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Abstract

By introducing knowledge sharing as an intermediary variable and using 375 questionnaires, this paper makes an
empirical study on the intrinsic motivation, the main and mediating effects of knowledge sharing on individual
innovation behavior. The results show that: (1) The intrinsic motivation has a positive predictive effect on
individual innovation behavior, and the influence degree of each dimension on individual innovation behavior is
beta interest > beta competency > beta curiosity > beta self-determination > beta work engagement. (2) The
intrinsic motivation has a positive predictive effect on knowledge sharing. Besides self-determination, all
dimensions of intrinsic motivation can actively promote knowledge sharing among employees, such as competency,
work engagement, curiosity and interest. (3) Knowledge sharing has a partial mediating effect on the relationship
between internal motivation and individual innovation behavior of knowledge-based employees in the industrial
new generation. Knowledge sharing plays a mediating role in the influence of competency, work engagement,
curiosity and interest on individual innovation behavior, but does not have a mediating effect on self-determination.
The conclusions of this study can provide reference and suggestions for enterprises to effectively promote
individual innovation of the industrial new generation of employees.

Keywords: Intrinsic motivation; knowledge sharing; individual innovation behavior; knowledge-based employees
in the industrial new generation

l. Question Raising

The complex and transient new market environment further underscores the importance of knowledge-based
employees. Enterprises need not only a large number of knowledge-based employees, but also their tremendous
development potential, especially in the era of innovation. Under the background of innovation-driven
development strategy, as the main power source of innovation, knowledge-based employees are valued by
enterprises. Alibaba, ByteDance and Lenovo, the well-known domestic enterprises, are competing for talents in
order to get the multiplier effect of the innovation behavior of knowledge-based employees. Moreover, the Talent
Identification Program of Huawei is a great affirmation of the innovation behavior of knowledge-based employees.
However, how to stimulate the innovation behavior of knowledge-based employees is a matter of great concern to
business managers and academic circles, which gradually introduces the research perspective to the individual
level.

Foreign scholars Gagne M. et al. ™ believed that intrinsic motivation, as a variable of psychological needs, has a
significant impact on employee performance, work engagement and so on. Employees' intrinsic psychological
needs are the fundamental motivation to stimulate their innovation potential. For example, employees with
high-level intrinsic motivation devote more time and energy to their work than ordinary employees, and constantly
try and challenge themselves with better perseverance and persistence”, which will inevitably affect their
innovation behavior and output. A review of the literature reveals that there is little research on the impact
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mechanism between intrinsic motivation and individual innovation behavior in the current academic community,
and there is still room for exploration.

Second, in the era of knowledge economy, knowledge sharing has become the focus of research, and scholars have
studied its impact on individual behavior from the organizational level and the individual level. For example, the
effects of knowledge sharing on organizational performance, organizational innovation ability and team creativity
are studied at the organizational level™®®. The impacts of knowledge sharing on post-variables such as individual
performance, individual creativity of employees and individual innovation are analyzed at the individual level 7).
The main factors affecting knowledge sharing are enterprise craftsman spirit, leadership behavior, time pressure,
etc. BIB1 Thuys, although there are relatively rich research results on the individual level of knowledge sharing,
most of them are concentrated in the post variables, and the pre variables are mostly set in others. There is still
possibility for further exploration from the individual micro perspective. Therefore, knowledge sharing behavior
will therefore continue to be studied at the individual level in the hope of getting updated research results.

Based on the above analysis, starting from the knowledge carrier, the industrial new generation of
knowledge-based employees are studied by introducing intrinsic motivation, knowledge sharing and innovation
behavior as research variables, to explore the intrinsic mechanism of action among the three by using
self-determination theory, motivation theory, etc., which is helpful to enrich the research results of knowledge
sharing.

