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Abstract

The paradigm shift to the fourth industrial revolution has significantly transformed human society. To
survive in this transforming world, Knowledge Sharing (KS) is of paramount prominence as it creates new
knowledge. We know more than we can share; hence, higher education institutes can play the leading role
in transferring tacit knowledge to society. This study, therefore, investigates the antecedents (spiritual
motivation, attitude towards KS, clan culture, and knowledge-based HR practices) of academicians’
behavior towards KS in the emerging business schools of Pakistan. Besides, the mediation of intention
towards KS is also investigated. Data was collected by using an adapted questionnaire from ~650
academicians of the top ten business schools of Pakistan. Descriptive statistics were performed in SPSS
while and maximum likelihood method in AMOS to analyze hypotheses for inferential statistics. The
findings designate that all antecedent variables are the significant predictors of Behavior towards
Knowledge Sharing (BKS). Additionally, academicians’ Intention towards Knowledge Sharing (IKS) fully
mediates; the relationship of knowledge-based HR practices and Attitude towards Knowledge Sharing
(AKS) with BKS. Furthermore, it partially mediates the association of SM and CC with BKS. Various
implications are provided at the individual, group, and organizational level) to the business schools’
human resource professionals and respective authorities on how to upkeep academicians’ behavior
towards tacit KS. The study limitations and the copious recommendations are also provided to future
researchers for the model’s generalization. This study is the first in the South Asian context to investigate
the SACK model of knowledge sharing behavior in HElIs.

Keywords: Spiritual Motivation, Clan Culture, Knowledge-based HR Practices, Attitude towards
Knowledge Sharing, Intention towards Knowledge Sharing, Behavior towards Knowledge Sharing, HEIs.

Introduction

During the fourth industrial revolution, when things are going robotics, intelligence production is
incorporated with the internet of things, cloud computing, and extensive data analysis; there is a colossal
need to create such an ecosystem that facilitates tacit KS as it is the foremost source of competitiveness in
contending world. Hereafter, transfer (particularly tacit knowledge, which resides in the minds of
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knowledge workers) motivation is of utmost eminence for knowledge management (Shahzadi, Hameed &
Kashif, 2015), sustainable growth, and societal transformation (Shahzadi & Ali, 2020). The growing
interest of policymakers in in-role and extra-role performance behaviors are emerging in recent studies.
Therefore, knowledge management (KM) is the heart of KIOs (Knowledge-Intensive Organizations),
knowledge is its lifeblood, and KS is blood circulation. KIOs will not survive in this contemporary era if
there is no KS and creation by knowledge workers (Shahzadi, 2017). Subsequently, transfer motivation is
immense in effective KM (Rehman & Shahzadi, 2014). KS is distributing knowledge, skills, information,
and experiences with others. Henceforward, there is a need to go beyond knowledge collection and transfer
knowledge for sustainable development. This societal revolution is as imperious as the COVID response
(Shahzadi & Ali, 2020). Knowledge workers usually hoard their knowledge if their organization is not
supported if they fear losing their competitive edge (i.e., knowledge). Henceforth, it is time to utilize tacit
(reside in minds) effectively knowledge. Academicians have many work responsibilities (e.g., teaching,
consultation, supervision publication, and performing diverse managerial roles), which necessitates them to
be involved in and practice tacit KS behavior (TKSB) with their co-workers and students.

Scholars have widely used Self-Determination Theory (SDT) to study behavioral motivation (Deci & Ryan,
2008). SM is among the psychological resources which encompass: enjoyment in helping others, a sense of
self-worth, and affective commitment, which reassures behavioral upshots (Shahzadi, 2017). If a person has
high ‘'spiritual motivation' (SM), more favourable results will be in both directions (Hodge & Boddie,
2007). "A set of individual behaviors about contributing one's job-related knowledge and expertise with
colleagues" is categorized as Behavior towards Knowledge Sharing (BKS) (Yi, 2009). Explicit
(documented) and tacit (reside in minds) knowledge are of eminent prominence when it comes to the nature
of KS. It is always tricky to transfer tacit knowledge (Nonaka & Takeuchi, 1995) since it depends upon the
knowledge donators to generate new knowledge by sharing their expertise, observations, and individual
beliefs (Bennet & Bennet, 2008). People have more intention towards KS due to the combination of
numerous factors, e.g., intrinsic value (since they feel pleased), extrinsic value (rewards), incentives,
leadership, culture change, persuasion (and fairness), respecting knowledge donators, communicating
prominence of KS, mentoring, inclusion in performance appraisal (Pereira & Mohiya, 2021). However,
knowledge hiding is not the absence of KS but intentionally withholding its sharing (Shahzadi & Raja,
2021a) due to individual or organizational factors.

Significant studies focus on studying KSB as a single dimension, but limited studies investigate bi-
dimensional KSB (knowledge collection and knowledge donation). This study endows an integrated and
multilevel SACK model of BKS in HEIs. SACK model has multiple levels, i.e., Individual level (SM and
AKS), group level (CC), and organizational level (KHRP). Additionally, IKS and BKS also considered at
the individual level since it is the attribute of an individual to have intention and behavior. The mediating
role of IKS among the direct relationships is also part of this model. Keeping in view the literary gaps and
society's need, this study is intended to examine the impact of various contributing antecedents on
academicians’ bi-dimensional BKS in Pakistani HEIs. Henceforth, subsequent research objectives are
developed:

ROL1: To investigate the impact of SM, AKS, KHRP, and CC, on IKS.

RO2: To examine the effect of SM, AKS, KHRP, and CC, on BKS.

RO3: To investigate the impact of IKS on BKS.

RO4: To investigate the impact of SM, AKS, KHRP, and CC, on BKS in the presence of IKS as mediator.

