socialization [12]. 

Currently, companies widely use knowledge management for multiple benefits associated with them and al-
though knowledge management, as happens with the knowledge there is no single definition or accepted, this 
process can refer to different activities within organizational and definitions can be directed in different direc-
tions. According to Tarí & García (2012) [13], knowledge management is a methodological process whose pur-
pose is to develop and exploit the acquired knowledge to improve strategic decision-making and competitive-
ness of the organization. Ewest (2010) [14], mentions that a range of integrated activities by which the organiza-
tion obtains the right knowledge, the right people and in time and right place. Meanwhile Prieto et al., (2010) 
[15], defines knowledge management as a process from which it seeks to achieve organizational objectives to 
maintain and improve organizational performance based on experience and the knowledge conceived. 

There are several areas that have been concerned about the study of knowledge, such as philosophy, sociology, 
psychology and social sciences branch among others. However in the organizational field it has taken great in-
terest in this intangible asset for the many benefits it brings not only in their production processes, but it is the 
key leading organizations for innovation and the creation of competitive advantages [11]. 

Depending on the degree of structuring and coding, there are two types of knowledge that are explicit know-
ledge and tacit knowledge [16]. Explicit knowledge is easily encoded and stored, is expressed and communi-
cated in written documents such as reports or manuals [17], it is public and transfer is cheaper [11]. This encod-
ing includes the set of laws, principles and theories explaining systemized organizational reality [18]. Explicit 
knowledge is a public good, is the “knowledge about”. Nonaka & Takeuchi (1999) [10], argue that explicit 
knowledge is only the peak of the iceberg because it is visible, consisting of past events; it is, “there and then” 
and is created sequentially. 

On the other hand, tacit knowledge is not easily encoded or articulated because it is embedded in the individ-
ual’s brain and is deeply connected with the action and the commitment of the people [11]. It is rooted in the ac-
tion and experience of the subject and wrapped in a particular context which makes it difficult to transform to 
the explicit form [19]. It is difficult to observe and transmit; it is unique, rare and irreplaceable [20]. Meanwhile, 
Nonaka & Takeuchi (1999) [10], they mention that tacit knowledge is made up cognitive and technical elements. 
The cognitive elements focus on schemes, paradigms, mental models, pictures or figurations that the subject is 
forming in his mind about the perception of reality. The technical elements includes non-formal and difficult  
 

 
Figure 1. Knowledge spiral. Source: Nonaka & Takeuchi (1999) [10].                    
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skills to explain, associated with the term “know how” to describe the ability to perform a job or solve a problem, 
based on experience, values and feelings of the individual. Tacit knowledge lies in the subjectivity of the indi-
vidual, where intuition, ideas and hunches are part of it; it is the “here and now” and is created simultaneously. 

Polanyi, quoted by Reychav & Weisbert (2009) [21], was one of the first to distinguish the explicit knowledge 
from tacit knowledge. He defined tacit knowledge as personal, specific and subjective, based on the experience 
itself, values and feelings of the individual to do something or solve a problem. Tacit knowledge is associated 
with terms such as “skill”, “know-how”, “working knowledge” and “expertise”, concepts used to describe the 
knowledge and ability to perform a job [20]. However tacit knowledge cannot be studied without considering 
the explicit part of the knowledge base because they are mutually constituted [22]. Both are part of the organiza-
tional activities and thus explicit knowledge and tacit knowledge are interrelated [23]. Nonaka, Umemoto & 
Senoo (1996) [12], claim that they are two complementary entities that interact in the human creativity both in-
dividual and in groups and both are part of the organizational activities. To identify the conceptual differences 
between the two types of knowledge (Table 1), some characteristics are displayed. 

