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Abstract- Focusing on the moderating effect of
transformational Leadership, this study examines the
link between information sharing and creative
approaches to the workplace. The results of an
information system that includes both tacit and explicit
Knowledge have been analyzed. The data was
gathered through a survey of 300 individuals.
Information was gathered from Rawalpindi and
Islamabad-based  software development  firms.
According to the study's findings, knowledge-sharing
information systems and creative workplace behaviors
are positively moderated by transformational
Leadership. Furthermore, digital information sharing
impacts organizational innovation capabilities and
work behavior regarding sustainable development
goals.
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I. INTRODUCTION

In this era of knowledge-intensive
organizations, knowledge sharing and management
are the tools for sustainable competitive advantage [1].
Knowledge Management plays a crucial role in
organizations, with the evolution of a knowledge-
based economy from an industry-based economy [2].
Knowledge Sharing is a major component of
knowledge management. It involves the transfer of
Knowledge among organizational employees to
improve problem-solving, generate new ideas and
efficiently carry out organizational policies [3].
Globalization has resulted in a tremendous increase in
competition. Innovation is essential for the
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organization to survive and strive for a place in such a
competitive market [4]. Innovation is a new and
unique approach to business problems [5]. Innovative
Work Behavior consists of actions and processes
leading to unique idea generation and procedures,
technology and ways to implement these ideas for
organizational success and efficiency [6]. Innovation
provides strategic advantage through cost reduction,
product differentiation and quality enhancement [7].
Knowledge is an organizational asset that allows the
generation of new ideas and innovation [8].

To individuals, their Knowledge is a unique resource;
hence they feel reluctant to share it, so it is difficult to
promote Knowledge sharing among organizational
members [9]. Conservation of Resource (COR)
Theory provides that people strive to retain individual
resources and are threatened by their loss [10],
henceforth making Knowledge sharing a more
complicated process. Knowledge sharing is self-
motivated; therefore, Leadership motivates employees
[11]. The personality of the leader and leadership style
help to reap the benefits of knowledge sharing.
Knowledge sharing in an organization occurs among
employees (horizontally) and through different levels
of hierarchy (vertically). Leadership affects
knowledge flow in all directions [12]. Certain leaders
can promote knowledge-sharing culture.
Transformational Leadership is pivotal in encouraging
Knowledge sharing by increasing goal-directed
behavior among employees and enhancing
organizational performance [13]. Transformational
Leadership is the most effective style to inspire and
motivate organizational members to promote
innovative work behavior and knowledge sharing.
Transformational Leadership is a leadership style in
which leaders or managers inspire, encourage and
motivate their employees to exceed their expectations
and create change. Transformational leaders are
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capable of embracing change and new challenges as
well as leading their employees to embrace change as
well [14]. Transformational Leaders provide a
supportive organizational climate to foster innovation
and creativity [15].

Previous literature has shown transformational
Leadership's impact on Knowledge sharing in specific
locations and organizations [16]. The earlier studies
concluded that employees' innovative work behavior
largely depends on knowledge sharing [17-18] and the
leader’s attitude towards employees [19]. This study
will discuss the relationship between tacit and Explicit
Knowledge information systems with innovative work
behavior via the moderating role of transformational
Leadership. Consequently, this study will contribute to
the existing literature discussing the relationship
between knowledge sharing (KSIS), Innovative work
behavior (IWB) and Transformational Leadership
(TL).

Il. LITERATURE REVIEW

2.1. Knowledge-Sharing Information System

KSIS is defined as a knowledge-centered activity and
the main method through which people exchange their
expertise to improve organizational knowledge capital
and give their company a competitive edge [79]. Task
communication is the term used to share essential
information, ideas, and proposals among coworkers in
an organization. According to the definition,
knowledge sharing is how employees exchange
critical information [72]. Several individuals working
at the individual, group, and organizational levels
share Knowledge inside the organization. Employees
engage in knowledge acquisition and donation, a
technique or action, to boost one another's knowledge
capital [20]. According to [21], from the
epistemological dimension, Knowledge sharing can be
divided into; Explicit Knowledge information systems
(EKSIS) and Tacit Knowledge information systems
(TKSIS).

