
 

95 37 229-258  

229 

 
 

*
 

 

     

 

t

 

1.

2.

3.

 

 

 

 

 

                                                 
*  

 



 230

 
 

 

 

 

 

(knowledge-based economy)

Drucker (

89 157)  

 

 

 

( )

 

(decephalization)

(effective engagement)



 231 

 

(work values) (social 

network) (organizational culture)

 

 

 

 

 

(OECD) (The 

knowledge-based economy)

(know-what) (know-why) (know-how)

(know-who) OECD

 

Quinn Anderson Finkelestein (1996)

(care-why) OECD

 



 232

(Holtshouse 1998) Nonaka  Takeuchi (1995)

 

1. 

 

2. 

 

3. 

 

4. 

 

Nonaka Konno (1998)

Ba

 

Nonaka (1994)

 

 

( 92)  

Hendriks(1999)  

1. 

 



 233 

2. 

 

( 89)

 

 

 

( 83)

( 85)

(Rounds

1990)

(Boyatzis & Skelly 1991)  

Super(1970)

( 84)

 

Super(1970) (

) (

) (

)



 234

Super

 

 

Judge Bretz(1992)

(1991)

 

 

( 88)

(Mitchell 1969 Scott 2000)

 

(O’Reilly 1988 88)

(Lin 2001)

 



 235 

(

89)

 

(relational content)

House(1982)  

1.  

2.  

3.  

4. 

 

Gottlieb(1983)

 

 

(Nonaka & Takeuchi 1995)

(Quinn & 

Cameron 1999)

 

Schein(1989)

(artifacts) (espoused values) (basic underlying assumptions)



 236

 

 

Quinn 

McGrath (competing values approach

)

1  

 

                      /               

                                

                      

                                            

                                    

                            

 

                                    

                              

                                            

                                    

                          

 

                       /               

 

1   

 

Quinn, R. E. & McGrath, M. R. 1985 .The transformation of organizational cultures : A 

competing value perapective p.318. Beverly Hills, CA:Sage. 

 



 237 

1

 

 

1   

     

     

     

     

     

     

         

     

         

     

     

Quinn,R.E. 1988 .Beyond rational management : mastering the paradoxes and competing 

demands of high performance. San Francisco : Josset-Bass. 

 

Roberts(2000

80% 20%

(Kimball 1998

 

 



 238

 

 

 

2

 

 

 

 

 

 

 

 

2   

 

 

 

1.  

 

1.  

2.  

3.  

4.  

5.  

6.  

7.  

8.  

 

1.  2.  

3.      4.  

5.        6.  

 

1.  

2.  

 

1.    2.  

3.    4.  

 

1.  

2.  



 239 

2. 

 

3. 

 

 

( )  

 

2   

                           1.  

2.  

         3.  

4.  

5.  

6.  

1.  

2.  

               3.  

4.  

5.  

1.  

2.  

             3.  

4.  

5.  

1.  

2.  

           3.  

4.  

5.  

1.  

2.  

               3.  

4.  

5.  

1.  

2.  

           3.  

4.  



 240

( 87)

Likert

oblimim  1

63.8% Cronbach’s! 0.94

2  

( )  

3   

1.  

2.  

            3.  

4.  

5.  

6.  

1.  

2.  

                3.  

4.  

5.  

6.  

 

( 90)

oblimin  1

63% Cronbach’s! 0.84 3

5 1  

( )  

( 91)

1

oblimin  1

61.9% Cronbach’s! 0.91

4 Likert

5 1  



 241 

4   

1.  

2.  

                    3.  

4.  

5.  
1.  

2.  

                    3.  

4.  

5.  

6.  

1.  

                    2.  

3.  

1.  

                    2.  

3.  

4.  

 

( )  

 

5   

1.  

2.  

          3.  

4.  

5.  

6.  

1.  

2.  

          3.  

4.  

5.  

6.  