Literature Review

BKS has been investigated using the theoretical lens of the theory of planned behavior (TPB) (Ajzen,
1991), where intention towards human behavior originates from attitude toward behavior, subjective norms
about that behavior, and perceived behavioral control toward implementation of behavior. However, the
lack of TKSB will end with resource underutilization. Hence, it necessitates investigating academicians'
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motivation and self-efficacy for TKSB (Hussain, Bhatti, Nawaz & Ahmad, 2019). Besides, there is a
scarcity of empirical studies on KS in developing countries (e.g., Pakistan) in public and private sector
organizations (Abbasi, Shabbir, Alaghbari & Abbas, 2020).

The individual level of the SACK model is spiritual motivation. The path that leads individuals to
apprehend and discover their indispensable selves to higher-order inspirations is spirituality. Spiritual
Motivation (SM) is a kind of intrinsic motivation that concedes; enjoyment in helping others, a sense of
self-worth, and affective commitment (Shahzadi, 2017). It is the spiritual pathway to intention. Some
imperative characteristics of spirituality are “connectedness, participation, identifying the senses,
relationship with self as non-substitutable spiritual concreteness, and self-identification” (Zsolnai, 2011).
Chong, Salleh, Ahmad, and Sharifuddin (2011) suggested that it is indispensable for higher education
‘academicians to have motivation and intention towards KS intention to achieve higher ranking (nationally
and globally). Recently, researchers have been more curious about endorsing spiritual motivation's
eminence since it directs human behaviors (Shahzadi & Raja, 2021b). Consequently, Guillén, Ferrero, and
Hoffman (2015) examined the former classical taxonomies regarding motivation and found them
incomplete since moral and SM were missing. Henceforth, there is a need to integrate SM in the motivation
taxonomy. Earlier researchers also examined the helpful association of a sense of psychological happiness
(Shahzadi & Ali, 2020) and internal value (Zia-ur-Rehman & Shahzadi 2014) with knowledge
transfer/sharing at the workplace. Above and beyond, psychological wellbeing is somewhat connected with
a worker’s performance (Shahzadi, Ali & Naeem, 2021). Nevertheless, studies on the relationship between
motivation and TKSB among HEIs academicians are almost non-existent; hence, Shahzadi and Ali (2020)
endorsed researching the influence of spiritual motivation on sharing/transfer of skills (knowledge). In this
study, SM incorporates Enjoyment in Helping Others (EHO), Sense of Self-Worth (SSW), and Affective
Commitment (AC).

EHO is a part of intrinsic motivation (Shahzadi, Hameed & Kashif, 2015) and is derived from altruism
theory. Altruism is having a behavior with an intention to assist others without expecting anything in return
(Organ, 1988). Individuals who feel EHO have more intention towards KS (Ullah, Akhtar, Shahzadi,
Farooq & Yasmin, 2016). Aliakbar, Yusoff, and Mahmood (2012) originated that EHO is unswervingly
related to the attitude towards KS, which helps augment intention and behavior towards KS. It is also a part
of SM (Shahzadi, 2017), and it is the degree to which employees perceive themselves as bestowing value to
their organizations by KS. When they feel contentment and contemplate themselves as a KS contributor to
their organization, it means they have SSW. Researchers contemplate it as an antecedent of KS and the
vital psychological need in Self Determination Theory (SDT) (Yan & Davison, 2013) since SDT is
extensively used to examine behavioral motivation of humans (Deci & Ryan, 2008). Affective
Commitment (AC) is how employees are emotionally involved in their organization (Newman & Sheikh,
2012). Employees possessing high levels of AC produce constructive spirits for their organization and
hence consider it hard to leave that organization. Theoretically grounded in a three-component commitment
model (Allen & Meyer, 1990), AC is the most significant type to upsurge IKS. Choi’s (Choi, 2006) study
leads to the supposition that when AC is encouraged, the perceived cost of KS ultimately decreases.

The Group Level of the SACK model is Clan Culture. In the last few decades, organizational culture has
attracted researchers’ attention due to its impending role in an organization’s productivity, growth, and
performance (Bendak, Shikhli & Abdel-Razek, 2020). An organization’s culture shapes its employees’
behavior, as an outcome of principles that are integrated via attitude, intention, and behaviors. CC has been
considered the strongest BKS predictor (Abbasi & Dastgeer, 2018). Clan culture is beneficial since it
facilitates unrestricted knowledge flow, develops trust, confidence, and connection among employees, and
abstains from anti-social norms. These characteristics of clan culture persuade employees and other social
setups to boost BKS (Asurakkody & Hee, 2020). BKS can be developed by forming a conducive
environment that encourages KS or fortifies the impact of organizational culture via some mediating
variables (Sawan & Suryadi, 2021). IKS has been studied as a mediation variable between the antecedents
and BKS by several authors (e.g., Shahzadi, 2015; Dey & Mukhopadhyay, 2018; Gagné, 2009; Pereira &
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Mohiya, 2021). Therefore, IKS is taken as the mediating variable in this study. Social exchange theory
elucidates the prominence of social norms and values to encourage employees’ behavior (Abbasi et al.,
2020). Cameron and Quinn (2006) anticipated a theoretical framework containing a corporate culture
model; this model is known as the Competing Value Framework (CVF). Cameron and Quinn (2006)
concluded that the central focus of clan culture is on flexibility and internal focus, distinguished by trust,
employee involvement, teamwork, participation, and superior organizational commitment. Therefore, clan
culture is the most conducive culture and also encourages BKS (Sawan & Suryadi, 2021). Hence this study
incorporates only clan culture type among competing values framework. Clan Culture (CC) encompasses
Reciprocal Trust (RT), Social Networking (SN), and Low Power Distance (LPD) (Shahzadi, 2017).

