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Abstract. Introduction. Business simulation games that have been widely used in teaching in recent 
years have been proven to help students develop teamwork and problem-solving skills.

Aim. The current research aims to assess how team cohesion and knowledge sharing attitudes relate 
to organisational climate and knowledge sharing (KS) intentions. 

Methodology and research methods. Through the use of a game-based team learning environment, 
this study examined the students’ attitudes and intentions regarding KS. As part of the study, question-
naires were also administered to 202 students at business colleges in Ho Chi Minh City, Vietnam. Boot-
strapping estimation was used to test all hypotheses using a structural equation model (SEM). 

Results. The research findings showed that (1) organisational climate positively influenced team 
cohesion, as well as KS attitudes positively influencing KS intentions; (2) organisational climate was 
positively related to KS attitudes and intentions; (3) team cohesion was positively associated with KS 
attitudes and intentions; and (4) a significant relationship exists between organisational climate and KS 
intentions through the mediation of team cohesion and KS attitudes. 

Scientific novelty. The study helps to examine the relationships between the four variables that have 
been done before. 

Practical significance. The research findings suggest that teachers should establish grading stand-
ards and encourage students to express their opinions. In addition, it is crucial to create a good atmos-
phere and enhance cohesion in the class so that they can trigger students’ KS attitudes and intentions.

Keywords: organisational climate, team cohesion, knowledge sharing attitudes, knowledge sharing 
intentions.
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Аннотация. Введение. Было доказано, что игровые бизнес-симуляторы, которые широко ис-
пользуются в преподавании в последние годы, помогают студентам развивать командную работу 
и навыки решения проблем.

Цель исследования – оценить, как сплоченность команды и отношение к обмену знаниями 
связаны с намерениями создавать организационный климат и обмениваться знаниями.

Методология, методы и методики. Используя игровую среду обучения, авторы изучили от-
ношения и намерения студентов, касающиеся обмена знаниями. В рамках исследования анкеты 
были направлены 202 студентам бизнес-колледжей в Хошимине, Вьетнам. Оценка методом бут-
стрепа использовалась для проверки всех гипотез с использованием модели структурных уравне-
ний (SEM).

Результаты. Результаты исследования показали, что: 1) организационный климат положи-
тельно повлиял на сплоченность команды, а также на отношение к обмену знаниями, позитивно 
воздействующее на намерения обмениваться знаниями; 2) организационный климат был поло-
жительно связан с отношением к обмену знаниями и намерениями обмениваться знаниями; 3) 
сплоченность команды была положительно связана с отношением к обмену знаниями и намере-
ниями обмениваться знаниями; 4) существует значительная связь между организационным кли-
матом и намерениями обмениваться знаниями через посредничество сплоченности команды и 
отношения к обмену знаниями.

Научная новизна. Исследование помогает изучить взаимосвязи между четырьмя переменны-
ми, которые были упомянуты выше.

Практическая значимость. Результаты исследования показывают, что преподаватели долж-
ны устанавливать стандарты оценивания и побуждать учащихся выражать свое мнение. Кроме 
того, крайне важно создать хорошую атмосферу и повысить сплоченность в классе, для того чтобы 
формировать положительное отношение к обмену знаниями и намерения студентов использо-
вать эти навыки.

Ключевые слова: организационный климат, сплоченность коллектива, отношение к обмену 
знаниями, намерения обмениваться знаниями.
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Abstracto. Introducción. Se ha demostrado que las simulaciones de negocios basadas en juegos, que 
se han utilizado ampliamente en la enseñanza en los últimos años, ayudan a los estudiantes a desarrollar 
habilidades de trabajo en equipo y resolución de problemas.

Objetivo. El propósito del estudio es evaluar cómo la unidad del equipo y las actitudes de intercam-
bio de conocimientos se relacionan con el clima organizacional y las intenciones de compartir conoci-
mientos.

Metodología, métodos y procesos de investigación. Utilizando un entorno de aprendizaje basado en 
juegos, los autores examinaron las actitudes e intenciones de intercambio de conocimientos de los estu-
diantes. Como parte del estudio, se dirigieron cuestionarios a 202 estudiantes de facultades de negocios 
en la ciudad de Ho Chi Minh, Vietnam. Se utilizó la estimación Bootstrap para probar todas las hipótesis 
mediante el modelado de ecuaciones estructurales (SEM).

Resultados. Los resultados del estudio mostraron que: 1) el clima organizacional tuvo un efecto 
positivo en la unidad del equipo, así como en las actitudes hacia el intercambio de conocimientos, lo que 
influyó positivamente en las intenciones de compartir conocimientos; 2) el clima organizacional se aso-
ció positivamente con las actitudes y las intenciones de compartir conocimientos; 3) la unidad del equipo 
se asoció positivamente con las actitudes y las intenciones de compartir conocimientos; 4) Existe una 
relación significativa entre el clima organizacional y las intenciones de compartir conocimientos a través 
de la mediación de la unidad del equipo y las actitudes de intercambio de conocimientos.