3. Theorical Foundation 
The Planned Behavior Theory [24], explains the relationship between behavioral intention and actual behavior 
of individuals to take action. It is influenced mainly by two factors which are the attitudes of individuals directed 
to an object or group and a subjective standard that relates to the individual’s perception about people who con-
sider important, responding to a particular behavior [21]. Also in the field of knowledge management, the model 
of the Theory of Planned Behavior is used to analyze the intentions of the employee to share tacit knowledge 
[25]. Moreover, the Theory of Reasoned Action [26], assumes that people react to certain behavior when they 
are motivated and perceive more benefits, thereby increasing their intent to participate [17]. 

4. Tacit Knowledge Sharing  
Organizational knowledge is integrated with both the skills of people working in a firm as to the principles of 
the organization through which are structured and coordinated relations between individuals and groups [11]. 
This intangible asset is in the rules, procedures, strategies and technologies and is the result of interactions of the 
persons acting on behalf of the organization [5]. It is linked to social relations and transfer typically occurs 
through direct contact because it demands intense interaction between members of the organization [18]. 

Nonaka & Takeuchi (1999) [10], state that once tacit knowledge has been shared, should be expanded both 
horizontally and vertically in the organization to generate a new cycle of knowledge creation and the organiza-
tion must provide the conditions and the tools that facilitate its expansion. 

When tacit knowledge is transferred, changes occur in the practices, policies, and behavior seen as activities 
that add value to the organization [11]. For tacit knowledge transfer takes place requires the participation of both 
the employee and the organization. By the employee of its intention to share it is based on the will to do and the 
expectation of reciprocity by the recipient. Regarding the organization is required to be sensitive and show inter-
est in this intangible asset that involves the recognition, appreciation and value of knowledge to be shared [23].  

For the transfer of tacit knowledge to be successful, it was found that there are certain factors that  
 
Table 1. Conceptual differences of knowledge.                                                                      

Tacit knowledge Explicit knowledge 

It is not taught, it is learned by experience. It can easily teach. 

It is not articulated, difficult to express in words. It is articulated, it can be modified. 

Complex, difficult to transfer. It is simple, easy to share. 

It is not observable: It is stored in the minds of people. Observable in use: It is in databases, documents and systems. 

It is personal. It is public. 

It is expensive, difficult to transfer. It is cheaper transfer. 

Source: Máynez & Cavazos (2011) [11]. 
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influence both positively and negatively during this process. Among the factors that influence positively is the 
motivation of the subject, where it is mentioned that the transfer improvement through extrinsic motivation, 
showing that people do because they feel committed to the organization and not for reasons to get monetary re-
wards [27]. It also indicates that the perception of support, trust, reward structures, differences in organizational 
status, leadership and social networks are closely related to the transfer of tacit knowledge [28]. Academics like 
Joaia & Lemus (2010) [16], note that the idiosyncratic factors, knowledge management strategies adopted by the 
organization and structure are important elements to consider for the successful transfer of tacit knowledge in-
tra-organizational. Meanwhile, Máynez, Cavazos & Nuño de la Parra (2012) [5], state that the absorptive capac-
ity and organizational culture also contribute to such transfer. However social relationships are probably the 
most important factors that facilitate the transfer of tacit knowledge among employees within an organization 
[19]. By contrast, the organizational culture of the company [28], the fear of losing potential benefits and the 
lack of mechanisms appropriate rewards are the main reasons why a person may refuse to share tacit knowledge 
with coworkers [19]. 

Most studies found agree that tacit knowledge is the primordial essence of organizations, and shared it con-
tributes operational and financial results [29] and enables the perception of ideas that stimulate creativity result-
ing in a direct relationship to innovation and economic growth [30]. Also, there is empirical evidence of research 
conducted from different approaches, as the academics Martin, Martin, & Trevilla (2009) [27]; Visvalingam & 
Manjit Singh, (2011) [28]; they have given various factors of conceptual, organizational, personal or technolo-
gical, and various combinations of these and carried out in companies from various twists, proportions and in 
different populations. Work carried out in various countries have addressed the tacit knowledge; [17] [19] were 
also found, to name a few, where mainly used the measuring instrument developed by Bock, Zmud, Kim, & Lee 
(2005) [31], which evaluates the subject’s behavioral intention to share tacit knowledge, in five-point Likert 
scale.  

