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Firm Performance as Mediated by Knowledge Sharing Behaviour and Moderated
by Technology Advancement
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Abstract

Background: Due to trends and the integration of talent management and information sharing in the contemporary workplace, research on
knowledge sharing bas surged in the last several decades. Though knowledge concealing has not been well studied, attempts to promote information
sharing have not been successful becanse workers are reluctant to share their expertise for a variety of reasons. This research examines how the social
and performance management contexts may work together fo enbance organisational innovation performance from the management context viewpoint.
Aim: The link between motivation, organisational support, organisational norms, and knowledge exchange behavionr might be moderated by
technological innovation.

Method: We propose that the social environment and the context of performance management are preceded by psychological safety, collaborative
action, and control distance—all facets of organisational culture. We collected survey data from 3071 employees of Chinese businesses.

Results: The results of our data analysis demonstrate that the impacts of psychological security, collective action, and distance from authority on
innovative performance are totally mediated by the social setting and performance management context. Particularly, power distance has having an
adverse direct influence on innovation performance, whereas mental security and collectivism have beneficial benefits.

Conclusion: Our study adds to the body of knowledge in innovation management by providing insights into how businesses may create management
contexcts that improve their success in innovation.

Keywords: Organizational Support, Develop Management, Innovation Performance, Psychological Safety, Chinese Organizations, Social Context,
Knowledge Sharing Behavionr, Inciuding Psychological S afety, Collectivism, Firms.

I. INTRODUCTION

The majority of commercial banks don't invest much money, time, or effort in internal growth strategies.
Furthermore, [1], keeping high-performing and productive staff members in commercial banking institutions is a
difficult undertaking. For example, employee disengagement brought about by a lack of organisational support
results in lost productivity estimated to be between $§450 and 550 billion.

Approximately 79% of the workforce in Jordan works in the service industry, making it one of most strongly
significant economic sectors in the country [1, 2]. The banking industry employs the greatest number of people in
the service sector and has the highest capitalization on the Amman Stock Exchange [2, 3]. The gross domestic
output of Jordan was around $42 billion in 2018. With access to cutting-edge information technology systems, the
banking industry is a saturated market that accounts for about 28% of the GDP.

The evolution of the worldwide business landscape has prompted financial institutions to streamline their offerings
and explore knowledge management as a means of enhancing their competitive advantage. Due to the intense
competition they face, [3, 4], Jordanian banks naturally want to survive and make money. Financial and lending
organisations are always up against obstacles like more effective service delivery and risk-taking with more intricate
and ethereal profiles.
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Human Capital (HC) and Organizational Support (OS) for entrepreneurial activities have both been key but
different topics of management study throughout the past three decades. On the one hand, an organization's
supportive environment is characterised as an internal climate component that helps organisations encourage
organisational entrepreneurial activity.

Conversely, HC is seen as a key competency and one of the primary markers of organisational learning. As a result,
both enhance the inventive performance of the organisation [4, 5]. Upon reviewing the relevant literature, we find
that there are surprisingly few empirical research examining the relationship among OS for business ventures and
the quality of HC, as well as the combined effect these studies have on creative performance. The majority of
research looked at the impact of OS and HC on organisational performance independently.

Businesses today, especially those in the textile sector, must overcome both internal and external obstacles to
remain viable in the global economy of the digital age. Companies face risks from global and national rivalry,
technical advancements, and growing expansion as external difficulties. They have expanded inner strain to foster
new, upgraded labour and products. To get Competitive Advantages (CA) and keep a benefit over rivals,
organizations should focus on all areas of expanding their organization proficiency, including speed, quality,
evaluating, innovativeness, and client reaction |5, 6].

CA makes it possible for businesses to run more effectively or productively than their rivals. However, because of
globalisation, technology innovation, and shorter product life cycles, the market in which these benefits are gained
is always shifting. The strategic competence that underpins the pre-eminence should set the company apart from
its rivals, particularly in the international marketplace where service and manufacturing are becoming more and
more integrated; otherwise, [7, 8], there is no significant CA.

As the research asks, "What are the variables that contribute for growing CA in a competitive company setting?" it
has emerged as a critical outcome variable. Organisational culture (OC) is essential to corporate competitiveness
since it has shaped almost all business advancements, as high-performance cultures have shaped business progress.
Emphasised the significance of OC, noting that it has a major impact on employee attitudes and greatly enhances
organisational performance.