Interpersonal/reciprocal trust is “the degree to which a person is sure and willing to act based on the words,
actions, and decisions of another” (McAllister, 1995). Relation between trust and BKS is intense as when
trust levels are high; people will start sharing their knowledge (Asrar-ul-Hag & Anwar 2016). The social
networking culture involves the exchange of knowledge, skills, and experiences of employees (Hoegl,
Parboteeah & Munson, 2003). It significantly influences resource exchange and knowledge flow (Tsai &
Ghoshal, 1998). The exchange of knowledge, skills and experiences are prime facets of a culture of social
interaction (Hoegl et al., 2003). Establishing network ties will facilitate KS, which could only be probable
in interpersonal trust.

Additionally, the lack of official distance between different hierarchy levels ensures a better knowledge
flow in both directions. It means the lower designated employees are not anxious to share ideas and
knowledge in a low power distance culture (Hofstede and Peterson, 2000). Wilkesmann, Fischer, and
Wilkesmann (2009) originated that collectivism (ingroup), power distance, performance orientation, and
uncertainty avoidance affects KS. Sandhu and Ching (2014) also originated that horizontal collectivism
(low power distance) positively impacts KS; however, vertical individualism (emphasis on hierarchy) has
an adverse upshot.

The organizational level of the SACK model is Knowledge (or Knowledge Management based HR
Practices (KHRP). Social Exchange Theory (SET) (Homans, 1958) facilitates knowledge-management
based HR practices (KHRP). The indispensable explication of SET is that people decide wilfully or un-
wilfully, by doing costs and benefits analysis of any action/relationship, to maximize their reward.
Consequently, HR managers’ favorable activities will formulate more devoted employees and respond with
buoyant attitudes, intentions, and BKS. The present study elucidates KHRP through the theoretical lens of
SET. If HR practices are appropriately practised, they will perk up BKS or otherwise; outcomes will be
unhealthy (Shahzadi & Raja, 2021a). HR managers face a colossal defies opting the accurate HR practices
to assist KS. Cabrera and Cabrera (2005) established that HR practices (e.g., staffing, T&D, performance
appraisals and compensation), if effectively performed, will abet BKS. Former researchers also suggested
investigating the influence of HR practices on KS (Islamy, F., Yuniarsih, Ahman & Kusnendi, 2020) in an
Asian context (Kanwal, Nunes & Arif, 2019). Thus, considering the varied eminence of KM supportive HR
practices, this research is designed to look into KHRP (i.e., knowledge-management based recruitment,
knowledge-management based appraisal, and knowledge-management based compensation) and their
influence on BKS.

KM-based recruitment is “paying considerations to the candidates’ knowledgeability and social skills
during recruitment; the organizations try to amplify the availability of a knowledgeable workforce to
develop an effective and efficient performance in knowledge-intensive practices” (Chen & Huang, 2010).
When there is person-organization fit during hiring, there will be a supportive relationship between the
employee and the organization. Subsequently, the outcomes will intensify the individual and team
performance and the organizational upshots (Goodman & Svyantek, 1999). The recruits will reinforce the
BKS; otherwise, the KS chain will be bunged up, resulting in a loss of competitiveness. While recruiting,
the recruiter must accentuate behavioral characteristics to share their knowledge and prevent knowledge
hoarding behaviors (Delaney & Huselid 1996).
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“KM-based appraisal (KMA) accentuates knowledge-related practices (i.e., KS, creation, and utilization of
knowledge). Employees will be more likely to be involved in knowledge activities when valued”. There
should be a steadfast Performance Management System (PMS) that appraises (both financially and non-
financially) good performers (Shahzadi & Raja, 2021a) and is helpful for other HRM activities, e.g.,
recruitment, compensation, training & development, and employees’ relationship management (Monday,
2010). It is believed that the performance appraisal system fortifies employees’ BKS (Fong, Ooi, Tan &
Lee, 2011). Therefore, organizations should bestow good feedback to employees for their BKS, if they
want to encourage it (Liu & Liu, 2011). This appraisal must be without any favouritism. That is why
appraisals must be taken care of with due thoroughness since it may hamper KS and boost disparity if not
reasonably conducted (Shahzadi & Raja, 2021a). Consequently, a KMA system can thrive on advanced
performance and BKS. For that reason, it is crucial to look into the influence of the KMA system on
employees” BKS. Moreover, Naeem, Mirza, Ayyub & Lodhi (2019) suggested investigating other HRM
practices which influence academicians’ BKS (e.g., performance appraisal).

McDermott and O’Dell (2001) mentioned five ‘best practices’ of KIOs: reward and recognition for KS.
KM-based compensation is a knowledge-based HRM practice that persuades employees in KS and other
knowledge-intensive activities by a system of rewards and promotion (Inkinen et al., 2015). When
organizations compensate/reward BKS, employees will notice that their KS is valued. They primarily have
an apathetic behavior towards KS since they believe in spending more effort on more obvious performance
outcomes (Husted & Michailova, 2002). If organizations start appraising employees based on their KS,
they will eventually consider KS part of their job descriptions; hence, their KS will be rewarded (Pereira &
Mohiya, 2021). Additionally, team-based performance rewards can also encourage employees to have
improved trust levels for knowledge exchange (Kang, S., Morris & Snell, 2003). Preceding researchers
suggested investigating the influence of reward systems on KS (Ullah et al., 2016) in South Asian countries
(Kanwal et al., 2019). Therefore, this study endows an integrated and multilevel SACK model of BKS in
HEIs Figure-1 represents the theoretical framework. Moreover, the list of hypotheses is also mentioned.