5. Intention to Sharing Tacit Knowledge 
Knowledge represents a group of organized data and information that individuals and organizations create and 
maintain through rules and procedures [1]. It is essentially related to human action, is part of the intangible as-
sets of the company and is a value hard to maintain [2]. However despite the various practices used by organiza-
tions it has not been easy to convince employees to share the acquired knowledge, since it is owned by the indi-
viduals who make and they are the sole possessors of control and decision of share it [32]. 

Sharing knowledge is a major challenge for organizations and has forced them to pay more attention to the 
implementation of strategies to capture that knowledge for the many advantages which represents them, because 
when that knowledge is not shared, run the risk of losing it, especially when the employee leaves the workplace, 
causing costs to the company [25]. 

Sharing knowledge means sharing among employees is the act of making available knowledge to others and 
contributes to the creation of a knowledge database of the organization [21]. Nonaka & Takeuchi (1999) [10], 
suggest that tacit knowledge should be transferred and shared between members of an organization and convert 
it to numbers or words that everyone understands. 

By sharing tacit knowledge, ideas emerge that contribute to innovation [33], increases the production of the 
organization, skills and competencies are created, the value of the firm increases and develop sustainable com-
petitive advantages [23]. Also has the potential to improve the performance of the organization; as well as 
through the implementation of strategies that encourage their employees to share the acquired knowledge is 
contributes in making organizational decisions that aim to increase the competitive advantage of the firm [11]. 
Most studies found agree that tacit knowledge is the primordial essence of organizations, contributes to the ben-
efit of both operating results and financial [29] and enables the perception of ideas that stimulate creativity re-
sulting in direct relation to innovation and economic growth [30]. 

Although tacit knowledge is considered a personal asset where the individual has complete control and deter-
mination to share [32], other studies have suggested the advantages of share at the group level [30]. At group 
level, on the one hand, organizations maintain their structure and coherence [29] and the other remains a high 
level of group and organizational productivity. Individually, when the employee share tacit knowledge with oth-
ers coworkers, organizational performance as well as the absorption capacity and innovation is enhanced [17]. 

Moreover, studies indicate that employees who share the tacit knowledge do not seek a monetary rewards for 
doing so, those who do are people with better performance in the organization, showing an increased interest in 
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participation and interaction with coworkers and their intentions to leave the company are limited [21]. 
There is empirical evidence that the intentions to share knowledge can be induced by the effect of confidence 

and internal control, while external control positively moderates the process and the individual’s behavior and 
shared values are negatively related to the intentions of the subject to share tacit knowledge [19]. Factors like 
empathy and affection to the organization or to certain people may be elements that predispose the intention to 
share knowledge [5]. 

Nonaka & Takeuchi (1999) [10], state that the interaction of individuals to that tacit knowledge can be shared 
is necessary face to face with the path of dialogue to share their experiences, which helps speed up the pace for 
the creation of organizational knowledge. However, Wamitu (2015) [34], mentions that in order to understand 
this condition is necessary to understand why people choose to share their knowledge in some cases and not in 
others. Yong et al. (2013) [17], says that the intention or willingness of an individual to share knowledge, is 
viewed as the extent to which the employee thinks participate in an event and reflects personal choices of the in-
dividual to act in a way determined, driven by an emotional reaction which combines both intellectual and per-
sonality characteristics. 

6. Psychological Contract 
A psychological contract assesses the interrelations among rights, responsibilities, promises and obligations be-
tween stakeholders [35]. It promotes the reduction of insecurity in employment since it is focused on job securi-
ty, continuity, loyalty and justice where new forms of flexible contracts arise. There is a clear focus on the em-
ployment relationship between employee employer whereby the employee expects that their psychological con-
tract is different from traditional contracts [36]. It provides the opportunity to explore the processes and content 
of employment [37]. It influences the behavior of both parties, it is more contractual, expectations have a more 
generic meaning [7], and it is an important element in any employment relationship [38]. 