Tacit Knowledge is inherent in someone and develops
over time due to collaborative practices, observations,
and experiences; therefore, it is difficult to explain to
others since it is complex, subjective, and difficult to
define [22]. It is said that the Tacit Knowledge
information system is more personalized and generally
necessitates face-to-face interactions, which is
regarded as an altruistic behavior that motivates
employees to exchange ideas spontaneously [23].
Individuals' willingness and capacity to share what
they know and use what they learn are important
factors in the Tacit Knowledge information
system[24].

Explicit Knowledge is any sort of Knowledge that has
been recorded and documented to make it easier to
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disseminate and manage [25]. Explicit Knowledge
comprises objectively teachable facts and know-how
that can be verbalized [26]. Practices of Explicit
Knowledge information systems appear more
common in the workplace because explicit Knowledge
can be easily captured, codified and transmitted
through  Management mechanisms, such as
procedures, formal language, handbooks, and
information technology systems will promote
employees' willingness to share their explicit
Knowledge [27-28].

2.2. Innovative Work Behavior

Significant organizational shifts have occurred due to
the increased importance of creative work behavior in
today's rapidly evolving economic, globalized, and
competitive landscape [25]. For the sake of this
discussion, "innovative work behavior” will be
understood as "the purposeful invention, introduction,
and implementation of novel ideas inside a work role,
group, or organization, to enhance role performance,
group performance, or organization performance"
[36]. To ensure the continued success of any business,
IWB is a must [30]. The involvement of workers in
decision-making has been linked to improved business
outcomes and the ability to adapt to a dynamic
corporate setting [24]. Similarly, it is a multi-step
process that begins when an individual recognizes a
need, develops an idea for how to address that need,
and then implements that solution with the help of the
appropriate labor resources [2].

Previous research has shown that organizational and
individual variables shape individuals' propensity for
creative work practices. Perceived organizational
support and person-organization fit, pro-innovation
organizational leadership styles, and human resource
practices are all aspects that have been investigated at
the organizational level. Individually, innovative work
behavior is influenced by  psychological
characteristics, including affective commitment and
job engagement, altruism, harmonious work, and
Knowledge [77].

2.3. Transformational Leadership

"a style of leadership that supports the common
interest of employees while helping them to achieve
communal goals" [23]. Transformational leader
fosters a higher moral ground for themselves and their
followers  through  value exchange, shared
development, and shared goals. Altruistically, the
goals of an organization and the lives of its employees
may be improved by sharing visions and establishing
standards by those who are "Givers" [28].
Transformational Leadership is one of the most
discussed and often used forms of Leadership. Leaders
who inspire others by sharing their expertise and fresh
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perspectives foster an environment where everyone
contributes to the team's success [16]

e Individual care (in which a leader helps
employees in various ways, such as by
reinforcing,  supporting, and  coaching),

identification (in which a leader forms a strong
identification sense and amplifies employees'
emotions), inspiration (in which a leader inspires
employees to help the firm meet deadlines and
challenges), and intellectual stimulation (in which
a leader aids enhancing the employees'
underpinning Knowledge and skills) are the four
dimensions of transformational Leadership [9].
¢ Organizational innovation has been boosted by
what is known as "transformational leadership,"
or a leader's ability to inspire followers by their
vision, charisma, and deeds [12]; [47].
According to the study, subordinates place a higher
value on transformative leaders than transactional
ones. Transformational leaders score significantly
higher than those evaluating subordinates'
performances under other types of leaders. The teams
headed by transformative leaders also tend to do better
overall [6]
2.4. Knowledge Sharing and Innovative Work
Behavior
When an organization fosters information sharing
across its employees, groups, and the entire company,
its workers become more creative and productive.
This, in turn, creates new opportunities for the
company. [76]
According to [59] efficient knowledge sharing
motivates creative approaches to work. When people
collaborate and share their insights, they learn from
one another and develop novel approaches to their job,
boosting the organization. Employees who participate
in  knowledge-sharing events can learn new
information and apply it to existing problems,
improving their capacity to turn new ideas into
groundbreaking inventions. In the [82-83].
Employees are continually borrowing their coworkers'
tacit Knowledge (skills or experience) or looking for
the explicit Knowledge (institutionalized procedures
or practices) already present in the organization to
better fulfil new tasks. Since a company's creativity is
so dependent on the expertise of its employees in their
respective fields, tacit Knowledge is perhaps more
important  than  explicit  information  [15].
Consequently, a company's ability to promote
knowledge exchange between groups or organizations
is associated with increased innovation activities [10],
[26]. [7] and [44] cite previous studies that find a
strong correlation between information sharing and
creative problem solving on the job. That's why we
made the following assumptions:
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H1: Explicit Knowledge information system has a
positive impact on Innovative work behavior
H2. Tacit Knowledge information system has a
positive impact on innovative work behavior