Knowledge Sharing

D Spiritual

© Motivation ——H2 2
E HI
é Attitude towards |___Hlo

Intention Behavior
towards towards
Knowledge Knowledge
Sharing Sharing

Knowledge based H( -
HR Practices

Figure 1: A Multilevel SACK Model of Knowledge Sharing Behavior.

H1: SM positively impacts IKS.
H2: SM positively impacts BKS.
H3: IKS mediates SM and BKS.
H4: KHRP positively impacts I1KS.
H5: KHRP positively impacts BKS.
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H6: IKS mediates KHRP and BKS.

H7: Clan culture positively impacts IKS.
H8: Clan culture positively impacts BKS.
H9: IKS mediates clan culture and BKS
H10: AKS positively impacts IKS.

H11: AKS positively impacts BKS.
H12: IKS mediates AKS and BKS.

H13: IKS positively impacts BKS.

Methodology/Materials

It was a hypothetical deductive study, and the positivism approach was used. Primary data was assembled
by using an adapted questionnaire. At the same time, the secondary data sources were published articles
and books. The population of study embraced the academicians of Pakistani HEIs. The sample frame
encompasses HEIs’ academicians. Additionally, ~650 academicians from Pakistani top-ten (HEC ranking)
business schools were selected as the study sample.

Moreover, gquestionnaires were disseminated among the academicians of selected HEIs. It was a census
(Saunders, 2011) study since the population frame is not massive. Therefore, there is no need for a
sampling technique, and a massive population can be taken as a sample. Furthermore, it was assured that
the confidentiality of collected data would be only be used for the research purpose. The protection of
respondents’ privacy was also ensured. It was also ensured that there would be no deception or
exaggeration about research objectives. It is the researchers’ ethical responsibility that the data collected via
questionnaires will only be made in order to accomplish research results. Respondents’ anonymity was also
ensured, and any type of communication, related to research will be done with honesty and transparency.

An adapted questionnaire was used to collect primary data from the respondents. The questionnaire
embraced 53 items of all the selected variables. All the items were chosen from the previous researchers’
work and modified where needed. There were 15 items related to SM (5 items of “enjoyment in helping
others” were taken from Wasko and Faraj (2000), five items of “sense of self-worth” were taken from
Bock, Zmud, Kim & Lee (2005), and five items of “affective commitment” were taken from Allen and
Meyer (1990). Moreover, nine items were related to KHRP (Three items regarding “Knowledge-based
Recruitment”, three items of “knowledge-based performance appraisal”, and three items regarding
“knowledge-based compensation” were adopted from the study of Inkinen et al., (2015). Additionally, 14
items were related to clan culture (6 items related to “reciprocal trust” were adopted from Lee & Choi
(2003), four items related to “social networking” were adopted from the study of Yli-Renko et al., (2002),
and four items regarding “low power distance” were adopted from the study of Chan, Yim & Lam (2010).
There are six items related to AKS which were adopted from the study of Babalhavaeji and Kermani
(2011). At the same time, five related to IKS were adopted from Babalhavaeji and Kermani (2011).
Additionally, four items related to BKS were adopted from Hsu, Ju, Yen & Chang (2007). In order to
measure each item, a 5-point Likert scale was used, where ‘1’ represents “Strongly Disagree” and ‘5’
signifies “strongly Agree”.

It was a hypothetical deductive study, and the positivism approach was used. Primary data was assembled
by using an adapted questionnaire. At the same time, the secondary data sources were published articles
and books. The population of study embraced the academicians of Pakistani HEIs.The sample frame
encompasses HEIs’ academicians. Additionally, ~650 academicians from Pakistani top-ten business
schools were selected as the study sample. Moreover, questionnaires were disseminated among the
academicians of selected HEIs. It was a census (Saunders, 2011) study since the population frame is not
massive. Furthermore, it was assured that the confidentiality of collected data would be only be used for the
research purpose.
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Results

The self-administered questionnaires were distributed to the faculty members of the top ten business
schools. Out of 650 questionnaires distributed, 331 responses were received. Hence, the response rate was
51%. The reliability and descriptive statistics were performed in SPSS, while hypotheses testing was
performed using the maximum likelihood method in AMOS. Their details are mentioned in the subsequent
table. It has been found that Cronbach alpha values (before factor analysis) are >0.7 (Sekaran, 2003).
Hence, the data is reliable.

Factor Analysis

Exploratory Factor Analysis (EFA) of SM and KHRP was performed whereas, Confirmatory Factor
Analysis (CFA) was performed for all the variables. The factor analysis of the data was analyzed in SPSS.
Table 1 depicts the KMO and Bartlett’s test (for SM). KMO value must be greater than 0.6, which means
the provided value is well within range and is acceptable.

Table 1: SM_KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .807
Approx. Chi-Square 677.690

Bartlett's Test of Sphericity Df 105
Sig. .000

The extraction value of SM1, SM10, and SM13 were 0.374, 0.488, and 0.425. These items (SM1, SM10,
and SM13) were removed because their extraction values were less than 0.5. The cumulative % value must
be greater than 60% which is well within range and is acceptable.

Table 2: SM_Total Variance Explained

Initial Eigen Values Extraction Sums of Squared Rotation Sums of Squared
Loadings Loadings

3 X 5] S 5] S

g g & g & 2
5 E s £ 5 £
g 5 g 5 E § %5 E
[ S O [ S O [ =3 O
6.033 40.218  40.218 6.033 40.218 40.218 5.885 39.235 39.235
2.019 13461 53.680 2.019 13461 53.680 2.031 13539 52.774

1.335 8.900 62.579 1.335 8.900 62.579 1.471 9.805 62.579
986  6.572 69.151
865  5.770 74.921
839 55095 80.516
643 4.285 84.801
477 3.180 87.981
453 3.022 91.003
10 370  2.467 93.470
11 290 1.936 95.407
12 259 1.725 97.132
13 217 1.449 98.581
14 125 831 99.412
15 .088 .588 100.000

Extraction Method: Principal Component Analysis.