In the literature there are many definitions to refer to the psychological contract. According to Rousseau 
(1989) [39], a psychological contract is an individual belief, regardless of the terms and conditions. Fantinato & 
Casado (2011) [7], says it is a reciprocal exchange between the focal person and the other party. Other research-
ers define it as the reciprocal expectation of the individual and the organization representing the ideas about or-
ganization employee relationship [40], where the individualization of the relationship is captured reflecting indi-
vidual needs and its implicit expectations on the employer [41]. For their part another academics [9], mentioned 
that it is a tacit agreement between the individual and the organization in which both sides hope that the agree-
ments reached are respected and carried out fully. It is an unwritten agreement, much more than a formal em-
ployment contract that sets out what the administration hopes the employee and vice versa [42]. 

The works that most influenced the academic community regarding the concept of psychological contract was 
to Levinson and his colleagues in 1963 and Schein in 1965, who left aside the central idea that such contracts are 
mutual expectations between individuals and organizations and they are strongly rooted in the perception of 
change in the employment [7]. This legacy was the pattern to express the concept by various authors and even 
without a written contract between the employee and the organization, both are linked to a psychological con-
tract consists of responsibilities and social norms [35]. 

There are three main features of the theory of psychological contract that continue to capture the interest of 
researchers. First, it is depicted as a general framework for understanding the employment relationship and its 
evolution over time. Second, the view provided in individual reactions to organizational change and third the in-
terest of helping employees understand how to react when the psychological contract breach [43]. Other features 
found making up the psychological contract are supported by the hierarchical organizational culture [6], change 
processes [44] and the resemblance to a traditional employment contract as a mental model of employees atti-
tudes [36]. 

On the other hand it provides a comprehensive model that focuses on two factors that affect organizational 
change and generational differences among employees [36]. These effects on the one hand affect the organiza-
tional commitment through compensation practices and knowledge sharing, intention of leave, performance and 
organizational citizenship behaviors [9] and on the other, the individual characteristics of the subject’s personal-
ity and expectations about the career change over time [45]. Also the psychological contract is perceived diffe-
rently between employees and employers in labor relation, which some authors call inconsistency in perceptions 
[41] [46]. 
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Among the variables that have been linked more the psychological contract include affective commitment [43] 
[47], organizational culture [6], burnout and organizational citizenship behaviors [45], trust and organizational 
commitment [48], job satisfaction [36] [49] [50], strategic compensation practices and knowledge sharing [9], 
perception organizational support [51], intended to leave [35] [52], the downsizing [53], organizational com-
mitment and job retention [54] among others. 

6.1. Breach of the Psychological Contract 
Over time the psychological contract takes the form of a scheme or mental model, which makes relatively stable 
and lasting [44]. This scheme guides the perception of people about how to interpret the information received 
and how to react to the environment around them [41]. 

When one party perceives that the other has failed to fulfill one of its obligations [52], that’s cognitively eva-
luates the breach of obligations tacitly agreed in the employment relationship with the organization [50], then a 
breach of the psychological contract occurs. 

The breach of the psychological contract is a cognitive or perceptual employee that promise agreed with your 
employer was not fulfilled. This condition forces him to evaluate the employment aspect, which may lead him to 
react to such a disruption by revenge, depression or sadness [7]. This breach causes damage and directly and in-
directly affects both individual and organizational levels [43]. On a personal level, it affects the most general be-
liefs of the person about their confidence in their employer and perceived justice in the employment relationship 
justice [45] responding employee strongly to limit its own contribution to the organization rather than restore 
balance, experiencing the lowest level of commitment to the organization [55] and triggering attitudes and nega-
tive behaviors [56]. In a study about the perception of the relationship between age and the breakdown of the 
psychological contract by the academics Alcover & Martínez-Inigo (2012) [51], they mentioned that breach of 
psychological contract perceived by workers above 50 age increases compared to individuals younger age. 
Moreover at the organizational level, the results are decrease in satisfaction and labor welfare, leave intention 
[35], levels of confidence, especially when the levels of trust between leaders and employees was high [49], low 
organizational citizenship, increase in volunteer labor rotation and bad or poor relationships [7] are just some 
factors affecting directly the breach of psychological contract thereby causing a major impact on the perfor-
mance of the organization [37].  