Novedad científica. El estudio ayuda a explorar las relaciones entre las cuatro variables mencionadas 
anteriormente.

Significado práctico. Los resultados del estudio sugieren que los profesores deberían establecer es-
tándares de evaluación y animar a los estudiantes a expresar sus opiniones. Además, es fundamental 
crear un buen ambiente y aumentar la unidad en el aula para desarrollar actitudes positivas hacia el 
intercambio de conocimientos y las intenciones de los estudiantes de utilizar estas habilidades.

Palabras claves: clima organizacional, unidad del equipo, actitudes hacia el intercambio de cono-
cimientos, intenciones de intercambio de conocimientos.
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Introduction
Knowledge has become a source of accumulated capital and innovation 

capabilities among enterprises [1, 2]. The most valuable asset of the 21st century is 
the productivity of knowledge workers [3], and how managers can make knowledge 
workers willing to dedicate themselves to the organisation and stay in the organisation 
for a long time has become an important topic. Suppose enterprises want to transfer 
and utilise knowledge capital in the organisation effectively. In that case, they must 
strengthen the added value of knowledge, improve the quality and quantity of 
knowledge within the organisation, enterprises rich in high creativity can innovate 
products and services, and the process of knowledge accumulation will also improve 
productivity and performance [4]. Knowledge management has thus become the key 
to maintaining a competitive advantage for organisations in recent years [5].

Knowledge management must depend on effective knowledge sharing (KS).  C. 
L. Witherspoon et al.0 [6] mentioned that KS is the cornerstone of business success. 
KS is the knowledge transfer between individuals, groups, and organisations [7, 8]. 
However, organisations cannot create knowledge on their own because knowledge 
is stored in individuals, and the knowledge of organisations is shared among their 
members through internal members [9]. According to the Theory of Reasoned Action 
(TRA) [10], individual attitudes towards specific behaviour determine behavioural 
intentions, and behavioural intentions determine individual behaviours. Many 
scholars have used attitudes and intentions to validate KS behaviours [11–13]. This 
study uses KS attitudes and intentions as variables to deduce that attitudes and 
intentions are important factors influencing KS behaviour.

This study shows differences in research results in the context of the study that 
students are expected to have a high interest in learning and can feel the process 
of interacting with others, and game learning is an interactive way of knowledge 
exchange [14, 15]. The results of previous studies found that games can increase the 
willingness to learn and interact with students [16]. Students’ motivation and learning 
effectiveness have increased through the use of business simulation games in recent 
years [17, 18]. Because game-based learning creates a better learning environment 
and intrinsic motivation [19], from a student’s perspective, instructional simulation 
games are more likely to trigger students’ learning motivation than textbook 
contents [20]. Students’ motivation to learn is increased through simulation games 
and opportunities for learning are increased [16]. Teamwork, data analysis, problem-
solving, decision-making, and communication skills are among the skills students 
believe can help them organise and apply new skills in the future workplace [21]. 
They can understand the basics of business management and the effective use of 
resources [21, 22]. 

However, much of the research is focused on the learning benefits of simulation 
games [15, 23] but not on KS behaviours. This is a research gap in this area. So this 
study aims to fill this research gap. The research subjects were mainly business 
school students, and the online business warfare simulation game was used as a 
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group team task. Each group simulates the store’s operation in the classroom, and 
the decision-making content includes purchases, marketing methods, pricing, etc. 
The system will rank the business according to the decisions of each group, adopt 
the non-compete mode to increase the authenticity, and simulate the actual store 
operation during the game process to explore the students’ attitudes and intentions 
in participating in the process of KS.

This study aims to gain a closer understanding of the factors that influence 
KS among members of an organisation. According to Social Cognitive Theory [24], 
individual behaviour is caused by the interaction of personal traits and environmental 
factors, and the members of the organisation achieve learning effects through 
the behaviour of others and the organisational environment. The organisational 
climate is the individual’s direct or indirect perception of the environment, which 
will affect the attitude and value of members and will trigger other behavioural 
motivations such as improving work performance [25, 26]. Thus, it also influences 
an individual’s KS behaviours [12, 27, 28]. In this study, organisational climate is 
defined as a student’s organisational climate for the team within the playgroup. 
Organisational climate has a direct and significant impact on team cohesion, and it 
also has an indirect impact on team cohesion through organisational commitments; 
when team members with a high degree of cohesion interact well, the organisation 
will have a higher centripetal force [29]. Therefore, each other will be more willing 
to share and learn and have a solid social identity, motivating team members to 
help and contribute to the team [30]. In addition, members are more willing to share 
information and knowledge [31, 32]. However, research on team cohesion is mainly 
aimed at sports, studying the impact of team cohesion between athletes and teams. 
There is also relatively little research on organisational climate and team cohesion 
[26]. This study intends to increase the study of organisational climate and team 
cohesion in simulated game learning scenarios to fill the second research gap. 
Therefore, organisational climate is an essential factor affecting team cohesion, and 
these two variables are important variables that affect KS attitudes and intentions, 
so they are included in this study.

