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摘要 

21 世紀人們進入了知識經濟。經濟增長的源泉和企業間競爭的重心已經

從資本、土地轉移到知識資本方面。知識在價值創造的過程中扮演著越來越

重要的角色，知識型員工也成為影響企業發展的核心資源。知識型員工的工

作效率與工作業績在相當程度上決定了企業業績，關係到企業的興衰成敗。

知識型員工不同於傳統的工業時代的員工，其具有明顯的行為特點、需求特

點和個性特點。本研究關注項目制環境中的知識型員工，應用自我決定理論，

識別出了專案制工作環境下的知識員工的激勵因素，並且提出了針對性的激

勵機制的研究模型。具體而言，專案制工作環境下的知識員工注重自我價值

的實現，關注內在動機的滿足。同時，專案制工作環境下的知識員工具有較

高的自主的需要，要求自我管理，要求自主權和支配權；注重溝通，交流，

參與，需要在工作中有良好的人際關係；需要不斷的學習，更新知識，以適

應不斷變化的工作任務和外部環境；工作無形，成果難以直觀衡量和評價。

此外，專案式的工作環境決定了專案制工作環境下的知識員工需要在工作中

進行多目標協調，跨部門、跨專業協同，以及團隊協作。因此，團隊的因素

將顯著影響他們的工作表現。為了驗證研究設想，本研究先後進行了訪談調

研，預測試，以及大規模的問卷調研，採集了 584 份有效問卷。資料分析結

果驗證了提出的模型和假設。具體而言，團隊自主性感知，知識獲取行為，

對部門領導信任度，以及資訊透明度對專案制工作環境下的知識員工的團隊

認同感和自我效能感有正向作用，繼而產生激勵作用。並且本文識別出的團

隊認同感以及自我效能感對專案制工作環境下的知識員工的激勵因素的仲介

作用也被驗證。其中，團隊認同感完全仲介團隊自主性感知，對部門領導信

任度，以及資訊透明度對員工內在激勵度的作用，而自我效能感部分仲介知

識獲取行為對內在激勵度的作用。進一步的，本文也對提出的激勵因素之間

的交互作用進行了討論。其中，對部門領導信任度顯著增強團隊自主性感知

的激勵作用，而資訊透明度則可以削弱團隊自主性感知的激勵作用。本研究

在理論上擴展了自我決定理論的基本需要理論，將其應用到專案制工作環境

下的知識員工的激勵機制研究中，並且識別出了具有針對性的激勵因素。進

一步的，本研究創新性的提出了團隊認同感和自我效能感在專案制工作環境
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下的知識員工激勵機制中的仲介作用，並且深入探討了專案制工作環境下的

知識員工激勵因素之間的交互作用，為知識型企業，尤其是項目型知識企業

提供豐富的管理啟示和借鑒意義。 

 

關鍵字：專案制工作環境下的知識員工，員工激勵，自主性感知，知識獲取

行為，對部門領導信任度 
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Abstract 

The 21st century comes into a knowledge-based economy. The major sources for 

the economic growth have shifted from the capital or land to the knowledge 

capital. Knowledge plays a more and more critical role in the value creation 

process and thus knowledge worker has become the core resources for companies. 

The productivity and job performance of knowledge workers have been 

recognized as the determinants of business performance and closely related to 

company’s success. Unlike traditional employees in the industrial age, knowledge 

workers have unique characteristics in behavior, demands, and personality traits. 

Focused on project-based knowledge workers, this study built upon the 

self-determination theory and identified the motivators for knowledge workers 

and proposed a research model. Specifically, project-based knowledge workers 

focus on self-achievement and address intrinsic motivation. Besides, project-based 

knowledge workers have strong autonomy needs. They require self-management, 

autonomy, and control; focus on communication, collaboration, participation, and 

need to build supportive work-relationships; need to keep learning, update 

knowledge, and adapt to various work assignments and external environments. 

Their work process generally is invisible and the results are difficult to measure 

and evaluate. In addition, due to the project-based work context, project-based 

knowledge workers need to focus on multi-objects coordination, 

cross-departmental and cross-professional collaboration and teamwork 

cooperation. Thus, team factors will significantly affect project-based knowledge 

workers’ job performance. In order to test the research model, interviews, pilot 

tests, and a large scale survey was conducted and584 valid questionnaires were 

collected. The analysis results supported the research model. Specifically, the 

perceived team autonomy, knowledge sourcing, leader trust, information 

transparency have positive effects on team identification and self-efficacy and 

consequently motivate knowledge workers. In addition, the mediation effects of 

team identification and work self-efficacy were supported. In particular, team 

identification fully mediated the effects of perceived team autonomy, leader trust, 

and information transparency on intrinsic motivation. Work self-efficacy partially 

mediated the relationship between knowledge sourcing and intrinsic motivation. 

Furthermore, the interaction effects among the motivators were also discussed. 
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Specifically, leader trust significantly enhanced the relationship between 

perceived autonomy and team identification, and information transparency 

negatively moderated the effect of perceived autonomy on team identification. 

Several implications could be drawn from this thesis. Theoretically, this study 

contextualized the basic needs theory of self-determination theory to the research 

context of project-based knowledge workers, and identified the context-specific 

incentive factors. Furthermore, the present study proposed the mediation effects of 

team identification and work self-efficacy in the incentive mechanisms of 

project-based knowledge workers, and investigated the interaction effects among 

these incentive factors. The results of this thesis could provide rich practical 

implications and inspirations to the design of incentive mechanisms for 

knowledge enterprises, especially for project-based knowledge enterprises. 

 
Keywords: project-based knowledge workers, employee motivation, perceived 
team autonomy, knowledge sourcing, leader trust  
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