Likewise the breach of the psychological contract can occur due to several factors. For organizations, compe-
ti-tion and the constant economic changes can pose situations in which the fulfilments of the promises made to 
its employees are difficult or unprofitable. For employees, the factors found that directly affect the breach of the 
psychological contract [45] are organizational citizenship behaviors, organizational commitment, trust as well as 
difference of perception or inconsistencies [57]. 

There is empirical evidence that the breach of the psychological contract is positively related with the cynical 
attitudes toward change and burnout, has a significant effect on organizational trust and this in turn manifests on 
affective dimensions and regulations organizational commitment and loyalty [45]. It has a negative effect with 
organizational identification, satisfaction and organizational citizenship behaviors and a predictive effect on both 
attitudinal and behavioral results of the members of the organization [52] [54]. 

6.2. Transactional Psychological Contract  
Transactional contract is determined by a certain period of time, usually short [6], where the employee will re-
main under well-defined and specific conditions of exchange [38]. There is very little participation among in-
volved parties and is characterized by being purely materialistic where employees only work to achieve an eco-
nomic reward and therefore linked to negative results particularly with the organizational commitment [47]. 

6.3. Relational Psychological Contract 
Relational contract includes loyalty, trust and mutual stability, employees are more willing to work, help to co-
workers and support organizational changes [38]. It is based on the mutual agreement of both monetary as emo-
tional elements exchanges [6] where the rewards are contingent upon indefinitely derived from membership and 
participation in the organization [7]. It focuses on a long-term lasting relationship aimed at the development of 
the employee [47]. It is positively and significantly related to the organizational commitment [6].  
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There is empirical evidence that the relational psychological contract is positively related with the culture of 
clan, acts as mediator between organizational culture and organizational commitment [54] among others and its 
breach is related to intention to leave [58]. 

7. Commitment 
Commitment is a force that unites the individual to an ongoing action which can be a process [59] objectives and 
values [4] or willingness to exert work effort on behalf of the institution [60] where every conflict party are 
willing to give up something and keep a stay in harmony. 

Organizational commitment is the preparation of the employee to work hard on behalf of the organization, 
accepting their ideas [61], goals, standards, ethics and values [62]. It is a mental and emotional dependence 
where the employee is identified and enjoy belonging to the organization [60]. However the most popular defi-
nition of organizational behavior corresponds to Allen and Meyer [63], who conceptualized it as a psychological 
state that constitute the relationship between a person and organization.  

Over time, researchers have described the commitment as multidimensional reflecting the varied reasons to 
keep a relationship and can be categorized into normative commitment, continuance commitment and affective 
commitment [64].  

7.1. Normative Commitment 
Normative commitment is the moral duty of the employee to remain in the organization because it should and is 
obliged to do so [4] [65] [66]. It is the individual psychological association with the organization through the in-
ternalization of his vision, goals, principles, values and missions [62] displaying individual ethical conduct 
based on his belief in doing good [67] [68]. 

Employees with high levels of normative commitment think that they have to remain in the organization be-
cause it is indeed right [62]. When employees receive training they feel compelled to contribute for it and those 
feelings of loyalty may reflect in the socialization processes [61]. It is positively related with organizational ci-
tizenship behavior [62] and affective behavior and it presents major conceptual problems [59].  

7.2. Continuance Commitment 
Continuance commitment is the need to remain in the organization based on awareness of the employee with 
respect to the investment in time and effort to lose in case of leaving the organization and seek other employ-
ment [65]. This investment is in the perception of the associated costs either economics or notto leave the or-
ganization and the lack of alternative employment [4] [68] does not allow him another option than remain in the 
organization for fear of losing their benefits, pay or unemployment [61].  