Past research was conducted on the impact of climate on KS attitudes and 
intentions in organisations [12, 27, 28], but mostly use KS attitudes as a mediator 
to explore the influencing factors of KS [11, 12, 27, 28, 33]. No research framework 
explores the remote mediating effects of organisational climate on KS intentions, 
mediated by team cohesion and KS attitudes. 

Therefore, based on the above research background and motivation, and 
referring to the rational behaviour theory proposed by M. Fishbein and I. Ajzen [10], 
and the social cognition theory of A. Bandura [24], this study aims to understand: (1) 
whether the two variables of team cohesion and KS attitude have a mediating effect 
between organisational climate and KS intention; (2) whether the organisational 
climate affects the intention of KS through team cohesion; (3) whether the 
organisational climate in the organisation affects the intention of KS through the 
attitude of KS; (4) whether the organisational climate in the organisation will affect 
the intention of KS through team cohesion and KS attitudes.
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Literature Review

Organisational Climate and Team Cohesion
Social Cognitive Theory can be used to interpret the relationship between 

behaviour, environment, and person [24], and the behaviour of individuals can be 
regarded as the interaction of personal traits and environmental factors. That is, 
human beings will achieve learning effects through the behaviour and results of 
others. For example, if members of the group are encouraged by the organisation 
to innovation and openness, other members will observe these results and act in 
the future. Therefore, individual behaviour will be affected by the interaction of the 
environment and will change the behaviour of others and organisations.

Organisational climate can define an individual’s direct or indirect perception 
of the environment in a given environment, which affects the attitudes and values 
of organisational members and triggers other behavioural motivations, such as 
job performance, productivity, etc. [25, 26]. Organisational managers can use the 
organisational climate to grasp members’ behavioural motivations and influencing 
factors, which cannot only improve management effectiveness and efficiency but 
also effectively achieve organisational goals [34]. Cohesion is the dynamic process 
of group members working closely together to pursue goals and ideals [35]. Research 
shows that team cohesion can improve employee identity, morale, and satisfaction 
[29, 36] and influence productivity and performance [29, 37].

According to the social cognition theory, individuals will influence behaviour 
because of their perception of the environment. Team members learn the role model 
of supervisors and colleagues through social learning [24]. Therefore, if the members 
are in a team with high cohesion and interact well with others, the team will have 
a more heightened sense of centripetal force and belonging. Therefore, the team 
members will be more willing to share and learn from each other. The members who 
belong to the high team cohesion have a solid social identity, which will prompt 
the team members to be willing to help and contribute to the team [30]. The better 
the team climate is, the higher the team cohesion will be. A higher organisational 
climate will significantly impact the organisation members’ behaviour, attitudes, 
and morale and ultimately reflect team performance [26]. Previous studies showed 
that the organisational climate of players shows a clear positive relationship with 
team cohesion [38]. Besides, members’ perceived and expected organisational culture 
positively correlates with team cohesion [39].

H1: There is a positive correlation between organisational climate and team 
cohesion.

KS Attitudes and Intentions
An individual’s attitude towards behaviour is a strong predictor of the intention 

of that behaviour. Attitude has to do with how they perceive people, things, and the 
environment. The KS attitude describes an individual’s perception of KS behaviour, 
and the intention of KS is determined by the KS attitude. An individual’s attitude 
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towards behaviour is a reflection of how he/she views the potential consequences 
of engaging in a particular behaviour. The more people believe that engaging in a 
particular behaviour will result in positive results; the more likely it is that they 
will engage in that behaviour. An individual’s behavioural intention is the degree 
to which they intend to engage in a particular behaviour, which represents their 
subjective likelihood of engaging in it. An individual is more likely to engage in a 
particular behaviour when his/her intention is more substantial. 

As M. Fishbein and I. Ajzen [10] propose, an individual’s behaviour is determined 
by his/her behavioural intentions, which in turn are determined by his/her attitudes 
towards specific behaviours. The focus of this study is personal inner feelings, 
but subjective norms refer to how other people perceive behaviour. As a result, 
subjective norms are omitted from the discussion, and only attitude is considered 
as the influence on behaviour intention. Individuals are more likely to engage in 
behaviour when they have a positive attitude towards it.