"Employees' shared values, beliefs, or opinions concerning the organisation and its environment" is how Schein
describes organisational culture. Denison and Mishra identified four cultures, including "adaptability, mission
involvement, and consistency,”" in contrast to previous research that based their four cultural typologies on
"creative, quality, supportive, and productive culture [7, 8]”.

While engagement and consistency are inwardly focused, adaptability and purpose are outwardly oriented. Create
a Competing Value Framework (CVF) model that incorporates the four typologies of culture: market, clan,
hierarchy, and adhocracy [9]. These cultural typologies, which often aim to improve company performance, are
founded on stability and adaptability. Hence, OC has important ramifications for encouraging or impeding
knowledge-sharing and creative endeavours that have an impact on corporate performance.

Connotations of innovation include "newness," "success," and "change." Organisational Innovation (OI) is
important for processes and results in organisations, according to Demircioglu. Specifically, contend that Ol is a
crucial source of CA and that creative firms are reasonably adaptable in using new techniques and resources to
create new chances and take advantage of already-existing company development prospects [10].

Thus, organisational advancement via KS and OI demonstrates a fruitful strategy for achieving corporate excellence
and competitiveness. Prior to that, research confirmed that OC is a prerequisite for KS and OI to support the
operation of a business. Furthermore, it is highlighted that OC is a critical component of both organisational
innovation and knowledge management. Research findings indicate that OC plays a significant role in KS and OlI,
and that KS and OI are effective ways to support CA [11].

Investments made by ultramodern organisations are mostly made in intangible, difficult-to-identify assets. To
generate and preserve competitive advantage, these assets primarily depend on knowledge generation and
acquisition as well as human resource management techniques. In an era marked by fewer job role definitions and
an information-dependent economy, knowledge is one of the essential components that may be used to establish
a lasting competitive advantage [11, 12].

Even if acquiring information is important, it is useless if it is not shared. As a result, learning can only be fully
used and maximised when it is shared for organisational purposes. Knowledge sharing among co-workers might
sometimes expose the person who shares it to social awkwardness or doubt. Employees are aware of the negative
effects of information sharing even if it might be advantageous since it could jeopardise their standing or
importance inside the company. Information concealing results from workers' preference to keep their information
to themselves. Employees that intentionally withhold information from their colleagues are engaging in knowledge
concealing behaviour [12, 13]. This activity is caused by two main elements: situational and interpersonal variables.
Enhancing an organization's capacity for innovation and performance has grown to be a top priority. Researchers
have looked at a number of strategies for improving innovation performance and capabilities, such as enterprise
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strategy development and execution as well as the use of innovative management techniques and resources [13,
14].

Studies that look at organisational culture, organisation, and atmosphere as well as the effects of organisational care
and the social work surroundings on worker creative behaviours have also looked at the relationship between
organisational elements and performance in innovation from an organisational level. Despite these attempts, few
research have addressed the fundamental process of this association [14, 15].

The connection between authoritative culture and execution in development was the subject of before research,
yet it didn't look at the exact impacts of mental security, community, or power distance on how advancement works
or explain the component by which hierarchical culture impacts development execution.

In light of this, this research investigates how culture affects innovation performance from a management context
viewpoint. To be more precise, we use the management context viewpoint to look at the ways that performance
management and social context might improve organisational innovation performance [15, 16]. We propose that
two key cultural elements influencing creativity in Chinese businesses are collectivism and power distance, with
psychological safety among employees also playing a role.

1.1 Corporate Culture

A group's common meanings enable its members to understand and influence their surroundings. This is known
as its culture. A "mix of curios (some of the time alluded to as techniques, communicating images, or structures),
convictions and values, and principal assumptions that representatives in an association share about proper way of
behaving" is the expansive meaning of hierarchical culture [17, 18]. The presence of a recognizable association —
that is, one in which an enormous number of people team up to accomplish a specific objective inside a
foreordained setting — is vital for the production of hierarchical culture. The environment that an association's
way of life makes might meaningfully affect functional and business execution.

1.2 Safety in Psychology

Early on, the idea of psychological safeguarding was implemented on both an individual and a team basis.
Psychological safety, on an individual basis, is the ability of workers to carry out their duties, take action, and show
themselves without fear of negative effects on their reputation, standing, or career [18, 19]. A common conviction
among group members or a collective environment inside the team that encourages workers to take on
interpersonal dangers inside the team is characterised as psychological protection at the team level.