I1. Theoretical Analysis and Hypotheses
2.1 Intrinsic motivation to individual innovation behavior

Psychologist Woodworth (1918)!% believed that intrinsic motivation is the individual's self-motivated curiosity
that drives his or her perception and action. According to self-determination theory, the more motivated people are,
the stronger their desire for work and achievement and their willingness to learn and explore. Passion, curiosity
and challenge motivate employees to proactively find more problem solutions, resulting in a high level of
creativity™™. Research has proved that the industrial new generation of knowledge-based employees with high
intrinsic motivation level have a relatively large work investment and dedication to innovation, which can
significantly and positively affect individual innovation performance and work performancel™?. The creativity
component model has also shown that the intrinsic motivation can urge individuals to complete tasks based on
their curiosity and interest to produce creative results, becoming an important pre-factor for individual creativity™!.
Thus, the following hypothesis is made:

H1: Intrinsic motivation promotes individual innovation behavior.
2.2 Intrinsic motivation to knowledge sharing

There are two main perspectives on the definition of knowledge sharing. One is that knowledge sharing is an
inter-organizational behavior of exchanging information, viewpoints, opinions and specialties among organizations
to help others, and the other is a process of exchanging tacit or explicit knowledge and creating new knowledge
among team members from an individual perspective. In 2021, Yang Hong and other scholars defined knowledge
sharing as a complex process involving the collection, absorption, learning and application of knowledge by the
team and its memberst®l. In this paper, knowledge sharing behavior research at individual level mainly refers to the
process of exchanging and learning knowledge, skills and information among organization members.

Self-determination theory holds that intrinsic motivation can promote individuals to keep a high degree of curiosity,
be more willing to work, study and explore, and actively discover new ways and methods through communication
and study to satisfy their own interests and curiosity, thus generating knowledge sharing behavior. Employees with
higher levels of intrinsic motivation are more likely to have a strong desire for work and a stronger willingness to
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learn and explore. They show enthusiasm, curiosity and challenge for work through their cognition and behavior,
which makes them more inclined to find various solutions to problems, and will actively seek cooperation and
communicate with each other in order to obtain more solutions. Thus, the following hypothesis is made:

H2: Intrinsic motivation enhances knowledge sharing behavior.

2.3 Knowledge sharing to individual innovation behavior

In an organization, the knowledge capital set of all employees is a huge knowledge network, in which each
individual is densely distributed, and the connection between these nodes can promote the flow of knowledge
resources. However, individual employees have different knowledge capitals and ways of thinking, and these
heterogeneous cognitive resources will help stimulate innovative thinking. Therefore, knowledge exchange and
interaction among individuals is crucial to their individual innovation behavior.

Since the existing knowledge reserve of the industrial new generation of knowledge-based employees cannot meet
the knowledge requirements of self-goal realization and the advancement of the organization with the times,
knowledge sharing has become an important channel for individuals to obtain external knowledge. In this way,
individuals constantly exchange and integrate, acquire the innovative knowledge of other subjects in the
organization, and absorb it into their own knowledge after their own understanding and processing, so as to solve
problems creatively ™. Individual innovation is a new way, a new method, a new idea, etc., which itself needs to
continuously absorb new knowledge for timely self-renewal, so as to lay the foundation for innovation. Thus, the
following hypothesis is made:

H3: Knowledge sharing promotes individual innovation behavior.

2.4 The mediating role of knowledge sharing

Knowledge is the cornerstone of innovation, and knowledge sharing can improve employees' innovation behavior.
In the process of sharing and communication with others, employees can learn new knowledge, integrate their
original knowledge to promote individual innovation®, and effectively reduce the limitations of their knowledge
through the digestion and absorption of knowledge sharing, giving more possibilities for creative behavior.
Whether or not to share knowledge is closely related to employees' own factors. For example, Employees with
desire for achievement and strong curiosity are more willing to share knowledge actively, and those with higher
pursuit of work are also more willing to exchange information. Vander et al. (2005) ™! further verified that
intrinsic motivation has an impact on knowledge sharing.

Thus, the following hypothesis is made:
H4: Knowledge sharing plays an mediating role between intrinsic motivation and individual innovation behavior

The theoretical model studied in this paper is shown in Fig. 1:

H4
H2 H3
Intrinsic > Knowledge >| Innovation
N
Hl

Fig. 1 Research framework

I11. Scale Design and Sample Description

3.1 Measuring tools
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Based on the research scale of scholars Amabile et al. (1994) ™! and Li Wei et al. (2013) ™, 14 measurement
items were constructed for intrinsic motivation from five dimensions: self-determination, competency, work
engagement, curiosity and interest, with the Cronbach a value of 0.916 and all measurement items acceptable.
Based on the scale of VVandenhooff et al. (2003) ", 9 measurement items were constructed for knowledge sharing
from two dimensions: knowledge contribution and knowledge absorption, with the Cronbach o value of 0.936 and
all measurement items acceptable. Based on the univariate structure scale developed by Yang Jingzhao et al. (2012)
(18 6 measurement items were constructed for innovation behavior with the Cronbach o value of 0.933 and all
measurement items acceptable. In this paper, employees' gender, age, marital status, education level, and years of
employment in this enterprise were selected as control variables to examine their influence on individual
innovation.