According to previous studies [11, 13, 40], individual attitudes appear to affect 
behavioural intentions when examining KS behaviours. KS attitudes, for example, 
refer to how people feel about KS, while KS intentions refer to how much they plan 
to engage in KS. In accordance with G.-W. Bock et al. [12], attitudes and intentions 
of organisational members towards KS are positively correlated. W. S. Chow and L. S. 
Chan [33] also found that positive attitudes towards KS are associated with a greater 
commitment to KS. The study believes that individuals’ KS intentions increase if 
their attitude towards KS is positive.

H2: There is a positive relationship between KS attitudes and KS intentions.
Organisational Climate, KS Attitudes, and Intentions
According to social cognitive theory, individuals are influenced by the actual 

behaviour of the environment, so the organisational climate affects the behaviour 
of individuals. Therefore, when organisations encourage members to be open and 
transparent, they make them more willing to share information. For example, when 
members believe that the organisation will give fair rewards, it encourages them 
to be more inclined to help others and share knowledge. In addition, information 
sharing is also triggered if members consider themselves affiliated with a group. 
The group culture promotes trust and KS among members, contributing to the joint 
creativity and cooperation necessary for innovation. Previous studies indicated that 
organisational climate and enhanced leadership influenced individual attitudes 
towards KS, which affected individual knowledge-sharing behaviour, and thus 
inferred that knowledge-sharing intentions were affected [27, 28]. The results show 
that trust in an organisational climate influences individuals’ internal and external 
KS behaviours.

To sum up, organisational climate internally influences individual subjective 
attitudes and thus KS intentions and behaviours [12, 28]. For example, A. Anand, 
P. Centobelli and R. Cerchione [40] pointed out that when individuals are not 
motivated to share knowledge and do not reciprocate it, they tend to hide and not 
share it with others. Conversely, when organisations reward sharing knowledge 
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within an organisation, people are motivated to learn from each other, leading to 
organisational learning. 

H3: There is a positive correlation between organisational climate and KS 
attitudes.

H4: There is a positive correlation between organisational climate and KS 
intentions.

Team Cohesion, KS Attitudes, and Intentions
A study by A. C. Inkpen and E. W. Tsang [31] argues that when individuals 

develop friendly relationships in an organisation, there are more opportunities for 
knowledge exchange, which is usually generated in the organisation in person and 
with social capital [41]. According to the social cognitive theory mentioned above, 
individuals influence behaviour by perceiving the environment. According to the 
study by S. Zhou et al. [42], people’s trust and interaction links are interconnected. 
Networking should be established between individuals to promote KS and transfer. 
That is, we should let members of the organisation perceive that they are one. When 
members trust each other, there will be better interaction, and good interaction 
with others, which will produce more team cohesion. Therefore, each other will be 
willing to share and learn from each other, have a strong social identity, and prompt 
team members to be ready to help and contribute to the team, so it will positively 
affect the attitude and intention of personal KS. 

Y. Xue et al. [27] argued that promoting KS is of practical significance and that a 
cohesive innovation team and members trusting each other will have a higher level 
of KS. The study by S. M. Toh and E. S. Srinivas [32] showed that people are willing 
to share information and build trust with others when they feel that there is task 
cohesion in the organisation and that organisational support increases members’ 
cohesion. S.-S. Chen et al. [28] pointed out that organisational culture influences 
attitude and behavioural control over KS. 

H5: There is a positive correlation between team cohesion and KS attitudes.
H6: There is a positive correlation between team cohesion and KS intentions.
Mediating Effects 
Social cognitive theory shows that individuals and the environment will 

influence each other’s behaviour. A better organisational atmosphere may produce 
better interactions [26]. A better atmosphere increases the centripetal force of the 
individual on the team, and they have more opportunities for KS when they are 
friendly with each other [31, 43]. Therefore, when individuals perceive the level of the 
organisational climate, it should affect the individual’s perception of team cohesion 
and thus influence the intention of KS. Therefore, this study explores whether team 
cohesion can mediate between organisational climate and knowledge-sharing 
intentions.

From the Theory of Reasoned Action, we can see that the behaviour and intentions 
of individuals are determined by their attitudes towards specific behaviours [10]. 
According to many previous studies, the knowledge-sharing attitude is used as a 
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mediator to explore the influencing factors of KS [11, 12, 28]. Therefore, this study 
will use “team cohesion” and “KS attitudes” as mediators of the research structure. 
In addition, it is necessary to explore whether knowledge-sharing attitudes in team 
learning will mediate the organisational climate and KS intentions.