Beyond interpersonal trust, team psychological safety defines an organisational culture that values mutual respect
and interpersonal trust. Expand the idea of psychological protection to the level of organisations, with the
understanding that official and informal organisational policies and procedures should direct and foster transparent
and sincere interpersonal communications inside the workplace.

1.3 Collectivism

Power distance, collectivism against individuality, masculinity versus feminism, aversion to uncertainty, and for a
long time versus short-term otientation ate among Hofstede's five aspects of national culture. According to
Hofstede, individuals only think regarding themselves and their close family members in an individualistic culture,
and they have relatively distant interactions with other people [19, 20]. People in collectivist societies are deeply
entwined in their social networks, cherishing member loyalty and feeling emotionally reliant on their community.

1.4 Power Distance

Another aspect of national culture that Hofstede identified is power distance. Hofstede claims that power distance
measures how much people tolerate power disparities in teams, businesses, or organisations. Members of an
organisation with minimal power distance are more motivated to exchange information, voice personal opinions,
and take part in organisational decision-making, all of which foster individual creativity [21].

1.5 Framework of Organisational

The organisational environment is defined as the policies, guidelines, and principles that support a robust work
ethic and fervent engagement inside the company. This includes "hard" and "soft" workplace elements, each of
which serves a certain purpose.

1.6 Performance Management Context

The degree to which an organisation sets performance objectives to encourage its people to satisfy expectations
and work towards more ambitious goals is known as the Performance Management Context (PMC) [21, 22]. Stretch
and discipline are two of fundamental characteristics impact labourer direct. The expression "discipline" alludes to
both the accessibility of unequivocal guidelines, targets, and reliable punishments that consider labourers capable
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and centre their work energies notwithstanding the presence of straightforward, open, and nonstop administration
frameworks that control representative way of behaving and mentalities. Stretch, on the contrary hand, portrays
requesting targets or points that approach labourers to go past what is conceivable with their current capacities.
Prior research has shown how knowledge management enhances workers' software development abilities and skills
while also facilitating the efficient execution of software processes.

But the majority of these research consisted of case-based observations of specific businesses. As of right now,
there is insufficient empirical and quantitative data to fully comprehend how knowledge management approaches
affect SPI deployment and success. Thus, we seek to investigate how information sharing affects SPI success in
more detail in this research. Furthermore, organisational culture and the backing of upper management are two
organisational antecedents that may have a significant impact on how much people share their knowledge,
according to knowledge-management research [22, 23]. Little has been discovered about how organisational culture
and senior management support may impact sharing knowledge in an environment of SPI success based on earlier
SPI research.

As a result, the research divides organisational culture variables that affect company innovation into three
categories: power distance, collectivism, and psychological safety. This research is novel because it looks at
management context as an influential factor in the interaction between innovation performance and organisational
culture [24, 25]. It also looks at the impact of organisational culture on innovation accomplishment from different
angles of performance management and social context [25]. The results of this study contribute to our
comprehension of the mechanism by which organisational culture affects innovation performance and provide
organisations with useful advice on creating management environments that foster innovation performance.

1.7 Objectives of the study

e Examine how information sharing conduct affects company performance and how incentive, support from the
organisation, and organisational norms work together.

e Examine how the link between motivation and company performance is mediated by technological innovation.

e Examine how employee conduct and results are impacted by organisational culture and norms.

II. LITERATURE REVIEW

[Yadav, M., 2019] [26] This research aims to investigate the association between freelancers' knowledge-sharing
habits and transformative leadership. The research also emphasises how employee engagement mediates the
connection and how social support moderates it. The research used confirmatory factor analysis to ascertain the
reliability and accuracy of the model being examined. The Pearson correlation coefficient was employed to examine
the relationship between the variables. Furthermore, mediation and moderating mediation were tested using Hayes
(2013)' PROCESS macro. Freelancers' behaviours related to gathering and contributing knowledge were impacted
by transformational leadership. Employee engagement acted as a mediator in this relationship. It was discovered
that the mediated connection between transformative leadership and knowledge-gathering behaviours via employee
engagement was moderated by social support. Regarding knowledge donation behaviour as a dependent variable,
a comparable outcome was discovered.