 

( 92)

oblimin



 242

 1 61% Cronbach’s!

0.91

5 1  

 

5,570

24 25-48 49-72 73 160

139 86.9% 7 132

82.5% 564

 

6   

                   
  154 29.2 

  373 70.8 
  348 66.0 

  179 34.0 
  189 35.9 

  338 64.1 
 20-30  171 32.4 

 31-40  242 45.9 
 41-50  89 16.9 
 51-60  25 4.7 

 5  149 28.3 
 6-10  133 25.2 
 11-15  78 148 
 16-20  70 13.3 
 21  97 18.4 

 24  76 14.4 
 25-48  211 40.0 
 49-72  120 22.8 
 73  120 22.8 

  150 28.5 
  373 70.8 
  4 0.8 

  93 17.6 
  434 82.4 

N=527 



 243 

 

 

( )  

( ) 

 

( ) t (t-test) (one-way ANOVA)

F (p<.05) Scheffe

 

( ) (Stepwise multiple regression)

 

 

 

 

 

 

7

3.86

35.6% 29.2% 3.13

 

60%

75%

3.98-4.40



 244

 

 

7   

 

      

 M=3.86     

1. 

 

46.9% 47.6% 4.6% 0.9%  4.40 

2. 

 

22.8% 58.3% 16.7% 2.3%  4.02 

3. 29.6% 47.4% 21.3% 1.7%  4.05 

4. 

 

11.4% 43.5% 38.7% 6.5%  3.59 

5. 

 

8.7% 26.9% 5.1% 27.7% 1.5% 3.13 

6. 

 

20.9% 59.2% 17.5% 2.5%  3.98 

 M=3.97     

1. 

 

28.3% 51.8% 18.2% 1.7%  4.07 

2. 

 

20.1% 56.4% 19.4% 4.2%  3.92 

3. 

 

21.3% 51.4% 23.9% 3.4%  3.91 

4.

 

22.0% 57.5% 19.5% 0.9%  4.01 

5. 

 

26.2% 56.4% 15.7% 1.7%  4.07 

6.

 

19.0% 54.5% 23.1% 2.5%  3.89 

 



 245 

3.97

70% 5%

3.89-4.07

 

 

t 8

 

20-30 31-40 41-50

51-60

24-48

49-72

 

 



 246

8   

 

             

 

M( )T(F)           M( )T(F)          M( )T(F) 

 

   (1)         3.94   0.563          3.90   0.823         4.00    0.258 

(2)         3.91                 3.85                 3.97 

 

   (1)         3.94   1.359          3.89   1.272         4.00    1.310 

   (2)         3.88                 3.82                 3.93 

 

   (1)       3.95   0.924          3.92   1.789         3.98    0.031 

   (2)     3.91                 3.83                 3.98 

 

   (1)20-30      3.93   4.371**        3.92    8.412***     3.95    2.879* 

(2)31-40      3.92 (1)>(4)           3.87  (1)>(4)         3.96 

(3)41-50      4.01 (2)>(4)           3.89  (2)>(4)         4.12 

(4)51-60      3.58 (3)>(4)           3.35  (3)>(4)         3.81 

 

   (1)5      3.98   1.742         3.91    1.075         4.04    1.109 

(2)6-10       3.89                 3.87                 3.91 

(3)11-15      3.90                 3.84                 3.96 

(4)16-20      3.97                 3.94                 4.01 

(5)21     3.86                 3.75                 3.95 

 

 (1)24     3.85   6.245***      3.78    6.434***      3.92    4.951** 

(2)25-48      4.03 (2)>(3)         3.98(2)>(3)          4.08(2)>(3) 

(3)49-72      3.78                 3.73                 3.84 

(4)73     3.92                 3.86                 3.98 

   (1)   3.95   8.944***       3.91   13.944***     4.00     4.104* 

(2)         3.92 (1)>(3)         3.86 (1)>(3)        3.98 (1)>(3) 