O©CoOoO~NO U wWNE Component
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Table 3 depicts the KMO and Bartlett’s test (for KHRP). The provided values are well within range and are
acceptable.

Table 3: KHRP_KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 756
Approx. Chi-Square Igg

Bartlett's Test of Sphericity df 01
Sig. .000

The extraction values of all the items of KHRP were well within the range; therefore, no item was removed.
The cumulative % value must be greater than 60% which is well within range and is acceptable.

Table 4: KHRP_Total Variance Explained
Initial Eigen values Extraction Sums of Squared Rotation Sums of Squared
Loadings Loadings

% of Variance
Cumulative %
% of Variance
Cumulative %
% of Variance
Cumulative %

Total
Total
Total

40.264 5.637 4.896
2.225 56.154 2.225 . 2.486
1.309 65.503 1.309 9.349 65503 1.710 12214 64.944
1.015 7.247 72.750 1.015 7.247 72,750 1.093 7.806 72.750
925 6.607 79.357
812 5.797 85.154
576 4113 89.267
462 3.303 92,571
281 2.007 94.577
10 .243 1.733 96.311
11 214 1531 97.841
12 163 1.165 99.006
13 .080 .570 99.577
14 059 423 100.000

Extraction Method: Principal Component Analysis.
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Confirmatory Factor Analysis (CFA) is executed to inspect the validity of a single-factor model. It is also
used to investigate the significance of a specific factor loading, and it also examines whether a set of factors
are correlated or not. CFA was performed by using AMOS-22. The path diagram of the whole model is
shown in figure 2:

The ‘estimates values’ (factor loading) must be greater than 0.50 (Schumacker & Lomax, 2010). The
following items of SM were deleted due to low factor loading values: SM4, SM7, SM9, SM14, SM15.
Moreover, the following items of KHRP were eliminated as their estimate values were below the standard
value: KHRP1, KHRP4, KHRP6, KHRP7, KHRP8. Furthermore, the following items of CC were removed
as their factor loading value was below the standard value: CC1, CC2, CC4, CC8, CC9. Additionally, only
one item of AKS (i.e. AKS2), three items of IKS (i.e. IKS1, IKS3, and IKS5), and one item of BKS (i.e.
BKS2) were deleted due to their low factor loading values.
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Figure 2: Path Diagram and Standardized Regression Weights.

Byrne (2001) suggested that three ‘model fit indices (CFI, GFI, RMSEA) are adequate to assess the model
fitness. Kline (2010) suggested that the value of chi-square (X?/DF) must be between1.0 to 5.0. In this
study, the values of chi-square (X*DF), RMSEA (Root Mean Square Error of Approximation), GFI
(Goodness of Fit Index) and CFI (Comparative Fit Index) are 1.278, 0.062, 0.846 and 0.922, respectively.
The values of chi-square (X2/DF), RMSEA, GFI, CFI were a good fit because they were in the acceptable
range. It was confirmed that the model was fit and gave the green signal for further data analysis. There was
a total of 53 items of the questionnaire before factor analysis. Whereas, after deleting 23 items, there were
30 items after performing factor analysis. Therefore, those 30 items were considered for further data
analysis. The reliability test was again performed after factor analysis. The Cronbach’s alpha value of SM,
KHRP, CC, AKS, IKS, and BKS are 0.947, 0.875, 0.913, 0.753, 0.815, and 0.746 respectively. Since all the
values are >0.7 hence, the data is reliable.

Mean and standard deviation values are mentioned in the below table. Moreover, the correlation test was
also performed to test the strength and direction of the relationship between variables. The correlation
values of all the relationships are found positive. Few of them are weakly correlated and few or strongly
correlated. It is also found that there is no negative relationship between the relationships of selected
variables.
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Table 5: Descriptive Statistics

Mean SD SM KHRP CC AKS IKS BKS
SM 3.76 711
KHRP  3.63 80 1957 1
cc 3.66 78 3627 622" 1
AKS 3.80 84 317 403 530 1
IKS 3.74 83 452 417 512 619 1
BKS 3.77 80  .443 705" 453 6147 399 1

Reliability Analysis

The reliability analysis was performed on the main data file. The Cronbach’s alpha value of SM, KHRP,
CC, AKS, IKS, and BKS is 0.864, 0.675, 0.734, 0.647, 0.875, and 0.815, respectively, assures that the data
is reliable.

Hypotheses Testing

The researchers used the Maximum Likelihood method in AMOS software in this study. The theoretical
framework is split into three models to perform the analysis, i.e., direct relationship, indirect relationship,
and mediation analysis. The below figure illustrates the direct relationship analysis (influence of SM, AKS,
KHRP, and CC on BKS); whereas, the impact of each variable has been mentioned via values on each path.