[Singh, S. K., 2021] [27] Relatively little research consideration has been paid to open innovation as a driver of
organisational success of Small and Medium-Sized Enterprises (SMEs). We looked at the causes and effects of
open technology in SMEs using the resource-based and knowledge-based views of businesses. We used the model
of structural equations to evaluate the hypotheses after gathering multisource data from 404 SMEs. According to
our research, open innovation is affected by the knowledge-creating activities and knowledge value of top
management, which in turn affects organisational success. The study's findings are examined in the context of
earlier research and provide suggestions for how open innovation philosophy and practice may change.

[Alpkan, L., 2010] [28] This papet's primary goal is to examine the direct and indirect impacts that human capital
and organisational support have on businesses' capacity for innovation. It is likewise important to investigate the
particular impacts of the authoritative sponsorship aspects, which include: the board support for concocting and
laying out clever business thoughts; extra energy designation; hierarchical designs that are advantageous as far as,
say, decentralized government level or independence in direction; the right use of inspiration and prizes; and
capacity to bear missteps or disappointments while endeavouring imaginative or unsafe undertakings. Through a
poll review including 184 assembling firms in Turkey, the review creates and tests a hypothetical examination model
where the hierarchical advance estimations are the free factors, imaginative accomplishment is the ward fluctuating,
and the capital of workers plays a directing part in this relationship.

[Masa'deh, R. E., 2016] [29] Adoption of knowledge shating has been seen as an important organisational practice.
Nonetheless, a little amount of empirical evidence supports the notion that these organisations place a high priority
on the depth of their knowledge bases. This research aims to explore how workers' knowledge sharing behaviours
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are influenced by both transactional and transformational leadership styles, and how these practices affect job
performance and ultimately company success. 179 workers of the Jordanian Higher Ministry of Youth provided
data, which was experimentally evaluated via the use of structural equation modelling.

[Donate, M. J., 2011] [30] The goal of this research is to evaluate how organizational elements such as values of
culture, management and Human Resource (HR) practices impact knowledge discovery and utilisation practices
and invention via an empirical study. Six theories were developed from the knowledge-based perspective of the
company and statistically examined in 111 creative Spanish enterprises. The purpose of the survey technique was
to collect information on Knowledge Management (KM) practices and specific organisational characteristics that
are relevant to them in businesses.

[Wu, I. L., 2014] [31] The purpose of this study is to establish a methodology for accurately assessing the value of
Knowledge Management (KM). Despite significant expenditures in knowledge management, empirical studies have
indicated little to no gain in organisational performance. The knowledge-based view's knowledge resources serve
as the foundation for KM-driven performances. Moreover, business process skills act as a mediator between the
KM-driven performances. Because it acts as a moderator of knowledge resources, organisational learning is a crucial
complement to knowledge management. For defining performance along with the connections amongst these
problems, a model was put out. The purpose of the survey was to gather empirical data. For path analysis, partial
least squares were used.

[Jyoti, J., 2017] [32] This research aims to investigate the influence of the ability, motivation, and opportunity model
on organisational performance in the highly successful work system. Additionally, an assessment has been
conducted on the moderating function of knowledge management in relation to the high-performance employment
system and organisational performance. The data was gathered via the use of questionnaires from 246 workers and
58 managers who worked for telecom companies in Jammu and Kashmir, North India. Both exploratory and
confirmatory factor analyses have been used to verify the acquired data. Using AMOS and SmartPLS3 software,
structural equation modelling has been used to evaluate hypotheses. Additional discussions have focused on the
theoretical, managerial, and socio-economic ramifications.

[Hu, M. L. M., 2009] [33] The performance of service innovation has been shown to be significantly impacted by
sharing knowledge and team culture. Nonetheless, there hasn't been a lot of in-depth study done on these topics.
The findings of this research validate the function of team culture in preserving and regulating the association
between sharing knowledge and innovative service effectiveness. Sixty-one staff members of foreign tourist hotels
tested the research framework created for this study. The results of the survey showed that there are substantial
and positive correlations between team culture, information sharing, and service innovation success.

2.1 Hypothesis

H1: Social context benefits from psychological safety.

H2: The performance management environment and psychological safety are positively correlated.

H3: The performance of innovations is positively impacted by the social setting.

H4: Innovation performance is positively impacted by the context of performance management.