3.2 Research samples

In this paper, some urban enterprises in Zhejiang Province, Jiangsu Province and Henan Province were selected for
the survey, and the survey subjects mainly focused on employees born after 1980. To control survey respondents to
meet the characteristics of the knowledge-based employees of the industrial new generation studied in this paper,
the educational level of individuals was set as a required item, and only the entry in the column of employees with
college education level or above is valid. Among the enterprises investigated in this paper, private enterprises
account for 49.1%, foreign-funded enterprises account for 33.0%, and the rest are state-owned holding enterprises.
A total of 500 questionnaires were distributed and 447 questionnaires were returned, of which 375 were valid, with
an effective rate of 75%. Among them, 56% were male, 44% were female, 28.3% were married, and 71.7% were
unmarried. 86.7% of the employees have worked for less than 3 years and 3-5 years, 48.8% of them are college
students, 43% are undergraduate students, and a relatively small number have master's degree or above.

IV. Empirical Test and Result Interpretation

In this paper, AMOS21.0 was used to analyze the data by confirmatory factor analysis to study the differential
validity of each variable, and SPSS24.0 was used to test the reliability and validity of the data, descriptive
statistical analysis, correlation analysis and regression analysis.

4.1 Confirmatory factor analysis

1. Analysis of validity of intrinsic motivation. In the intrinsic motivation scale, the KMO value of 14 items was
0.872, the chi-square value of Bartlett test was 2072.873, and the sig value was 0.000, indicating that the scale data
could be factor analyzed. Factor load analysis showed that x1, x2 and x3 loads were on one factor, which was
named as "self-determination™ according to the content of measurement items. In the same way, the factors formed
by x4 and x5 were named "Competency", by x6, x7, x8 and x9 were named "Work engagement", by x10, x11 and
x12 were named "Curiosity”, and by x13 and x14 were named "Interest”. The factor load of all items was greater
than 0.6, which indicated that the intrinsic motivation scale had good structural validity. To simplify the research
formula, the five factors were renamed as X1, X2, X3, X4 and X5, and the intrinsic motivation
F1=0.609X1+0.14X2+0.105X3+0.083X4+0.063X5 was obtained by using the variance contribution rate of each
factor as the weight.

2. Analysis of validity of knowledge sharing. In the knowledge sharing scale, the KMO value of 9 items was 0.835,
the chi-square value of Bartlett test was 1995.986, and the sig value was 0.000, indicating that the scale data could
be factor analyzed. Factor load analysis was performed on the nine items. The factors formed by m1, m2, m3, m4,
and m5 were named as "Knowledge contribution”, by m6, m7, m8, and m9 were named as "Knowledge
absorption”. The two factors were named as M1 and M2. Finally, the knowledge sharing score
F2=0.860M1+0.140M2 was calculated.
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3. Analysis of validity of individual innovation behavior. In the individual innovation behavior scale, the KMO
value of 6 items was 0.900, the chi-square value of Bartlett test was 768.749, and the sig value was 0.000,
indicating that the scale data could be factor analyzed. Univariate analysis was performed on individual innovation
behavior. The new data automatically generated by the system was named as Y1, and the value was the score of
individual innovation behavior, i.e., F3=Y1.

4.2 Correlation analysis

Table 1 shows that the correlation coefficients of intrinsic motivation, knowledge sharing and innovation behavior
are positive numbers, all are significant. It is thus preliminarily judged that there is a positive correlation among the
three. Moreover, all dimensions of intrinsic motivation are positively correlated with the correlation coefficient of
knowledge sharing and innovation behavior, and are significant. The maximum data of the above correlation
coefficient was 0.477, which was less than the square root of AVE value. It is thus believed that the discriminant
validity of the research scale was also good, and further regression test can be carried out.

