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Abstract

This study aims to examine the impact of knowledge sharing and achievement
motivation on organizational maturity and to analyze the predictive power of these
variables in determining the level of organizational maturity. This descriptive-
correlational study was conducted on 300 employees from various organizations,
selected through simple random sampling based on the Morgan and Krejcie table.
Data were collected using three standardized questionnaires measuring
organizational maturity, knowledge sharing, and achievement motivation. Pearson
correlation analysis was used to examine the relationships between variables, and
multiple linear regression analysis was performed to determine the predictive power
of the independent variables. All statistical analyses were conducted using SPSS
version 27. The results indicated a significant positive correlation between knowledge
sharing and organizational maturity (r=0.68, p<0.01). Achievement motivation also
showed a significant positive correlation with organizational maturity (r=0.52, p<0.01).
Regression analysis revealed that knowledge sharing and achievement motivation
significantly predicted organizational maturity (R2=0.54, F=112.37, p<0.001), with
knowledge sharing having a stronger impact than achievement motivation. The
findings suggest that knowledge sharing and achievement motivation are key factors
in enhancing organizational maturity. Organizations that implement effective
strategies for knowledge management and employee motivation exhibit greater
flexibility and sustainability in response to environmental changes. These results can
inform managerial policies aimed at improving organizational maturity.
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Extended Abstract
Introduction

Organizational maturity is a multi-dimensional concept that reflects an organization's ability to
optimize internal processes, manage resources effectively, and enhance overall performance.
Organizations with higher levels of maturity exhibit greater sustainability, flexibility, and adaptability
to environmental changes, whereas less mature organizations face structural, cultural, and
managerial challenges (Sabzi et al., 2022). Organizational maturity is influenced not only by internal
process development but also by factors such as knowledge sharing and employees’ achievement
motivation. Recent studies indicate that organizations implementing effective knowledge-sharing
strategies attain higher levels of organizational maturity by accelerating learning processes and
improving managerial decision-making (Edgar et al., 2022).

Knowledge sharing is a key factor affecting organizational maturity. It refers to a set of deliberate
activities where employees exchange knowledge, experiences, and skills (Guyeux et al., 2022). This
process not only enhances organizational learning but also improves the organization's ability to
address environmental challenges. Research has shown that organizations actively engaged in
knowledge sharing often exhibit more dynamic organizational cultures and higher levels of
organizational maturity (Combita-Nino et al.,, 2020). Furthermore, contemporary knowledge
management models emphasize the importance of flexible structures and internal communication
networks that facilitate faster and more efficient knowledge exchange (Angeles et al., 2022).
Alongside knowledge sharing, employees' achievement motivation has been identified as a critical
factor in fostering organizational maturity. Employees with high achievement motivation are more
likely to engage in organizational activities, acquire new skills, and enhance both individual and
collective performance (Ding et al., 2022). Research indicates that organizations fostering a
motivational environment for employees not only achieve higher productivity but also progress more
rapidly toward organizational maturity (Madhani, 2022). Additionally, human resource management
studies highlight that utilizing advanced HR analytics can improve policies aimed at strengthening
employee motivation and, consequently, increasing organizational maturity (Karahodza et al., 2022).
From a managerial perspective, mature organizations demonstrate higher levels of transparency,
agility, and adaptability to environmental changes. Modern management models assert that
organizational maturity is not only an indicator of internal optimization but also a reflection of how
well an organization performs in a competitive environment (Carvalho et al., 2020). Several studies
emphasize the role of transformational leadership in enhancing organizational maturity, showing that
leaders can facilitate organizational growth by fostering a culture of learning and knowledge sharing
(Ding et al., 2022).

Studies on the organizational lifecycle reveal that organizations at advanced maturity stages tend to
be more flexible in terms of structure and managerial strategies, enabling them to adapt more
effectively to environmental shifts (Shaheen et al., 2020). This is particularly crucial in dynamic,
knowledge-intensive industries, where organizations with strong knowledge-sharing mechanisms
and employee motivation strategies tend to be more innovative and competitive (Fuertes-Callén et
al., 2020).

Overall, previous research has demonstrated that both knowledge sharing and employee
achievement motivation play essential roles in improving organizational maturity. Studies in
information technology have found a significant correlation between organizational maturity and the
adoption of knowledge-sharing strategies (Adjie & Setyadi, 2022). Predictive models suggest that
organizations prioritizing employee motivation are more likely to achieve higher levels of
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organizational maturity (O’Connor, 2024). These findings indicate that organizations investing in
human capital development are better positioned to manage change and enhance overall
performance (Shafiabady et al., 2023).

Given the importance of this topic, the present study examines the relationship between knowledge
sharing, achievement motivation, and organizational maturity, utilizing statistical modeling to assess
the impact of these independent variables on organizational maturity levels.