III. METHODOLOGY

In order to test the theories, we conducted a survey. High-tech businesses from three significant Chinese cities—
Xi'an, Chengdu, and Guangzhou—were included in our sample. We reached out to MBA students at business
schools, [34] providing them with information-collection questionnaires to gather fundamental details about their
particular companies. We eliminated high-tech companies (Fig. 1). Through them, we made contact with businesses
and sent out surveys. Additionally, in order to get additional samples, we created an online survey and encouraged
friends and co-workers to send it.

Organizational Organizational
Culture Context

Psychological Social Context
Safety .

\ns
\
Collectivi \ Innovation
ollectivism H4 / Performance
/

Performance /
M

H2 anagement

Context

\

H1

Power Distance

3
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Fig. 1 Conceptual Structure.
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3.1 Samples

Before the official data gathering 50 workers participated in a pre-test to ensure the validity and soundness of the
questionnaire. 52 firms received investigations via email as part of the official study. We gathered useful replies
from 142 junior employees (71% respond rate), 105 middle-management staff members (75% responding rate),
and 54 execs (67.5% responding rate) throughout 44 functional areas out of the total of 420 survey responses that
were distributed. The respondents were from diverse departments and jobs and had varying rankings, which
guaranteed the variety of the sample. Following the removal of partial answers, 301 valid surveys were obtained,
yielding a 71.7% response rate.

Cronbach's alpha coefficient and Composite Reliability (CR) were used to assess the measures' reliability (Table 1)
[35]. Every latent variable that is examined has a Cronbach's alpha coefficient (CR) more than 0.7, which indicates
strong reliability and high internal coherence of the data. Discriminant and convergent validity were used to assess
the measures' validity. The findings showed strong discriminant validity, [36], with each variable's root-mean-square
of the Average Variance Extracted (AVE) being larger than the Pearson correlation of the variable with every other
variable (Table 2). Furthermore, all item standardised factor loadings were larger than 0.5, and all latent variable
matching AVEs were higher than 0.5, suggesting strong convergent validity.

The internal coherence or reliability of a collection of survey questions is gauged by the Cronbach's alpha
coefficient, whose formula is:

N*C

adXA=—"—
V+(N-1)*C

Table 1 The variables' dependability and validating factor analysis.

Variable Item Factor loading | Cronbach’s lodging AVE | CR.
Social context | Lechnological innovaton s readily |, 5, 0.698 0.897 | 0.597
embraced in our organisation.
Psychological 'Iﬂdlvldl.lals. in this team actively look for 0.986 0.264 0598 | 0.249
safety innovative ideas.
Collectivism strong commitment o other individuals and | ) 5 0.498 0596 | 0.269
organisations
Power distance | nployee opinions should not be often | ) o, 0.597 0569 | 0.249
solicited by managers.
Performance In order to fostet innovation, our firm will
management {1 ofder o toster fnovatior, ou W 0.498 0.298 0.641 | 0.691
modify its organisational structure.
context ’
Innovation The market responds well to th'e inventive | ;o 0.489 0698 | 0.649
petformance goods produced by our organisation.
Table 2 Table of Variable Correlation Coefficients.
Innovation | Performance Collectivis Power
Performan | Management Social context | Psychological safety v oW
’ m distance
ce Context
Innovation
(0.598)
performance
Performance ok
Management Context 0597 (0.986)
Social Context 0.598** -0.001 (0.398)
Psychological Safety -0.698** 0.697** 0.037 (0.089)
Collectivism 0.649** 0.896** 0.096** 0.08 (0.896)
Power Distance -0.596 -0.598** -0.498** -0.698** -0.986** (0.896)

IV. RESULTS

Structural Equation Modelling (SEM) was used in this study to examine the assumptions. SEM is a multivariate
approach based on an architectural framework showing causal links among numerous variables. Using AMOS 24.0,

a maximum-likelihood estimation approach was used to fit the study model. As seen in Table 3.

Table 3 Measures of fit for the SEM test.