SM

AKS

KHRP

BKS -.—{‘I'l

cC

Figure 3: Direct Relationship Analysis

Table 3 illustrates the regression analysis results. In C.R. (critical ratio) column, if the value is > £1.96, that
path will be significant at 0.05 level. The last column shows the p-value of each path; if the p-value is three
asterisks (***), it indicates that significance is smaller than 0.001. Based on regression weights, it is
concluded that all independent variables positively and significantly influence BKS.H2 is accepted, which
means SM has a positive and significant impact on BKS (f =0.279, p<0.01), the estimate value 0.279
illustrates that if there is one unit increase in SM, it will bring 27.9% positive impact in BKS. H11 is also
accepted, which means AKS has a positive and significant effect on BKS (B =0.088, p<0.05), the estimate
value 0.088 depicts that if there is one unit increase in AKS, it will bring 8.8% positive impact in BKS.
Additionally, H5 is accepted as well, which means KHRP has a positive and significant impact on BKS (B
=0.427, p<0.01), the estimate value 0.427 illustrates that if there is one unit increase, KHRP, it will bring
42.7% positive impact in BKS. Moreover, H8 is also accepted, which means CC has a positive and
significant effect on BKS (B =0.182, p<0.01), the estimate value 0.182 depicts that if there is one unit
increase in CC, it will bring 18.2% positive impact in BKS.
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Table 6: Regression Weights

Hypotheses Estimate C.R. P Decision

H1: SM-> IKS .208 4706 *** Accepted

H2: SM-> BKS 279 6.354 *** Accepted

H3: IKS mediates SM & BKS 125 4,120 *** Accepted (Partially Mediation)
H4: KHRP-> IKS 532 11.245 *** Accepted

H5: KHRP-> BKS 427 9.061 *** Accepted

H6: IKS mediates KHRP&BKS  .031 833 405 Accepted (Full Mediation)

H7: CC~> IKS 105 2.336  .020 Accepted

H8: CC—> BKS 182 4,079 *** Accepted

H9: IKS mediates CC & BKS 105 3.502 *** Accepted (Partially Mediation)
H10: AKS-> IKS 104 2.594  .009 Accepted

H11l: AKS-> BKS .088 2.214  .027 Accepted

H12: IKS mediates AKS & BKS .011 421 .674 Accepted (Full Mediation)
H13: IKS—> BKS 743 19.439 *** Accepted

The below figure illustrates indirect relationship analysis (impact of SM, AKS, KHRP, and CC on IKS);
whereas, the effect of each variable has been mentioned via values on each path.

M

AKS

KHRP

cC

Figure 4: Indirect Relationship Analysis

Based on regression weights, it is concluded that all independent variables influence 1KS. H1 is accepted,
which means SM has a positive and significant impact on IKS (B =0.208, p<0.01), the estimate value 0.208
shows that if there is one unit increase in SM, it will bring 20.8% positive impact in IKS. H10 is also
accepted, which means AKS has a positive and significant effect on IKS (B =0.104, p<0.05), the estimate
value of 0.104 shows that if there is one unit increase in AKS, it will bring 10.4% positive impact in IKS.
Moreover, H4 is accepted as well, which means KHRP has a positive and significant effect on IKS (B
=0.532, p<0.01), the estimate value of 0.532 shows that if there is one unit increase, KHRP, it will bring
53.2% positive impact in IKS. Additionally, H7 is also accepted, which means CC has a positive and
significant effect on IKS (B =0.105, p<0.05), the estimate value of 0.105 shows that if there is one unit
increase in CC, it will bring 10.5% positive impact in IKS.

The figure below illustrates meditation analysis, whereas each variable's impact has been mentioned via
values on each path.
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Figure 5: Mediation Analysis

The result demonstrates that SM significantly impacts IKS (coefficient = 0.208, p<0.01), and IKS
significantly impacts BKS (coefficient =0.743, p<0.01), while SM has substantial influence on BKS in
presence of IKS as mediation (coefficient = 0.125, p<0.01). The direct effect of SM on BKS was
coefficient =0.279 (and p<0.01); henceforth, the outcomes exhibit that the effect of SM on BKS in the
presence of IKS was reduced (0.279 to 0.208). Some form of mediation is supported if the upshot of
mediating variable remains substantial after controlling the independent variable. The result supports full
mediation if the independent variable is no longer significant when the mediating variable is controlled. If
the independent variable is still significant (i.e., both independent and mediating variables significantly
predict the dependent variable), the result supports partial mediation. Consequently, it is determined that
the results support partial mediation of IKS between SM and BKS.

The results illustrate that AKS significantly influence IKS (coefficient =0.104, p<0.05), IKS also
significantly influence BKS (coefficient =0.743, p<0.01), however, AKS insignificantly influence BKS in
presence of IKS (coefficient =0.011, p=0.674). The direct impact of AKS on BKS was coefficient = 0.088
(p < 0.05), henceforth the outcomes depict the insignificant impact of AKS in the presence of IKS
decreased and on BKS (0.088 to 0.011). Therefore, it is concluded that the findings support the full
mediation of IKS between AKS and BKS. The outcomes exhibit that KHRP significantly effect IKS
(coefficient =0.532, p<0.05), IKS also significantly influence on BKS (coefficient =0.743, p<0.01), while,
KHRP insignificantly influence BKS in presence of IKS (coefficient =0.031, p=0.405). The direct impact
of KHRP on BKS was coefficient = 0.427 (and p<0.05); henceforth, the outcomes illustrate the little
influence of KHRP on BKS in the presence of IKS has been reduced (0.427 to 0.031). Consequently, it is
determined that the verdicts support full mediation of IKS between KHRP and BKS. The outcomes depict
that CC considerably influences IKS (coefficient =0.105, p<0.05). IKS also significantly impact BKS
(coefficient =0.743, p<0.01), while CC significantly influence BKS in presence of IKS (coefficient =0.105,
p<0.01). The direct influence of CC on BKS was coefficient = 0.182 (p<0.01), henceforth the outcomes
illustrate that the impact of CC on BKS, in the presence of IKS, was decreased (0.182 to 0.105).
Consequently, it is determined that the verdicts support partial mediation of IKS in the relationship between
CC and BKS.
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Discussion

This study was aimed to investigate the BKS determinants in the emerging business schools of Pakistan. To
accomplish the research objectives of this study, thirteen hypotheses were developed, which were analyzed
via inferential statistics. H1 is accepted, which shows that SM positively impacts IKS. These findings are
consistent with the results of Shahzadi (2017). Moreover, H2 is also accepted, which shows that SM
positively impacts BKS. These findings are consistent with the results of Shahzadi and Raja (2021b).
Furthermore, H3 is also accepted, which shows that IKS partially mediates the relationship of SM and BKS
as the impact of SM in the presence of IKS decreased on BKS. These findings are consistent with Shahzadi
etal., (2015).