This study uses this conceptual model proposed by S. Wang and R. A. Noe [44] to 
discuss remote mediation, organisational climate (environmental factors) → team 
cohesion (motivators) → KS attitudes→ KS intentions. 

H7: Organisational climate influences KS attitudes through team cohesion, 
which in turn affects KS intentions.

11 
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Fig. 1. Conceptual Model 
Methods

Participants
In this research, students from business colleges took part in online business 

simulation games in the classrooms in business colleges in Ho Chi Minh City, 
Vietnam. For group activities, we let students form groups of 5–8 people. This 
research activity involved 50 groups in 5 classes. 

Virtual entrepreneurship is simulated in the online business simulation game. 
Students can simulate starting a business in the system. There are several tasks 
involved in this game, including personnel management, raw material procurement, 
marketing strategy, and market analysis. Students’ performance in group activities 
was observed, and course performance was not allowed to interfere with research 
activities. It was explained to students before this activity that the simulation game 
performance would not be included in the course grade calculation. Eight to ten 
rounds of games were played with each group of students for 15–20 minutes. 

Questionnaire Delivery
Course activities were used to deliver questionnaires in this study. Using 

an online simulation game, this study must be presented to classroom game 
participants. Identities of respondents and rates of correct answers are checked to 
ensure that they align with subjects being tested. To ensure excellent answering 
status, we distributed paper questionnaires and collected them on the spot. 
Between 25 December 2021 and 08 January 2022, questionnaires were delivered and 
recovered. A total of 257 paper questionnaires were delivered in batches over the 
course of five courses. Invalid questionnaires with poor answers were deducted after 
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manual inspection. We obtained 202 valid questionnaires, and the effective recovery 
rate was 78.60%. 

Measurements 
Organisational climate. In this study, the organisational climate is that students 

perceive within a playgroup. The scale items used in this study were developed by 
G. W. Bock and Y.-G. Kim [11]. According to the scale items, there are three potential 
variables: sense of belonging, innovation, and fairness. Some of the items are 
modified according to the context of the study. A Likert 7-point scale was used, with 
9 items (1 – strongly disagrees, 7 – strongly agrees).

Team cohesion. The scale items were developed by G. H. Dobbins and S. J. Zaccaro 
[45]. Modifications were made based on the context of the study. Using a Likert 
7-point scale (1 – strongly disagrees, 7 – strongly agrees), 8 items were measured.

KS attitudes. G. W. Bock et al. [11–12] developed scale items and we used them 
in this study. Some of the items were modified according to the context of the study. 
A Likert scale measuring 7 points (1 – strongly disagrees, 7 –strongly agrees) is used 
with 5 items.

KS intentions. We used scale items by G. W. Bock et al. [11–12]. The items are 
modified according to the study’s context. With a total of five items, the Likert 
7-point scale is used to measure the response.

Results

Descriptive Statistics
This study contains 202 valid questionnaires. Due to the fact that all the 

participants were college students, only the gender of the participants was surveyed. 
The valid questionnaires had 61 males (30.2%) and 141 females (69.8%).

Correlation Analysis
In order to determine the relationship between the two variables, Pearson’s 

correlation coefficient was used. Overall, the mean ranged from 5.195 to 5.859, and 
the standard deviation ranged from 0.909 to 1.133. Between -1 and 1, the Pearson 
coefficient measures the degree of correlation between two variables. In correlation 
analysis, organisational climate, team cohesion, KS attitudes, and KS intentions 
were positively correlated, with correlation coefficients ranging from 0.471 (p < .01) 
to 0.806 (p < .01). 

Table 1
Descriptive statistics and correlation analysis

Mean SD 1. 2. 3. 4.
Organisational climate 5.499 1.133 0.837
Team cohesion 5.378 0.929 0.806** 0.874
KS attitudes 5.859 0.909 0.471** 0.516** 0.823
KS intentions 5.195 0.910 0.474** 0.549** 0.562** 0.845

Note: *p < .05; **p < .01
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Confirmatory Factor Analysis (CFA)
The normal recommended factor loading is 0.5, and 0.6 is higher than the 

recommended value [47]. The question is not representative if it is less than 0.5. This 
item should be removed. As a result, team cohesion 3 (TC3) with a factor loading of 
0.47 and KS intentions 4 (KI4) with a factor loading of 0.42 were deleted (Table 2). 

Reliability analysis
Cronbach’s alpha tests the consistency of the measurement variables of each 

construct and takes into account Construct Reliability (CR) [48]. In Table 2, all four 
potential variables have CR values over 0.79, indicating good reliability for the 
research model. A Cronbach’s value greater than 0.7 is also considered sufficient 
[50]. Table 2 shows that the Cronbach’s alpha varies between 0.78 and 0.93 for our 
four latent variables, all of which are greater than 0.7, indicating that the model is 
reliable.