Table 1 Correlation analysis among research variables

Variables Intri_nsig Self:det Compete Work Curios Inter Knowle Innovati
motivati  erminat ney engagem ity est dge on
on ion ent sharing  behavior

Intrinsic 1

motivation
Self-determina ~ .227"" 1

tion

Competency 3467 3137 1

Work 2817 47T 295" 1

engagement

Curiosity 3717 2757 213" 287" 1
Interest 4177 2427 484" 325" 3157 1

Knowledge 3937 1807 378" 3047 3807 .356" 1

sharing )

Innovation 4747 3097 298" 3617 2877 55090  .3397 1

behavior *

Note: * * * means p < 0.001, * * means p < 0.01 and * means p < 0.05.

4.3 Hypothesis testing

In order to verify the hypotheses in this paper, multiple linear regression analysis was used, and the results are as
follows:

4.3.1.Regression analysis of intrinsic motivation to individual innovation behavior

In Model 1, seven variables such as gender, marriage and age are taken as control variables, and individual
innovation behavior is taken as a dependent variable. Then the internal motivation is included in the regression
model. The maximum variance inflation factor (VIF) for the control variable was 2.396, which excluded
multicollinearity for the explanatory variable. In model 1, R2 is 0.141, and F is 3.680, which is significant at p <
0.01 level, indicating that there are some control variables that have an impact on individual innovation behavior.
From the analysis results, the educational level has a significant impact on individual innovation behavior ($=0.133,
p=0.017), which indicates that the educational background of the industrial new generation of knowledge-based
employees affects individual innovation. In model 2, intrinsic motivation is added as an explanatory variable, and
the R2 value of the model is 0.662, which is significant at the level of p < 0.001, and intrinsic motivation is
significantly positively correlated with individual innovation behavior (=0.810, p=0.000), thus H1 is verified (as
shown in Table 2).
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Table 2 Regression analysis of intrinsic motivation of knowledge-based employees of the industrial
new generation on individual innovation behavior

] Model 1 Model 2
Variables : pr : pr
Beta g Beta 9

value value value value
Gender -.069 -.678 499 -126  -1.07 .243

2
Marriage .038  .351 726 .088 1163  .248
Age -170 -1.09 176 167 1.796 .075

Control 6

variables  pgsition .068 .667  .667 051 839  .403
Working .086 598  .551 107 1258 211

years
Level of 133" 1967 .047 164" 2491  .034
educatio
n
Nature  .113  .895  .373 001 014  .989
of
enterpris
(5]
Independ  Intrinsic 8107 14.28  .000
ent motivati - 1
variable on
R2 141 662
F 3.680 27.167
Model value > o
statistics  Adjusted  .083 638
RZ
Max. 2.396 2.487
VIF

Further hierarchical regression analysis is made on the relationship between each dimension of intrinsic motivation
and individual innovation behavior (shown in Table 3). The standard regression coefficients of self-determination
and individual innovation behavior are significant ($=0.094, p=0.33), competency and individual innovation
behavior are significant (3=0.279, p=0.008), and work engagement, curiosity and interest are all positive and
significant. Table 3 shows that the standard regression coefficient of interest and individual innovation behavior is
the largest (f=0.318, p=0.000), indicating that interest has the greatest effect on individual innovation behavior.
The order of influence degree of each dimension is [ interest > [ competency > [ curiosity > J
self-determination > § work engagement.

Table 3 Regression analysis of each dimension of intrinsic motivation of knowledge-based employees of the
industrial new generation on individual innovation behavior

Model 1 Model 2
Variables "
Beta t S19 Beta valu S19
value value o value
Gender -.069 -.678 499 -.123 -1.7 .088
24
Control ~ Marriage  .038  .351 726 .020 124 218
variables 1
Age -170 -1.09 176 .093 .978 .330
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6
Position .068  .667 -.667 .034 543 588
Working  .086  .598 551 .069  .804  .423

years
Levelof .133" 1.967 .047  .136° 2.02 .042
education 1
Nature of .113  .895  .373 021 354 724
enterpris
€
Self-dete 094" 208 .033
rmination 0
Independ  Compete 279 3.80 .000
ent ncy - 6
variables ~ Work 085" 202 .042
engagem 4
ent
Curiosity 212" 231 .026
6
Interest 3187 417  .000
7
Model R2 141 .687
statistics  F value 3.680 19.614
Adjusted  .083 652
RZ
Max. 2.396 2.495
VIF

Note: * * * means p < 0.001, * * means p < 0.01 and * means p < 0.05.