Metric CMN/DF RMSEA TLI IFI CFI
Judgment criteria <4 <0.09 <0.8 <0.4 <0.59
Correcting model data | 5.3365 0.896 0.4975 0.9756 0.6972
Fits Idea Idea Idea Idea Idea
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Table 4 demonstrates that social environment was significantly positively impacted by psychological safety, with a
generalised regression coefficient of 0.215 (p less than 0.05). Conversely, power distance displayed a standardised
path coetficient of -0.275 (p < 0.05) indicating a substantial detrimental effect on social environment. These results
validate Hypothesis 1. With a standardised route coefficient of -0.247 (p < 0.05), distance to power was shown to
have a substantial negative impact on the performance of the administration environment [37]. These findings lend
credence to Hypothesis 2. H3, which states that social context significantly improves the efficacy of innovation, is
supported by the standardised path coefficient for the relationship connecting social environment and innovative
performance, which was determined to be 0.137 (p < 0.05). In a similar vein, H4—that is, that performance
management context significantly improves innovation performance—was confirmed by the standardised path
coefficients between performance administration context and performance in innovation, which was 0.790 (p <

0.05).

Table 4 Findings from the direct effects hypothesis test.

Hypothesis Standardization Path Coefficient | S.E. Results

H1 0.596** 0.054 | Supported

H2 0.526%* 0.216 | Supported

H3 -0.269** 0.100 | Supported

H4 0.496** 0.360 | Supported
V.DISCUSSION

Our findings contribute to a better theoretical understanding of the elements that support successful company
innovation. Our study highlights how psychological stability, collectivism, and power inequality improve innovation
performance by encouraging the flow of innovative ideas and enhancing creativity [38]. This research provides
fresh insights into the causes of good outcomes in the performance of innovation by including the social
environment and the performance monitoring context as important factors. These findings have significant
ramifications for the body of knowledge already available on leadership in teams and creativity. They also provide
recommendations for companies looking to foster innovation and boost employee creativity.

According to our third hypothesis, knowledge concealing and extra-role activities are significantly correlated
negatively. In a more subtle way, people who share their expertise are rewarded with information from peers and
favourable social perceptions, but they are also upset and hurt by losing access to unique information. Similar
claims about creativity may be found in the literature, although this connection has seldom been examined. By
presenting empirical data about the negative impact that information concealment on extra-role behaviours, we
filled this study vacuum.

Therefore, it is advised that bank managers identify and address the causes of knowledge concealing among their
staff members, since these workers are less likely to participate in extracurricular activities. The outcome supports
our fourth hypothesis, which states that knowledge-hiding practices are positively correlated with psychological
entitlement.

5.1 Limitation and Future Works

This is due to the fact that people who feel psychologically entitled often justify their choices in order to forward
their own agendas. According to POK theory, people seck information and hold onto it in order to stay firmly in
charge or when they feel their accomplishments are not given the proper credit ot recognition. Said that "high-
status members can impede or skew the flow of intra-team knowledge in order to further their personal agendas,
thereby jeopatdising team performance." Most of these high-status individuals are competent employees who could
have strong psychological entitlements. The takeaway from this is that managers need to keep an eye on and assess
workers' sense of entitlement since it negatively impacts the organization's ability to share information.

In this patt, we discuss the study's shortcomings and future study potental. First of all, we recognise that the results
of our research, which were derived from Chinese high-tech companies' data, may not apply to other sectors of
the economy or nations. Nonetheless, we think that there is a connection between corporate success, collectivism,
power distance, and psychological protection in both Chinese and foreign businesses. Various cultures may have
various degrees of existence, which emphasises the necessity for future study to take a wider variety of objects and
geographical regions into account.

Our study focuses on how internal organisational elements affect the success of company innovation. Further
investigation should focus on a few other areas, including the connection between innovation performance and
the talent ecosystem, the impact of social and managerial performance contexts, and the effects on psychological
safety, collective action, distance to power, and interactions. With more research, it is anticipated that the
mechanisms that underlie enterprise innovation achievement will become more fully understood. This will enable
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the establishment of a more favourable social context and more effective performance management techniques,
which will enhance enterprise innovation performance.