Table 2
CFA, reliability, and validity analysis

Constructs Items Factor 
loadings

Cronbach’s 
alpha CR

Average 
variance 
extracted 

(AVE)
Organisational 

climate
Sense of 

belonging
0.834

0.781 0.793 0.569Innovation 0.546

Fairness 0.844
Team cohesion TC1

TC2
TC4
TC5
TC6
TC7
TC8

0.504
0.529
0.624
0.852
0.764
0.938
0.892

0.886 0.894 0.559

KS attitudes
KA1
KA2
KA3
KA4
KA5

0.869
0.743
0.885
0.850
0.869

0.923 0.925 0.714

KS intentions

KI1
KI2
KI3
KI5

0.801
0.819
0.920
0.741

0.889 0.893 0.677
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Validity Analysis
Convergent validity was tested using the average variance extracted (AVE). 

The AVE measures how well the latent variable can explain the variation in the 
observation index. Hence, a higher mean-variance extraction indicates a higher 
convergent validity. A convergent validity criterion [47] states that the average 
variance extraction estimator (AVE) should be greater than 0.5 (Table 2). There is 
more than 0.5 significance for each latent variable, so the model is valid.

Common Method Variance (CMV)
Recently, previous studies suggested that Confirmatory Factor Analysis (CFA) 

should be verified with CMV . Therefore, we used Harman’s one-factor for testing. The 
results showed a first principle component of 43.279%, less than 50% represented no 
significant common method variation . In addition, the CFA comparison method is also 
used to test again. The results showed that the four-factor model (χ2 = 275.667, df = 146, 
χ2/ df = 1.888, GFI = 0.880, AGFI = 0.843, RMSEA = 0.066) is superior to the one-factor 
model (χ2 = 1169.995, df = 152, χ2/ df = 7.697, GFI = 0.518, AGFI = 0.398, RMSEA = 0.183), 
which indicates that this architecture does not have serious CMV problems .

Structural Model Fit
The model fit index evaluates whether the research model is compatible with 

the collected data to confirm its compatibility. To measure overall model fit, this 
study uses absolute and incremental fit metrics [49] (Table 3).

Table 3
Structural model fit

Statistical test Results Standard indices of 
model fit

X2/df 1.888 < 3
GFI 0.880 >. 80

AGFI 0.843 >. 80
RMSEA 0.066 <. 10

Structural Equation Modelling (SEM)
SEM was used to verify the hypothesis.
H1: Cohesion and organisational climate are correlated with 0.834, p < 0.001. As 

a result, hypothesis 1 can be accepted. 
H2: Intentions and attitudes in KS are correlated with 0.644, p < 0.001. As a 

result, hypothesis 2 can be accepted. 
H3: Organisational climate is positively correlated with KS attitudes by 0.486, p 

< 0.001. As a result, hypothesis 3 can be accepted. 
H4: Organisational climate is positively correlated with KS intentions by 0.455, 

p < 0.001. As a result, hypothesis 4 can be accepted. 
H5: Team cohesion is positively correlated with KS attitudes by 0.389, p < 0.001. 

As a result, hypothesis 5 can be accepted. 
H6: Team cohesion is positively correlated with KS intentions by 0.468, p < 

0.001. As a result, hypothesis 6 can be accepted. 
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Fig. 2. Structural equation modelling

Mediating Effects
The research model is a remote mediation model, using team cohesion and 

KS attitude as the mediating variables, to explore whether they have a significant 
mediating effect on organisational climate and KS intention, and to determine whether 
it is a fully mediated or partially mediated model. If there are other simple mediation 
or direct effects in the research framework besides the remote mediation indirect 
effect, the framework can be judged as partially mediated . Due to the characteristics 
of remote mediation, there are three mediating paths in this study: (1) organisational 
climate → team cohesion → KS attitude → KS intention; (2) organisational climate 
→ team cohesion → KS intention; and (3) organisational climate → KS attitude → 
KS intention.

We used bootstrapping to test moderating effects . According to previous studies 
, if the CI does not include 0, it indicates that the mediation effect exists. Therefore, 
in this study, bootstrapping was used to simulate 5000 samples. Under the 95% 
confidence level CI, the bias value CI and the percentage CI were separately examined 
to determine whether the total effect, indirect effect, and direct effect included 0. If 
not, it indicates a significant effect.