2.5. Knowledge Sharing Information System and
Transformational Leadership

Knowledge, skills, and innovation (KSIS) process
carried out by staff members are vital to the growth of
a company's intellectual capital. However, this is not a
random occurrence. Personal Knowledge (both tacit
and implicit) is often seen as a source of power,
advantage, and priority; hence, the individual may be
hesitant to freely share this information with others for
fear of losing it. Consequently, scholars have been
thinking about how to best study the characteristics
that promote the exchange of information. Among
these factors, one of the most important is known [18].
By expanding a set of values and expectations related
to Knowledge and KSIS, transformational leaders
provide a supportive environment for fostering KSIS
[13]. Concerned with creating an encouraging
environment to promote KSIS among employees,
transformational leaders focus on issuing a vision and
a sense of mission or developing a culture of trust and
organizational justice [45]. Knowledge is actively
shared and acquired amongst workers in a TL
environment, as stated by [18], to foster innovation.
That TL “creates a supportive working atmosphere
and offers appropriate resources that promote KSIS
activities among workers" was noted by [62].
According to the aforementioned reasons, TL plays a
vital role in KSIS operation. This leads us to the
following hypothesis, which we build from the
preceding debate.

H3.: transformational Leadership positively influence
knowledge sharing.

2.6. Transformational Leadership and Innovative
Work Behavior

There are many unknowns when coming up with and
executing new ideas. This is because the process from
ideation to implementation may be lengthy and fraught
with opposition from colleagues, superiors, and other
interested parties [85]. The creator of the idea is also
worried that his or her immediate supervisor,
department head, or others involved in the execution
would receive all the credit for its success instead of
him or her [11]. Due to these factors, people lose their
drive to create new things. Inspiring followers to
engage in creative activities may be easier for
transformational leaders who pay close attention to
and provide for their followers' individual wants and
needs. In order to get their followers involved in the
creative process, these leaders regularly question and
challenge their assumptions and ways of thinking.
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Leaders with this skill may inspire their followers by
connecting the organization’s mission to their
aspirations [73]. Therefore, it is presumed that
transformational leaders will be able to inspire
individual employees by relating their future to the
organization’s future and encourage them to engage in
innovative work behaviors by cultivating a strong
sense of shared vision and belonging with the
organization. This leads us to propose a hypothesis:
Hypothesis 4: Transformative leaders encourage
creative problem-solving in the workplace.

2.7. The Moderating Role of Transformational
Leadership

The term "knowledge sharing" describes an
employee's predisposition to impart their expertise to
others in the workplace [46]. Innovator's Workbench
(IWB) focuses on innovation at all organizational
levels by coordinating everyone's efforts [39]. Based
on the reviewed literature, it is clear that fostering an
environment that promotes open communication and
information sharing among employees is a key aspect
in enabling and inspiring people to engage in creative
and original behavior in the workplace.

Although several studies have looked at the link
between knowledge sharing and creative office
practices, researchers have yet to fully tease out the
impact of knowledge sharing's moderators and
mediators.

Many studies have examined how transformational
Leadership may affect many aspects of an individual's
life. However, the extent to which transformative
leadership moderates the connection between
information sharing and inventiveness remains an
unexplored field of study.