4.3.2 Regression analysis of intrinsic motivation to knowledge sharing

As shown in Table 4, the explanatory variables in Model 1 only include seven control variables, knowledge
sharing is a dependent variable, and VIF value is far less than 10, thus eliminating multicollinearity among
explanatory variables. The F value is 1.542, significant at p < 0.05 level, indicating that there are variables that
influence knowledge sharing among the control variables, and the regression coefficients of working years and
education level are 0.276 and 0.319 respectively, which are both significant at p < 0.05 level, indicating that
working years and level of education have a positive impact on knowledge sharing. Intrinsic motivation is added as
an independent variable in model 2, and there is no multicollinearity among explanatory variables. The results
show that the regression coefficient of intrinsic motivation and knowledge sharing is positive and significant
(B=0.709, p=0.000), which indicates that high-level intrinsic motivation can actively promote employees'
knowledge sharing behavior apart from the effects of the control variables, thus H2 is verified.

Table 4 Regression analysis of intrinsic motivation of knowledge-based employees of the industrial new generation
on knowledge sharing

Model 1 Model 2
Variables ¢ ) t .
Beta S19 Beta valu S19
value  value o value

Gender .087  .881 .380 .038 543 589
Marriage  .052 488 .626 .058 773 441

Age -195 -1.60 121 .392 520 .610
Control 7
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variable  Position -.069 -.690 491 -.054 =77 438
S 8
Working .216° 1.979 .050  .295" 3.04  .003
years 4
Level of 257" 2.587  .005 2977 346 001
education 2
Nature of .071  .755  .452 -045  -68 498
enterpris 1
e
Indepen  Intrinsic 70977 109  .000
dent motivatio 99
variable n
R2 .188 564
Model  Fvalue 4542 17.918"
statistics ** *
Adjusted  .156 532
RZ
Max. 2.143 2.246
VIF

Note: * * * means p < 0.001, * * means p < 0.01 and * means p < 0.05.

The influence of each dimension of intrinsic motivation on knowledge sharing is shown in Table 5 that the
standard regression coefficient of self-determination and knowledge sharing is not significant. In addition, the
standard regression coefficients of competency, work engagement, curiosity, interest and knowledge sharing are
0.241, 0.109, 0.398 and 0.131, which are all significant, so that the total interpretation rate of results is improved.

Table 5 Regression analysis of knowledge sharing in different dimensions of intrinsic motivation of

knowledge-based employees of the industrial new generation

Model 1 Model 2
: . t .
Variables
Beta t S19 Beta valu S19
value  value o value
Gender -.087 -.881 .380 .033 472 .638
Marriage  .052 .488 .626 .073 .940 .350
Control Age -195 -1.60 121 -.042 -1.1 .252
variables / 53
Position  .069  .690 491 .038 .529 .598
Working .216° 1979 .050  .2677 271  .008
years 3
Level of .257° 2587  .005 231" 245 016
educatio - 9
n
Nature of .071 .755 452 .066 974 332
enterpris
e
Self-dete -.032 -.32 .750
rminatio 0
Independ n
ent Compete 241" 216 .029
variable ncy 4
Work 109" 197 046
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engagem 1
ent
Curiosity 398" 3.80  .000
5
Interest 131" 2,00 .033
8
Model R2 188 591
statistics  Fvalue  4.542 12.867"
Adjusted  .156 545
RZ
Max.  2.143 2.741
VIF

Note: * * * means p < 0.001, * * means p < 0.01 and * means p < 0.05.

4.3.3 Regression analysis of knowledge sharing on individual innovation behavior

As shown in Table 6, the standard regression coefficient of level of education and individual innovative behavior
in Model 1 is 0.133 and significant at P < 0.05. In Model 2, knowledge sharing is added as an explanatory variable.
The data in the table show that the standard regression coefficient of knowledge sharing and individual innovation
behavior is significant (=0.674, p=0.000), which supports the positive influence of knowledge sharing on
individual innovation behavior, which means that H3 passes the empirical test.