A mediating effect of team cohesion and KS attitudes is shown in Table 4. 
Indirect effects have Z values ranging from 0.904 to 2.186, direct effects with Z values 
of 0.184, and total effects with Z values of 4.591. When the Z value is more significant 
than 1.96, the effect exists, and the total effect of this model, the two indirect effects 
(organisational climate → team cohesion → intentions, and organisational climate 
→ team cohesion → attitudes → intentions) achieve significant results. And the 
direct effect and the indirect effect (organisational climate → KS attitudes → KS 
intentions) do not exist. Besides, the bias confidence interval (0.264 and 0.625) and 
the percentage confidence interval (0.364 and 0.884) of the total effect do not contain 
0 and therefore are significant. Next, we checked the bias confidence interval of the 
indirect effect of “organisational climate → team cohesion → KS intentions” (0.017 
and 0.502), and the percentage confidence interval (0.019 and 0.709) does not contain 
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0. Then, “Organisational climate → team cohesion → KS attitudes → KS intentions” 
with the bias confidence interval (0.042 and 0.324) and percentage confidence 
interval (0.009 and 0.284) do not contain 0, reaching a significant level. Next, the bias 
confidence interval (- 0.022 and 0.176) and percentage confidence interval (- 0.069 
and 0.265) of “organisational climate → KS attitudes → KS intentions” contains 0, 
indicating that the mediating effect of this indirect effect does not exist. The bias 
confidence intervals (-0.225 and 0.311) and percentage confidence intervals (- 0.308 
and 0.438) for the observed direct effects contain 0, so they do not reach a significant 
level. Therefore, the remote mediating effects of team cohesion and KS attitudes on 
organisational climate and KS intentions are partial. 

Table 4
Mediating effects

Estimate Multiplying 
coefficients

Bootstrapping

Product of 
coefficients

Bias-corrected 
95% CI 

Percentile
95% CI

SE Z Lower Upper Lower Upper
Total effects

Organisational climate → KS 
intentions

0.606  0.132  4.591  0.264  0.625  0.364  0.884

Indirect effects
Organisational climate → Team 
cohesion → KS intentions

0.344  0.173    1.988     0.017    0.502     0.019  0.709

Organisational climate → KS 
attitudes → KS intentions

0.075  0.083  0.904  -0.022  0.176  -0.069  0.265

Organisational climate → Team 
cohesion → KS attitudes → KS 
intentions

0.153  0.07  2.186  0.042  0.324  0.009  0.284

Direct effects
Organisational climate → KS 
intentions

0.034  0.185  0.184  -0.225  0.311  -0.308  0.438

Discussions
In recent years, knowledge management and sharing have become a new trend 

in human resources [53, 54]. Consequently, this study examined KS attitudes and KS 
intentions, and found that KS attitudes were positively associated with KS intentions, 
which is consistent with previous studies [12]. This study addresses three research 
gaps. Firstly, business simulation games have replaced traditional teaching models 
in business education to motivate students and increase interest in learning [17, 
18]. Research on simulation games has primarily focused on the learning effects of 
games [15, 22, 23], but little has been done on KS behaviour in simulation games. 
Therefore, this study jumps out of the framework and explores students’ KS attitudes 
and intentions in a business simulation game of team learning situations. Thus, this 
study fills the research gap in this field. The second research gap is that game-based 
learning in the field of KS behaviour is a situation that few scholars studied in the past. 
Therefore, this study can also complement the research in this field. Third, studies on 



The Education and Science Journal. Scholarly journal            Vol. 25, № 10. 2023

147

© Phung N. B. H., Dung T. Q., Duong N. T.  
Team knowledge sharing: A game-based learning approach

team cohesion are mostly aimed at the field of sports, and there are relatively few 
studies on organisational climate and team cohesion . Therefore, it is essential to add 
a study related to simulated game learning situations.

 This study aims to understand the factors that affect KS among members in 
an organisation to understand how to motivate members to share knowledge. The 
social cognition theory [24] highlights that the behaviour of individuals interacts 
with environmental factors, while organisational climate is the individual’s direct 
or indirect perception of the environment, which affects the attitudes, values, and 
KS behaviours of members [12, 27, 28]. Furthermore, past studies have shown that 
organisational climate has a direct and significant impact on team cohesion [31, 
43]. Members are, therefore, more willing to share information and knowledge [31, 
32], but past research on team cohesion primarily focused on the field of sports . 
Therefore, this study aims to increase the study of simulated game learning scenarios 
and organisational climates for team cohesion.

The impact of organisational climate on KS attitudes and intentions was studied 
in the past [12, 27, 28]. Several previous studies have explored the factors influencing 
KS using KS attitudes as a mediator [11, 12, 27, 28, 33]. However, no studies have been 
conducted to explore the remote mediating effects of organisational climate on KS 
intentions, mediated by team cohesion and KS attitudes. Therefore, this study hopes 
to fill this research gap and provide a complete research contribution in this field. 
Four variables were examined through a game-based learning context: organisational 
climate, team cohesion, KS attitudes, and KS intentions. This research has brought 
new contributions and breakthroughs since no previous study has used such a 
framework. In this study, organisational climate and knowledge-sharing attitudes 
were found to have a mediating effect on KS intentions, affecting their relationship.