(3)         2.83 (2)>(3)         2.50 (2)>(3)        3.17 (2)>(3) 

 

   (1)           4.04   2.427*         3.98    2.221*       4.10     2.387* 

   (2)           3.90 (1)>(2)       3.84 (1)>(2)    3.95  (1)>(2) 

 

p .05  p .01  p .001 



 247 

 

 

( )  

9

R Square .039

2

2 R Square .039 .297  

3

3 R Square .297

.370 4

3

4 R Square

.370 .397  



 248

9   

 

    

1        2         3         4  

         "   Rsquare    "  Rsquare    "   Rsquare    "   Rsquare  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

-.148**  .018 1  

 

 

-.117**  .012 2  

-.097*   .009 3  

 

 

 

-.120**   .011 5

 

 

-.151***  .015 3

-.127**   .017 4

.280***   .206 1

.152***   .009 6

-.116*    .008 7

.229***   .031 2

-.096*    .008 9

-.103*    .005 8

-.177***  .025 3

-.086*    .008 7

 

 

-.134***  .012 6

-.130***  .018 4

.390***   .206 1

.169***   .019 5

 

 

 

 

 

.328***   .070 2

 

 

-.138***  .018 4  

-.084*    .006 9  

 

 

-.144**   .011 7  

-.133***  .015 6  

.295***   .206 1  

.137**    .009 8  

 

 

 

 

 

.279***   .070 2  

.106*     .047 3  

 

 

.130**    .015 5  

Rsquare .039 .297 .370 .397 

p .05  p .01  p .001 

 



 249 

R Square

 

( )  

10

R Square

.011

2

2 R Square

.011 .257  

3

3

R Square .257 .359

 

4

3

3

R Square .359 .395  



 250

10   

 

    

1         2        3          4  

             Rsquare       Rsquare       Rsquare       Rsquare  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

-.104*     .011 

 

 

 

 

 

 

-.076*    .006 4

-.110**   .011 3

.323***   .204 1

.234***   .036 2

 

 

 

.306***   .010 6

-.243***  .019 7

 

 

-.188***  .023 4

.399***   .204 1

.215***   .031 3

 

 

-.150**   .011 5

 

 

.298***   .061 2

 

 

-.074*    .005 9  

.290***   .008 8  

-.246***  .018 6  

 

 

-.179***  .022 5  

.382***   .204 1  

.196***   .025 4  

 

 

-.167***  .015 7  

 

 

.294***   .061 2  

 

 

.189***   .037 3  

 

 

Rsquare .011 .257 .359 .395 

p .05  p .01  p .001 

 



 251 

 

 

 

 

 

 

 

( ) 

 

3.86

4.40

 

 



 252

1. 20-30 31-40 41-50

51-60  

2. 25-48

49-72  

3. 

 

4. 

 

( ) 

 

3.97

3.90

 

 

1. 25-48

49-72  

2. 

 

3. 

 

( ) 

 

39.7%

20.6%



 253 

 

 

( ) 

 

39.5%

 

 

 

 

( )  

 

( )  



 254

 

( )  

 

( )  

 

( )  

DNA

 

( )  



 255 

 

 

 

 

( 84)

42 227-244  

( 90)

2(2) 63-100  

( 91)

 

( 83)  

( 87)

 

( 80)

 

( 83)  

87) - Unix

 

( 88) 28  93-109  

( 88)

 

( 89)(Drucker P.F. ) 21  

( 92)

 

( 89) 2000

 

Boyatzis,R.E. & Skelly,F.R. (1991). The impact of changing values on organizational life. New 

York : Prentice Hall. 

Gottieb,B.H. (1983). Social support strategies : Guideline for mental health practice. Beverly 



 256

Hill CA : Sage 

Hendriks, P. (1999). Why share knowledge? The influence of ICT on motivation for knowledge 

sharing. Knowledge and Process Management, 6(3), 91-100. 