Transformative leaders inspire their teams to put aside
narrow personal goals and work together
collaboratively for a larger goal. In addition, when
people open up and teach one another, the group gains
the depth of understanding and perspective necessary
to generate and implement novel ideas in
transformative Leadership service. Similarly, [81]
argued that when led by a transformative leader,
people are more likely to take risks and open up about
their areas of expertise. Innovation goals come across
as exciting, interesting, and even achievable when the
mind is stimulated, the emotions are stirred, and the
Leadership is inspired [1].

Accordingly, our study is carried out to further explain
the TL's consequence on the relationship between
knowledge sharing and innovative work behavior. We,
therefore, propose the following hypothesis:

H5:  Transformational leadership moderates the
relationship  between knowledge sharing and
innovative work behavior.

Figure 1 presents the model of interaction of KSIS and
IWB with moderating role of TL. To

Transformational
Leadership

Knowledge Sharing
Information System

Tacit Knowledge

(+)

Innovative Work

system

Explicit Knowledge
system

(+)

Behavior

Figure 1: Research Framework

We use explicit and tacit knowledge to validate the hypotheses in the study.

I1l. METHODOLOGY

3.1. Sample:

Questionnaires were distributed to 300 employees of
various companies. Out of these, 240 were filled and
used in the study, filled from the employees of the
software houses which is situated in Rawalpindi and
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Islamabad, yielded a response rate of 80.8%. The
identities of participants were kept confidential.

3.2. Instrument Development:

The following three constructs are intended to be
measured in this study: knowledge sharing, Innovative
Work Behavior and Transformational Leadership. For
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creating the questionnaires, highly reliable scales were
examined from various articles and publications on
KSIS, IWB and TL.

All scales adapted for this study are seven-point Likert
scales. The Knowledge Sharing Scale [80] was
adapted for this study. This scale comprises two
dimensions; Explicit Knowledge (6-item scale) and
Tacit Knowledge (7-item scale). 13 items are used to
measure the Knowledge sharing tendencies among
employees.

A 9-item Innovative Work Behavior scale was
developed for this study based on the scale for
individual innovative behavior in the workplace [64],
which was later used and modified by [38]. Three scale
items refer to idea generation, three to idea promotion
and three to idea realization. Employees and
supervisors completed this scale to measure the extent
of IWB in the organization.

The Transformational leadership scale is a 7-item
scale, retrieved from [14]. This scale is a short form of
the Global TL scale. It measures the employees'
perception of TL characteristics in their managers. The
questionnaires are provided in Appendix 1.

IV. RESULTS

Results and Discussion

The findings support the first hypothesis (Table 1),
which suggests that a KIS positively affects the
organizational output. The significance of the positive
association between these two variables was further
supported by the correlation coefficient, which was
R=0.62 with a p-value of less than 0.05. When the
significance level of a test is set at 0.05, the beta
coefficient value (Pl) of 0.41 indicates that a
Knowledge Sharing Information system is regarded as
a vital component for achieving organizational
productivity. This demonstrates the importance of a
knowledge-sharing information system in boosting
productivity in businesses. Therefore, we accept H1.
Like H1, TKSIS positively affects IWB (with a
coefficient value of 0.36, p0.00). Contrarily, the
coefficient value of 0.56 for the effect of EKSIF on
organizational productivity supports the third
hypothesis.

4.1. Hypotheses Consequences

Firstly, the effect of the independent variable (KSIS)
on the dependent variable (IWB) was analyzed. Then
the effect of the independent variable (KSIS) on the
mediator variable (TL) was analyzed. Finally, the
independent and moderator variables' effect on the
dependent variable was analyzed.

Hi: and H predict that Explicit and Tacit KSIS
positively impact IWB. The results are in line with the
hypotheses. Hence, H, and H; are accepted.
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Hs and Hs predict that TL positively impacts both
KSIS and IWB. The results show that a TL affects
KSIS and IWB positively. Hz and Hy4 are therefore
accepted.

Hs predicts the positive effect of TL as a moderator in
the relationship between KSIS and IWB. The results
have determined the positive impact of TL as a
moderator; hence Hs is accepted.