Table 6 Regression analysis of knowledge sharing on individual innovation behavior of knowledge-based
employees of the industrial new generation

Model 1 Model 2
Var;able Beta t s19 Beta t s19
value value value  value
Gender  -.069 -.678 499 -128  -1.65 101
5
Marriage .038  .351 726 .074 .887 377
Control
. Age -170  -1.09 176 .096 793 429
variables 6
Position  .068  .667 .667 -022 -281 779
Working .086  .598 551 101 913 .363
years
Level of .133" 1967  .047 102 1.03 .303
educatio 4
n
Nature 113 .895 373 .084 1.14 .254
of 7
enterpris
e
Independ  Knowled 67477 991  .000
ent ge 3
variable sharing
Model R2 141 455
statistics ~ Fvalue  3.680 11.602
Adjusted  .083 416
RZ
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Max. 2.394 2.488
VIF

Note: * * * means p < 0.001, * * means p < 0.01 and * means p < 0.05.

4.3.4 Test on the mediating effect of knowledge sharing

The results in table 7 are used to test the significant influence of intrinsic motivation on individual innovation
behavior. Gender, marriage, age, position, working years, level of education and nature of enterprise are taken as
control variables, intrinsic motivation is taken as independent variable, and individual innovation behavior is taken
as a dependent variable (i.e. Model 1) for regression analysis, and the standard regression coefficient of intrinsic
motivation and individual innovation behavior is significant ($=0.810, p < 0.001). In model 2, gender, marriage
and age are still the control variables, intrinsic motivation is the independent variable, and knowledge sharing is
the dependent variable. The results show that intrinsic motivation has a significant impact on knowledge sharing,
and the standard regression coefficient is 0.709. On the basis of Model 1, knowledge sharing is added as an
independent variable, and the standard regression coefficients are all significant (3=0.164, p < 0.05) and (3=0.694,
p < 0.001), which shows that knowledge sharing has a partial mediating effect between intrinsic motivation and
individual innovation behavior, and explains the mechanism between them of knowledge-based employees of the
industrial new generation, that is, H4 passes the test.

Table 7 Test of mediating effect of knowledge sharing between intrinsic motivation and individual innovation

behavior
Individual innovation Knowledge Individual innovation
Variables behavior sharing behavior
Model 1 Model 2 Model 3
Gender -.126 .038 -132
Marriage .088 .058 155
Age 167 392 102
Position .051 -.054 042
Working years -.107 295 -.059
Level of .164* 297" .039
education
Nature of .001 -.045 .007
enterprise
Intrinsic 8107 709" 694"
motivation
Knowledge 164"
sharing
R2 .662 .564 674
F value 27.167" 17.918™ 25.225"
Adjusted R? 638 532 647
Max. VIF 2.487 2.246 2.582

Note: * * * means p < 0.001, * * means p < 0.01 and * means p < 0.05.

Model 1 is to test whether each dimension of intrinsic motivation of knowledge-based employees of the industrial
new generation can positively predict individual innovation behavior. The results in Table 8 show that each
dimension of intrinsic motivation has a significant impact on individual innovation behavior. Model 2 is to test the
effect of each dimension of intrinsic motivation of knowledge-based employees of the industrial new generation on
knowledge sharing. The results show that the other four dimensions have significant influence except
self-determination. Model 3 shows that when all dimensions of intrinsic motivation and knowledge sharing are
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simultaneously included in the regression model of individual innovation behavior, competency, work engagement,
curiosity and interest remain significant, and it shows that the influence of competency, work engagement,
curiosity and interest on individual innovation behavior is not completely influenced by knowledge sharing as an
intermediate variable, thus H4b, H4c, H4d and H4e pass the test. In addition, self-determination is not significant
for knowledge sharing, indicating that it has no mediating effect between self-determination and individual
innovation behavior, that is, H4a is not verified.