The continuance commitment is associated with different schemes of motivation that affects differently in in-
dividual behavior [65]. It is a precursor to leave the organization and is not related to organizational citizenship 
behavior [59]. 

7.3. Affective Commitment 
Affective commitment is a strong belief and dedication to the goals and organizational values [4] [67], with 
which the worker is identified generating a sense of pride to be part of it [65]. It includes psychological pheno-
mena and emotional ties and a sense of unity and desire to achieve the goals for the organization [66]. It is an 
association where the parties involved maintain a relationship and their desire to preserve it [64]. Occurs at the 
individual level [69], it is affective [59] and sense of belonging that identified the employee as an active member 
in the organization [61].  

Affective commitment is the most decisive indicator of organizational change and integration to work [69]. 
Employees with a high level of affective commitment are more motivated and have a strong desire for contribu-
tion and performance to the organization [70]. They are emotionally committed, willing to invest time and 
energy to achieve the organizational goals [71]. This identification occurs when the assets of the employee are 
consistent with the organization’s values and assumes its objectives [72]. Also is a strong intrinsic motivation in 
the individual [72], so it is related to attitudes and positive behaviors and labor welfare [66] when the employee 
perceives that the organization values their contributions and cares for his welfare, needs for affiliation, mem-
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bership approval, emotional support and esteem will be fulfilled, assuming the harmony of the organization as 
his own and feels emotionally identified with it [71]. Also it has been linked to personal characteristics of the 
individual, organizational structures and work experiences [9] including payment, supervision, clarity in the de-
scription of work and range of skills [61]. It is a robust predictor of organizational desirable outcomes such as 
employee retention [51], leave intention, labor absenteeism, justice, organizational climate and culture [66] and 
strongly associated with withdrawal cognitions, job performance and organizational citizenship behavior [73]. 
Researches indicate that both the affective organizational commitment and psychological contract are positively 
related to knowledge sharing [9]. However there have also been identified background that affect affective 
commitment of people like affection and expectations of membership in the organization that allow the individ-
ual to form stable commitments [66]. 

In a research on affective commitment levels in different cultures by Meyer et al., (2012) [74], they founded 
that there is great variation between cultural values and practices of subjects, information that is of interest to 
multinational organizations as well as enterprises that employ persons from different cultural backgrounds. In 
another study about relationships between career motivation, affective commitment and job satisfaction accom-
plished by Alniacik, Alniacik, Akcin, & Serhat (2012) [70], they found that career motivation differs in terms of 
gender as female perception is higher compared with male and as for the individual characteristics of age, in-
come or stay no change was observed. 

8. Conclusions 
Organizational knowledge is an intangible asset that guides the direction of the organization. It is in the rules, 
procedures, strategies and technologies, and is the result of interactions of individuals acting on behalf of the 
organization and so it can be leveraged. It is necessary to understand the behavior of their employees, motivate 
them and encourage them to share the knowledge gained with other coworkers. This process involves mutual 
expectations among stakeholders, where on one hand the organization offers rewards to their workers to do their 
best effort and on the other hand the worker agrees with the objectives of the organization to share tacit know-
ledge because sharing that knowledge helps the company in the development of ideas that contribute to innova-
tion and especially the development of sustainable competitive advantages. 

This document is limited because firstly, it is a first approach to literature review on the subject under study. 
In Mexico research conducted on the subject, they have been isolated and limited, so exploration is necessary to 
know the behavior of both employees and employers in this region, where cultural factors and context may be 
different from other countries, so it is important to make comparisons with other populations and productive 
sectors to learn the results and analyze their behavior. 

In the second place, to give continuity to the research, hypotheses will be tested and research questions will be 
answered to obtain a valid result. It is expected that the knowledge generated supports in designing strategies 
that encourage employees to share the tacit knowledge within the organization, and assist in the management 
processes related to the wellness and employee commitment. 
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