Table 1: Summary of Hypotheses results H1-H3

Connection Beta Critical | P value Decision /
Between value Value Remarks
Variables
B1 IWB<«TKS) 0.41 13.45 0.00 Supported
B2 IWB<« EKS) 0.36 11.21 0.00 Supported
B3 (IWB<« KSIS) 0.56 16.84 0.00 Supported

Table 2 Model Coefficients for Conditional Indirect
Effects of Knowledge Management information
system on Innovative work behaviour through
Transformational Leadership

Consequent
M (KSIS) IWB (Rep. Int.)
Antecedent Coeff SE P Coeff SE P
M (KSIS) B — _ b, | 0521 | 0.054 <0.01
V (TL) b, 0.321 0.032 <.012
MXV - by 0.714 0.014 0.003
Constant iy 0.390 0.024 <.001 i; 0.721 0.543 <.002

Moderation Analysis

Similarly, Hypothesis H4 (Table 2) indicates that the
Knowledge Management information system has
significantly validated that the relationship between
KMIS and Innovative Work Behavior is supported. It
is shown that the Knowledge Management
information system with transformational Leadership
is demonstrated with a 0.321 beta coefficient value at
a significance level of 0.05. Moreover, conditional
indirect impact at each level is found substantial. The
relationship of the Knowledge Management
informational system with the Transformational
Leadership (moderator) regressed considerably with
Innovation work behaviour indicated by a beta
coefficient of value= 0.714 at a 0.003 significance
level. The findings validate the H4 hypothesis that TL
moderates the linkage between KMIS and IWB, which
verifies the H4 hypothesis.

V. DISCUSSION

In this study, we determined the significant and
positive effect of TL as a moderator in the relationship
between KSIS and IWB. Theoretical and Practical
implications are given below.
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5.1. Theoretical Implications

The findings of this study show that both tacit and
explicit KSIS have a positive and significant impact on
IWB in organizations. This finding is supported by
previous studies that suggest that KSIS increases IWB
among employees [33], [35]. Tacit Knowledge, in
particular, provides a competitive advantage because
it cannot be altered or perfectly imitated [48].
According to the findings obtained in this research,
transformational leaders ensure that the innovative
talents of employees foster by encouraging KSIS
among them. This outcome suggests that the tendency
of KSIS among employees that work under
transformational leaders widens, and consequently
they will demonstrate IWB [3], [57]. Shared
Knowledge helps TL and employees rapidly respond
to new information and the external environment,
fulfil the task efficiently, and solve existing problems,
resulting in the enhanced innovative capacity of
employees. The results of empirical studies carried out
in various sectors also support this result.[16], [44].
Hence, this research contributes to existing literature
proving that TL has a positive effect on both KSIS and
IWB as moderators.

5.2. Practical Implications

The results of this study are beneficial for managers
and practitioners. In order to improve innovation for
organizational sustainability, managers must adapt the
transformational leadership style. Especially if top
management should show the characteristics of TL,
the effects will be visible throughout the organization.
Managers with creative and out-of-the-box thinking
will influence their employees to do the same. Hence,
creativity and team play should be essential while
hiring employees, especially for managerial posts.
KSIS is a difficult process. Policies and infrastructure
for KSIS should be developed. It is seen that in
organizations where managers share Knowledge and
experience with their employees, the employees also
participate in KSIS. Managers should therefore
involve their employees in decision-making and share
Knowledge on their end, so they are encouraged to do
the same.

In order to promote IWB, employees should be
provided with training and development programs to
be equipped with the tools to contribute to
organizational performance in unique ways. Change is
a slow and difficult process. It is often unwelcomed by
organizational members. The management has to be
efficient at TL to mould employees' minds for an
innovative work environment. Organizations that
employ these practices and encourage such behaviors
sustain in this knowledge-based, competitive market.

5.3. Limitations and Future Research
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This study is general and not limited to a particular
section or industry. Therefore, future research can
focus on a specific type of industry, and it may yield
different results. Further dimensions of TL can be
added as moderating factors. The effect of other
Leadership styles such as transactional, autocratic, and
democratic styles on the relationship between KSIS
and IWB can be studied. Other variables, moderators
or mediators, can be added to the model, such as;
organizational support, communication, and Team
Culture. International comparisons can further
analyses the relationship between KSIS and IWB.
Different data collection and analysis methods can be
utilized.
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