Table 8 Regression analysis of mediating effect between knowledge sharing in each dimension of intrinsic
motivation and individual innovation behavior

Individual innovation . Individual innovation
. . Knowledge sharing .
Variables behavior behavior
Model 1 Model 2 Model 3
Gender -123 .033 -128"
Marriage .020 .073 -.125
Age .093 -.042 041
Position .034 .038 .104
Working years .069 2677 .028
Level of education 136" 231" .015
Nature of enterprise 021 .066 -.011
Self-determination 094" -.032 .099
Competency 279" 241" 162"
Work engagement 085" 109" .068"
Curiosity 212" 398" 191"
Interest 318™ 131" 298"
Knowledge sharing .152*
R2 .687 591 .697
F value 19.614™ 12.867" 18.755"
Adjusted R2 .652 545 .660
Max. VIF 2.495 2.741 2.613

Note: * * * means p < 0.001, * * means p < 0.01 and * means p < 0.05.

V. Conclusions and Enlightenment
5.1 Research conclusions

In this paper, based on the analysis of the pairwise correlation mechanism of intrinsic motivation, knowledge
sharing and individual innovation behavior, the relationship among the variables is confirmed by empirical test
with survey data, and it is found that: (1) The intrinsic motivation promotes the innovation behavior of the
knowledge-based employees of the industrial new generation, that is, the stronger the intrinsic motivation, the
greater the probability of the knowledge-based employees of the industrial new generation choosing innovation.
However, different dimensions of intrinsic motivation have different effects on the innovation behavior of the
knowledge-based employees of the industrial new generation. Among them, interests and hobbies play the most
important role, followed by competency, curiosity, self-determination and work engagement. (2) The intrinsic
motivation of industrial new generation knowledge -based employees can promote knowledge sharing. However,
the dimensions of intrinsic motivation selected in this paper have significant differences in promoting knowledge
sharing. Competency, work engagement, curiosity and interest can actively promote employees' knowledge sharing,
among which curiosity has the greatest influence, followed by competency, and interest and work engagement
have relatively low influence. However, the regression coefficient of self-determination and individual innovation
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behavior is not significant, which shows that employees with strong self-determination tend to think independently
and solve problems, and often neglect to communicate with colleagues, so self-determination does not affect
employees' knowledge sharing. (3) Knowledge sharing plays a partial mediating role between employees' intrinsic
motivation and individual innovation behavior. After introducing the variable of knowledge sharing, the regression
coefficient of intrinsic motivation to individual innovation behavior decreases significantly. According to the
mediating effect test standard, the mediating effect of knowledge sharing is confirmed, in which the regression
coefficient of competency, work engagement, curiosity and interest in intrinsic motivation to individual innovation
behavior is significantly reduced, which indicates that knowledge sharing has partial mediating effect on the
influence of competency, work engagement, curiosity and interest on individual innovation behavior. However,
knowledge sharing has no mediating effect between self-determination and individual innovation behavior.

5.2 Enlightenment for management

Reasonable and effective incentives for the industrial new generation of knowledge workers to carry out innovation
activities are an important means to enhance the innovation level of enterprises and maintain the core competitive
advantage. However, in the existing research, there are still no effective measures to manage the individual
innovation behavior of the knowledge-based employees of the industrial new generation, so the research
conclusions of this paper can provide enlightenment for the innovation management of employees in small and
medium-sized enterprises: (1) Enterprises should strengthen the intrinsic motivation of employees and highlight
the key points of motivation by classification by means of strengthening the intrinsic motivation of the
knowledge-based employees of the industrial new generation, especially the interest and competency,
comprehensively considering the matching between the work itself and the individual characteristics of employees,
timely understanding and meeting the relevant needs of their intrinsic motivation, and giving more work autonomy.
(2) Enterprises should create an atmosphere of knowledge sharing and build a sharing platform and channel, by
setting up knowledge sharing channels so that the knowledge-based employees of the industrial new generation
will be given more opportunities to share and exchange knowledge, broaden their knowledge, and update and
improve their knowledge in time, and encouraging the transformation of knowledge into innovative behavior and
introducing corresponding incentive measures. (3) Enterprises should improve the innovation incentive system and
respond to the innovation behavior in time. It is not enough to stimulate the knowledge-based employees of the
industrial new generation and create a knowledge atmosphere, but to respond to the innovation behavior of them.
According to the reinforcement theory, rewarding or affirming the encouraged behavior will increase the frequency
of this behavior, so their innovation behavior should be reinforced in time.
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