Holtshouse, D. (1998). Knowledge research issues. California Management Review, 43 (3), 

277-280. 

House, J.S. (1982). Work stress and social support. MA: Addision-Wesley. 

Judge, T.A. & Bretz, R.D. (1992). Effects of work values on job choice decisions. Journal of 

Applied Psychology, 77(3), 261-271. 

Kimball,F. (1998). Shedding light on knowledge work learning. The Journal for Quality & 

Participation, 21(4), 8-16. 

Nonak, I.(1994). A dynamic theory of organizational knowledge creation. Organization Science, 

15(1), 14-37. 

Nonak, I. & Takeuchi, H. (1995). The knowledge-creating company. New York : Oxford 

University Press. 

Nonak, I. & Konno, N. (1998). The concept of Ba: Building a foundation for knowledge 

creation. California Management Review, 4, 44-54. 

Lin,N. (2001). Social capital-a theory of social structure and action. Cambridge: Cambridge 

University Press. 

OECD(1996). The Knowledge-Based Economy. Paris: OECD. 

Quinn, J.B. Anderson, P. & Finkelstein, S. (1996). Managing Professional Intellect: Making the 

Most of the Best. Harvard Business Review Mar-Apr. 

Quinn, R.E. & McGrath, M.R. (1985). The transformation of organizational cultures: A 

competing value perapective. Beverly Hills, CA: Sage. 

Quinn, R.E. (1988). Beyond rational management : mastering the paradoxes and competing 

demands of high performance. San Francisco: Jossey-Bass. 

Quinn, R.E. & Cameron, K.S. (1999). Paradox and transformation : Toward a theory of change 

in organization and management. Cambridge, MA: Ballinger. 

Round, J.B. (1990). The comparative and combined utility of work value and interest data in 

career counseling with adults. Journal of Vocational Behavior, 37, 32-45. 

Robert, B. (2000). Pick employees brains. HR Magazine, 45(2), 115-120. 

Schein, E.H. (1989). How culture forms, develops and change. In R. H. Kilmann (Ed.). Gaining 



 257 

control of coporate culture. San Francisco: Jossey-Bass. 

Scott, J. (2000). Social network analysis–a handbook. Beverly Hill CA: Sage. 

Super, D.E. (1970). Manual for the work values inventory. Boston: Houghton Mifflin. 

 

 



 258 Journal of Taipei Municipal University of Education, Vol.37, No.2

Study of Relation between Work Values, Social 

Network, Organizational Culture, and 

Knowledge Sharing Willingness of Elementary 

School Teacher 

Liou, Jen-Ning
*
 

 

Abstract 

This study is to research how background variables and intervening variables, 

including “Work Values,” “Social Networks,” and “Organization Culture,” affect 

knowledge sharing willingness of elementary school teachers.  The targets are mainly 

teachers of Kaohsiung municipal elementary schools, and factor analysis, t-test, 

one-way ANOVA, and multiple regression are applied for data statistical analysis. 

It is expected to understand the following three issues, 1. The current situation of 

knowledge sharing willingness of elementary school teachers; 2. Difference of 

perceptive extent on knowledge sharing willingness of elementary school teachers 

from different backgrounds; 3. Whether knowledge sharing willingness has 

explanation for background factors, work values, social network, and its organizational 

culture of elementary school teachers.  

According to research, knowledge sharing willingness of elementary school 

teachers is fine, and their perception of knowledge sharing willingness varies with 

different backgrounds. Achievement of work values and importance of new knowledge 

have best explanation for prediction of knowledge sharing willingness. At last, the 

researcher makes specific suggestions for elementary schools to promote teachers’ 

knowledge sharing willingness. 

Key Word: work values, social networks, organization culture, knowledge 

sharing 

                                                 
* Principal, Kaohsiung Chen Jenn Elementary School 

Assistant professor, Graduate Institute of Educational Administration, National Pingtung University of 

Education 