H4 is also accepted. These findings are consistent with Gillani, Igbal, Akram & Rasheed., (2018).
Moreover, H5 is accepted, showing that KHRP is positively associated with BKS and is consistent with the
findings of Shahzadi and Raja (2021a). Furthermore, H6 is accepted and found that full mediation of IKS
exists between KHRP and BKS. These findings are consistent with the results of Gagné (2009). H7 is
accepted, which shows that CC is positively associated with 1KS whereas the current study's findings are
consistent with Shahzadi (2017). Moreover, H8 is accepted. These findings show that CC is positively
associated with BKS. The results of the current study are consistent with Shahzadi (2017). Furthermore, H9
is accepted as IKS partially mediates the relationship of CC and BKS because the impact of CC in the
presence of IKS decreased on BKS. These findings are consistent with the results of Dey and
Mukhopadhyay (2018), who found that IKS fully mediates the relationship between trust (a dimension of
CC) and BKS.

H10 is accepted, which shows that AKS is positively associated with IKS. These findings are consistent
with the results of Pereira & Mohiya (2021); Shahzadi et al., (2015). Moreover, H11 is accepted, which
shows that AKS is positively associated with BKS. These findings are consistent with the results of the
previous studies (Shahzadi et al., 2015). Furthermore, H12 is accepted as IKS fully mediates the
relationship between AKS and BKS because AKS has an insignificant impact on BKS in the presence of
IKS. These findings are consistent with the results of the earlier studies (Pereira & Mohiya, 2021).
Additionally, H13 is accepted. These findings show that IKS is positively associated with BKS, which is
consistent with Pereira and Mohiya (2021).

Conclusion

This study was designed to investigate the role of SM, AKS, KHRP, and CC on BKS through the mediation
of IKS in university academicians of Pakistan. Based on the results, it is concluded that all the antecedent
variables are significant predictors of BKS. It means the faculty of Pakistan's top ten business schools are
more intended towards KS, and hence their behavior reflects the same. They are making/ensuring sufficient
arrangements at each level (individual, group, and organizational), promoting the intention-behavior
framework.

It also means that the faculty members of these business schools are more spiritually motivated, their
attitude is more knowledge-sharing oriented. Moreover, the clan culture and KM-based HR practices make
them unique and top-ranked. Additionally, the academicians’ IKS fully mediates; the relationship of KHRP
and AKS with BKS. Furthermore, it partially mediates the association of SM, and CC with BKS. It is
therefore concluded that among all antecedents, KHRP and AKS work better when an academician is more
IKS. Likewise, academicians’ SM and the organizational clan culture impact BKS more when the
academicians have more intention to share their knowledge. If HEIs want to encourage two-dimensional
BKS (knowledge collection and donation), they must focus on ensuring the multilevel SACK framework.
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Implications

This study has several theoretical contributions. This study contributes to the literature by filling all the
literary gaps mentioned in the respective literature. It provides a comprehensive picture of contributing
factors of behavior towards knowledge sharing (multilevel SACK model), based on planned behavior, self-
determination theory, and social exchange theory. This mediated model provides considerable insights into
the positive workplace extra-role performance behavior, i.e., behavior towards knowledge sharing in the
higher education industry of Pakistan. It validates and extends the self-determination theory by examining
the impact of spiritual motivation on IKS and BKS. Almost no studies examined spiritual motivation’s
effect on knowledge sharing intention and behavior. Moreover, the mediation of IKS is also e colossal
contribution to the literature. Additionally, this study also contributes to social exchange theory by
examining the impact of knowledge management-based HR practices and clan culture on intention and
behavior towards knowledge sharing. Almost no studies investigated the effect of KHRP and CC on
knowledge sharing intention and behavior. Moreover, the mediation of IKS is also e massive contribution
to the literature. Furthermore, this study also validates the theory of planned behavior by examining the
impact of AKS on IKS and BKS. The mediation of IKS is also established.

There are some practical implications and recommendations to the governing body of HElIs (i.e., HEC) to
rethink their KM policies and create an education network to enhance KS in the region. HEC must be taken
on board for KM policies because it will work better if there is support from the regulatory body. The top-
ranked HEls are endowed with a wide array of talent because their faculty members are already
experienced practitioners accredited to supervise scholarly work. These HEIs correspond to the pinnacle of
academic excellence, a strict admission process, and excellent career opportunities for the pass outs
(Mullen, 2009). Hence, the educational regulatory authority of Pakistan (i.e., HEC) is required to revamp
the entire higher education sector (either public or private) by instituting the SACK framework to raise
quality, capacity development, and confidence to all stakeholders. HEC could play its part to facilitate
inter-universities collaboration, which will resultantly improve cohesiveness and create new knowledge
among HEIs. Nonaka’s in his SECI model, also found that sharing knowledge creates new knowledge.
Hence, the new knowledge created by HEIs’ collaborative effort will boost higher education in Pakistan. If
the inter-university bonding is strong, they will be better able to focus on the university-industry-
government collaborations (triple helix model of knowledge-management based economy by Etzkowitz &
Leydesdorff, 1995). Every other business school and KIOs must adopt this model to strengthen their
knowledge base and facilitate KS at every level. If the recommended SACK model is appropriately applied,
teachers will provide better student counselling. Consequently, the students will be more proficient at
creating jobs instead of just seeking them. They will be skillful entrepreneurs too. A lack of effective
facilitation on every level (individual, group, and organizational) can be a bottleneck to perk up the
organizational performance. The managers and the policymakers are recommended to pay more attention to
frame such policies for the successful implementation of the SACK model in their institutions. More
participation and effective KS could be improved by focusing more on all three levels and four factors of
the SACK model.