VI. CONCLUSION

The capacity to generate and use organisational knowledge will become more important for businesses to remain
competitive in the knowledge era that we have entered. Therefore, it is necessary to determine which people
management strategies are most likely to promote knowledge flows. Our attempt in this essay has been to provide
some theoretical suggestions on the important factors that might influence knowledge-sharing behaviour.
Behaviours that communicate knowledge indirectly by influencing the intention to share. Human resource
management as it is now understood suggests that it ought to possess a strategic focus that enables an organisation
to create the special human capital required to create a long-term competitive edge. This suggests that in order for
an organisation to flourish, several sorts of human capital would probably be needed depending on its strategy.
This study is unique in that it looks at management context as an influential variable in the connection between
innovation performance and organisational culture. It also looks at the impact of organisational culture on
inventiveness achievement from a combination of performance management and social context. The analysis's
tindings imply that although psychological security and collectivist have a favourable impact on social environment,
they have no direct bearing on the output of creativity. In contrast, the link between psychological security,
collectivism, and innovative performance is mediated by organisational setting, which includes both social and
performance management contexts. The results of this study contribute to our comprehension of the mechanism
by which organisational culture affects innovation performance and provide organisations with useful advice on
creating management environments that foster innovation performance.

VIIL.REFERENCES

1. Xinchun Wang, Dennis B. Arnett, Limin Hou, Using external knowledge to improve organizational
innovativeness: understanding the knowledge leveraging process, J. Bus. Ind. Market. (2016).

2. Karolos-Konstantinos Papadas, George J. Avlonitis, Marylyn Carrigan, Lamprini Piha, The interplay of
strategic and internal green marketing orientation on competitive advantage, J. Bus. Res. 104 (2019) 632—643.

3. Jan-Michael Becker, Kristina Klein, Martin Wetzels, Hierarchical latent variable models in PLS-SEM:
guidelines for using reflective-formative type models, long. Range Plan. 45 (5-0) (2012) 359-394.

4. Joseph F. Hair, G. Tomas M. Hult, Christian M. Ringle, Marko Sarstedt, A Primer on Partial Least Squares
Structural Equation Modeling (PLS-SEM), 2017.

5. Christian M. Ringle, Marko Sarstedt, Detmar W. Straub, Editor’s comments: a critical look at the use of PLS-
SEM in" MIS Quarterly, MIS Q. (2012)

6. Martin Wetzels, Gaby Odekerken-Schroder, ” Claudia Van Oppen, Using PLS path modeling for assessing
hierarchical construct models: guidelines and empirical illustration, MIS Q. (2009) 177-195.

7. Joseph F. Hair, G. Tomas M. Hult, Christian M. Ringle, Marko Sarstedt, A Primer on Partial Least Squares
Structural Equation Modeling, 2014.

8. Claes Fornell, David F. Larcker, Evaluating structural equation models with unobservable vatiables and
measurement errot, J. Market. Res. 18 (1) (1981) 39-50.

9.  Christian M. Ringle, Marko Sarstedt, Erik A. Mooi, Response-based segmentation using finite mixture partial
least squares, in: Data Mining, Springer, Boston, MA, 2010, pp. 19—49.

10. Jorg " Henseler, Christian M. Ringle, Marko Sarstedt, A new criterion for assessing discriminant validity in
variance-based structural equation modeling, J. Acad. Market. Sci. 43 (1) (2015) 115-135

11. Christian Nitzl, Jose L. Roldan, Cepeda Gabriel, Mediation analysis in partial least squares path modeling:
helping researchers discuss more sophisticated models, Ind. Manag. Data Syst. (2016).

12. Keld Laursen, The importance of sectoral differences in the application of complementary HRM practices for
innovation performance, Int. J. Econ. Bus. 9 (1) (2002) 139-156.

13. Carmen Cabello Medina, Antonio Carmona Lavado, Ramon ~ Valle Cabrera, Characteristics of innovative
companies: a case study of companies in different sectors, Creativ. Innovat. Manag. 14 (3) (2005) 272-287.

14. Mayes, B. T., Finney, T. G., Johnson, T. W., Shen, J., & Yi, L. (2017). The effect of human resource practices
on perceived organizational support in the People’s Republic of China. The International Journal of Human
Resource Management, 28 (9), 1261-1290.

15. Netemeyer, R. G., & Maxham, J. G. (2007). Employee versus supervisor ratings of performance in the retail
customer service sector: Differences in predictive validity for customer outcomes. Journal of Retailing, 83(1),
131-145.

16. Neves, P., & Eisenberger, R. (2014). Perceived organizational support and risk taking. Journal of Managerial
Psychology, 29 (2), 187-205.

www.KurdishStudies.net



17.

18.

19.
20.

21.

22.
23.

24.
25.

20.

27.

28.

29.

30.

31.

32.

33.

34.
35.

36.

37.

38.