Methods and Materials

This study employed a descriptive-correlational design aimed at predicting organizational maturity
based on knowledge sharing and achievement motivation. The statistical population consisted of
employees from various organizations, with a sample size of 300 determined using the Morgan and
Krejcie table. A simple random sampling method was used to ensure that the collected data were
representative of the broader population. Standardized questionnaires measuring the study
variables were distributed among participants, and the collected data were subsequently analyzed.
To assess organizational maturity, the study utilized the Organizational Maturity Questionnaire
developed by Lawler and Ledden (1989), which includes three primary subscales: organizational
structure, managerial processes, and organizational culture. This questionnaire consists of 20 items
rated on a five-point Likert scale (ranging from strongly disagree to strongly agree), where higher
scores indicate a greater level of organizational maturity. The reliability and validity of this tool have
been confirmed in previous studies, demonstrating strong internal consistency.

The Knowledge Sharing Questionnaire by Wang and Noe (2010) was used to measure knowledge
sharing. This instrument includes two main subscales—explicit and tacit knowledge sharing—
comprising 16 items rated on a five-point Likert scale. Higher scores reflect higher levels of
knowledge sharing within the organization. The tool’s construct validity and content validity have
been verified in multiple studies, and its reliability has been confirmed through Cronbach’s alpha
coefficients.

Achievement motivation was assessed using Hermans' (1970) Achievement Motivation
Questionnaire, which consists of four subscales: perseverance, striving for success, future
orientation, and enjoyment of challenges. This 29-item questionnaire is also rated on a five-point
Likert scale, with higher scores indicating higher levels of achievement motivation. The instrument
has demonstrated strong reliability and validity across various studies.

Data were analyzed using Pearson correlation and multiple linear regression analysis. The Pearson
correlation test was conducted to examine the relationships between the dependent variable
(organizational maturity) and the independent variables (knowledge sharing and achievement
motivation). Multiple linear regression analysis was employed to determine the predictive power of
the independent variables in explaining variations in organizational maturity. All statistical analyses
were performed using SPSS version 27.

Findings

Among the 300 study participants, 162 (54.0%) were male, and 138 (46.0%) were female. The mean
age was 36.8 years, with a standard deviation of 7.4 years. Regarding educational background, 87
participants (29.0%) held an associate degree, 145 (48.3%) held a bachelor's degree, 52 (17.3%)
held a master's degree, and 16 (5.3%) held a doctoral degree. The participants’ work experience
varied, with 74 individuals (24.7%) having less than five years of experience, 109 (36.3%) having
five to ten years, 78 (26.0%) having ten to fifteen years, and 39 (13.0%) having more than fifteen
years of experience.
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The Pearson correlation analysis revealed a significant positive relationship between knowledge
sharing and organizational maturity (r=0.68, p<0.01), indicating that higher levels of knowledge
sharing are associated with increased organizational maturity. Similarly, a significant positive
correlation was observed between achievement motivation and organizational maturity (r=0.52,
p<0.01), suggesting that employees with higher achievement motivation contribute to greater
organizational maturity.

Regression analysis showed that knowledge sharing and achievement motivation significantly
predicted organizational maturity (R?=0.54, F=112.37, p<0.001). Among these variables, knowledge
sharing had a stronger impact on organizational maturity compared to achievement motivation.
Discussion and Conclusion

The findings of this study highlight the significant role of knowledge sharing and achievement
motivation in enhancing organizational maturity. The results suggest that organizations that actively
encourage knowledge sharing tend to achieve higher levels of organizational maturity. Organizations
implementing structured knowledge-sharing processes exhibit greater adaptability to environmental
changes and improved decision-making capabilities. Additionally, the study confirms that employees
with higher levels of achievement motivation play a crucial role in fostering organizational growth
and improving overall performance.

Although both knowledge sharing and achievement motivation contribute to organizational maturity,
knowledge sharing emerged as the stronger predictor. This finding aligns with prior research
emphasizing the importance of systematic knowledge management in organizational development.
Effective knowledge-sharing mechanisms facilitate learning, innovation, and decision-making,
ultimately leading to improved organizational performance.

The study also suggests that integrating knowledge-sharing initiatives with motivational strategies
may create a synergistic effect, further accelerating organizational maturity. Organizations that
prioritize both knowledge exchange and employee motivation are more likely to enhance their
resilience and competitiveness.

Despite its contributions, this study has some limitations. The cross-sectional design restricts the
ability to examine long-term trends in organizational maturity. Additionally, the reliance on self-
reported data may introduce response biases. Future research should explore other influential
factors, such as leadership styles and organizational culture, and adopt longitudinal designs to
assess changes over time.

In practice, organizations should invest in policies that promote knowledge sharing and employee
motivation to achieve higher levels of maturity. Implementing comprehensive knowledge
management systems and fostering an engaging work environment can significantly enhance
organizational effectiveness and adaptability.
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