Conclusions
Creating an excellent organisational atmosphere can indirectly trigger students’ 

attitudes and intentions to share knowledge. According to the results, an outstanding 
organisational climate will produce a high centripetal force. Therefore, it is a critical 
factor that influences KS. Because students will evaluate the cost and benefit of 
KS, only when students feel that there is fairness, innovation, and belonging in the 
classroom will their willingness to share knowledge be enhanced. Therefore, from a 
teacher’s perspective, classroom norms are essential, and they must clearly define the 
grading standards and treat every student fairly. In this way, they will be more likely 
to share knowledge if they believe that KS behaviour will be rewarded. Moreover, 
teacher support plays an essential role in promoting KS among students. Students 
who perceive high levels of teacher support tend to be more willing to share their 
knowledge with others. This result emphasises the importance of building a positive 
teacher-student relationship and providing effective support to students in the 
classroom. Additionally, peer learning and collaboration can significantly enhance KS 
among students. When students work together and collaborate in groups, they have 
more opportunities to exchange ideas, learn from each other, and develop their own 
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knowledge. Therefore, teachers should encourage students to engage in collaborative 
learning activities and provide opportunities for them to work in groups.

The results suggest that students have a higher willingness to share knowledge 
when they feel a positive organisational climate within the team, which is a key factor 
affecting knowledge sharing. Students evaluate the costs and benefits of knowledge 
sharing, and only when they feel fairness, innovation, and a sense of belonging in 
the classroom will their willingness to share knowledge increase. Therefore, from the 
perspective of the teaching staff, classroom norms are crucial. Clear grading criteria 
should be established, and each student should be treated fairly. When students feel 
that their sharing behaviour will be rewarded, they will be more willing to contribute. 
On the other hand, teachers should also encourage students to express their opinions 
in the teaching process. When students’ ideas differ from the teacher’s or other 
people’s, there should be no refutation or strong opposition to avoid making students 
dare not express their ideas. Thus, it will create a creative learning atmosphere that 
helps students’ KS behaviour. Creating an open and inclusive learning environment is 
also crucial for promoting KS behaviour. Teachers should respect and value diversity, 
and create a safe space where students feel comfortable expressing themselves. When 
students feel that their unique perspectives and experiences are appreciated, they are 
more likely to share their knowledge and engage in meaningful discussions.

The findings show that if KS attitudes and intentions are not significantly affected 
by the establishment of the organisational climate, it is necessary to facilitate KS 
through the mediating effect of team cohesion. Therefore, in classroom management, 
in addition to formal classroom teaching, teachers can condense the class emotions by 
holding teacher-student gatherings, off-campus visits, etc. Suppose there are similar 
team reports and group cooperation content in the classroom. In that case, teachers 
can also use teamwork games and activities to enhance the cohesion of each group 
in advance, join the teamwork link to create an atmosphere in which each member 
should cooperate, and enhance the team cohesion within each group through the 
general classroom. Additionally, teachers can use various online platforms and tools 
to facilitate KS. For example, online discussion forums or chat rooms can be set up 
for students to share and exchange their knowledge and ideas. These platforms can 
provide students with a safe and open space to express their opinions and receive 
feedback from their peers and teachers.

Furthermore, to reduce the gap between academic and practical, it is essential 
to cultivate students’ ability to have a future workplace. Although coupled with 
the rapid progress of science and technology in recent years, students are prone to 
external temptations. It is an excellent way to use business simulation game tools 
to increase learning concentration and motivation. Therefore, teachers can add it 
to the curriculum design to increase the motivation and richness of the classroom 
and combine business knowledge and teamwork concepts so that students can have 
the required abilities in the workplace in advance. Overall, using business simulation 
games in the classroom is an effective way to cultivate students’ abilities to succeed in 
the future workplace. By combining academic knowledge with practical skills, teachers 
can prepare students to be well-rounded and capable employees in various fields.
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Limitations and Future Research
The study was limited to students studying at business colleges in Ho Chi 

Minh City, Vietnam. It will be possible to include students from other counties and 
cities in future studies in order to increase the sampling diversity. Due to this study 
focus on team activities, we also only consider subjects’ feelings at a specific point 
in time. Future scholars can conduct similar studies by collecting samples for the 
same subject group over time. The study mediating model can also be extended 
by including additional moderating variables (such as organisational climate or 
cultural moderating variables) in future research. 
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