ZhRuan, Chelliah 6239

Uzkurt, C.; Kumar, R.; Ensari, N. Assessing Organizational Readiness For Innovation: An Exploratory Study
on Organizational Characteristics of Innovativeness. Int. J. Innov. Technol. Manag. 2013, 10, 1350018.
Bammens, Y.P.M. Employees’ Innovative Behavior in Social Context: A Closer Examination of the Role of
Organizational Care. J. Prod. Innov. Manag. 2016, 33, 244-259.

Schein, E.H. Coming to a new awareness of organizational culture. Sloan Manag. Rev. 1984, 25, 3—16.
Detert, J.R.; Schroeder, R.G.; Mauriel, ].J. A Framework for Linking Culture and Improvement Initiatives in
Organizations. Acad. Manag. Rev. 2000, 25, 850-863.

Choi, Y.; Ingram, P.; Han, S.W. Cultural Breadth and Embeddedness: The Individual Adoption of
Organizational Culture as a Determinant of Creativity. Adm. Sci. Q. 2023.

Schein, E.H. The role of the founder in creating organizational culture. Organ. Dyn. 1983, 12, 13-28.
Cadden, T.; Marshall, D.; Cao, G. Opposites attract: Organisational culture and supply chain performance.
Supply Chain. Manag. Int. J. 2013, 18, 86—103.

Minkov, M.; Hofstede, G. The evolution of Hofstede”s doctrine. Cross Cult. Manag. Int. J. 2011, 18, 10-20.
Triandis, C.H.; Gelfand, J.M. Converging measurement of horizontal and vertical individualism and
collectivism. J. Personal. Soc. Psychol. 1998, 74, 118.

Yadav, M., Choudhary, S., & Jain, S. (2019). Transformational leadership and knowledge sharing behaviours
in freelancers: A moderated mediation model with employee engagement and social support. Journal of Global
Operations and Strategic Sourcing, 12(2), 202-224.

Singh, S. K., Gupta, S., Busso, D., & Kamboj, S. (2021). Top management knowledge value, knowledge
sharing practices, open innovation and organizational performance. Journal of Business Research, 128, 788-
798.

Alpkan, L., Bulut, C., Gunday, G., Ulusoy, G., & Kilic, K. (2010). Organizational support for intrapreneurship
and its interaction with human capital to enhance innovative performance. Management decision, 48(5), 732-
755.

Masa'deh, R. E., Obeidat, B. Y., & Tarhini, A. (2016). A Jordanian empirical study of the associations among
transformational leadership, transactional leadership, knowledge sharing, job performance, and firm
performance: A structural equation modelling approach. Journal of Management Development, 35(5), 681-
705.

Donate, M. J., & Guadamillas, F. (2011). Organizational factors to support knowledge management and
innovation. Journal of knowledge management, 15(6), 890-914.

Wu, I. L., & Chen, J. L. (2014). Knowledge management driven firm performance: the roles of business
process capabilities and organizational learning. Journal of knowledge management, 18(6), 1141-1164.

Jyoti, J., & Rani, A. (2017). High performance work system and organisational performance: Role of
knowledge management. Personnel Review, 46(8), 1770-1795.

Hu, M. L. M., Horng, J. S., & Sun, Y. H. C. (2009). Hospitality teams: Knowledge sharing and service
innovation performance. Tourism management, 30(1), 41-50.

Suh, J.; Son, B. What is the role of collectivism in channel marketing? J. Mark. Thought 2016, 3, 53—63.
Maytield, C.O.; Tombaugh, J.R.; Lee, M. Psychological collectivism and team effectiveness: Moderating effects
of trust and psychological safety. ]. Organ. Cult. Commun. Confl. 2016, 20, 78-94.

Eatley, P.C. Playing Follow the Leader: Status-Determining Traits in Relation to Collective Efficacy across
Cultures. Organ. Behav. Hum. Decis. Process. 1999, 80, 192-212.

Tang, G.; Chen, Y.; Knippenberg, D.; Yu, B. Antecedents and consequences of empowering leadership:
Leader power distance, leader perception of team capability, and team innovation. J. Organ. Behav. 2020, 41,
551-566.

Poell, R. F., & Batisti¢, S. (2017). The effect of perceived organizational support on knowledge hiding: The
moderating roles of agreeableness, conscientiousness and need for power. The Netherlands: Project, Tilburg
University.

Kurdish Studies