This study is a considerable contribution to Pakistan's education (HEIs) industry. This study reveals the
paramount ways and the critical success factors for improving IKS and BKS in HEIs. Tacit knowledge
resides in the minds hence; it is always exigent to transfer it. The study model facilitates the HR managers,
HODs, Supervisors, Practitioners, and the policymakers of Pakistani HEIs, to appreciate the critical
motivating factors (SM, AKS, KHRP, and CC) for the teachers’ behavior towards tacit KS. When teachers
share their tacit knowledge with others, it will assist in creating an improved knowledge economy. When
their actual behaviors are addressed, it will aid in developing a more responsible and ethical society. The
findings of this study are applicable to the knowledge-workers (teachers) in the Pakistani HEIs and equally
pertinent in other KIOs. They are suggested to facilitate the flow of knowledge, improving extra-role
performance behaviors and ultimately impacting sustainability.
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The first three implications are related to planning and making strategies at the institute level. First, it is
recommended to use a flat organizational structure with fewer hierarchies involved. It will help create high
empowerment, low power distance, less rigid hierarchies, and decentralization, which are assisting
milestones to provide a conducive environment for KS. An abundance of studies confirms that a sharing
(ba) culture is pertinent in KS activities, especially in the socialization aspect of Nonaka’s knowledge
creation’ SECI model. Hence, a flat hierarchal structure is recommended. Therefore, managers should
provide more support to strengthen the clan culture. Secondly, it is suggested that instead of extra-role
behavior; consider KS as in-role performance behavior in KIOs. It can be ensured by making KS an
integral part of their job descriptions. Thirdly, there should be a KM Expert/Specialist in the ORIC (The
Office of Research, Innovation and Commercialization) department who will continuously work on the KM
practices to retain and motivate the knowledge workers to prove themselves an effective contribution in the
institution. That specialist will develop and reshape KS programs to reduce possible future gaps.

Fourthly, to intensify the KS process, managers should focus on knowledge-based recruitment, which
means recruiting those who are more intended to share their experiences, knowledge, and skills with other
colleagues, who do not fear sharing their tacit knowledge with others. It is indispensable for the managers
to select the right person for the organizational fit with essential tacit knowledge, expertise, and
willingness/intention to share knowledge. Hiring the best person-organization fit will help create a KS
culture (clan/collaborative) (Naeem et al., 2019). Primarily, the HR managers must go for the unsurpassed
team of employees based upon existing employees’ (who are valued KS contributors) referrals and their
prior knowledge to perk up their BKS in HEIs. Moreover, the candidate must be the one who has both
academic and industrial experience as well. It will intensify the knowledge base and hence the university-
industry linkages. Policies need to be enacted to encourage the reciprocity of KS with others. Prominence
on the KS benefits should be made known to newly selected employees. For example, teachers come from
diverse backgrounds and have studied at national/international institutions. It may lead to inconsistent
delivery standards, supervision, and assessment. Therefore, it needs to collaborate with other faculty
members to bring cohesiveness and benefit others’ knowledge and experiences. There is utmost need to
make policies to encourage collaboration among colleagues and create a CC for KS.

Fifthly, the managers must work on creating a clan culture that will promote interpersonal collaboration,
reciprocal trust, and low power distance. They must also ensure a culture of social tolerance, rewards,
spiritual motivation, knowledge-based HR practice, trust, and transparency. The policymakers must make
policies to develop and strengthen the firm culture, ensuring optimistic shared norms and spiritual motives.
It can be achieved by creating employees’ sense of self-worth, self-enjoyment in helping others, and
developing their affective commitment. The policymakers must work on providing a socially tolerant
culture. When colleagues do not take others as a threat, they will accept their unique attributes. Resultantly,
they will trust more by agreeing to disagree, being transparent, adapting ideas, having vital networking,
having low power distance, and being willing to listen and accept the differences. This study bridges
various literature gaps mentioned in the literature review section. Also, they should consider investing in IT
for influential KS with geographical boundaries. Organizations should offer more prospects for formal and
informal communal interactions to glue up the social bonding among the workforce. The managers must
ensure that the University culture promotes reciprocal trust among faculty members hence;, it will
ultimately improve their social skills. For example, they may work on fair practices and win-win strategies
instead of win-lose strategy. The HODs must provide unambiguous and transparent feedback to improve
their perception of self-worth.

Sixthly, there must be a knowledge-based appraisal system. There must be a clause in the performance
appraisal in which employees will get specific points on being an active KS/creating partner. Seventhly,
having a knowledge-based compensation system is suggested because behaviors you reward are the
behaviors you get. Use of blend of compensation, i.e., financial (direct and indirect) and non-financial
compensation, is suggested. The direct financial compensation can be salary, bonus, spot bonus,
management incentive plans, person-focused pay, skill-based pay, behavior encouragement plans, and
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competency-based pay plans. Whereas indirect financial compensation can be, e.g., paid vacation and
retirement plans. Therefore, the managers should offer knowledge-based compensation to the employees
when they share their tacit knowledge with others.

Eighthly, HEIs must ensure that their knowledge workers are spiritually motivated and practising KS. If
they are not, it is suggested to arrange motivational and awareness training/workshops/seminars to
strengthen teachers’ SM and AKS. It will also perk up employees’ sense of self-worth and make employees
feel that KS is enjoyable and helps achieve an affirmative reputation. It will also create/facilitate social
networking opportunities. To improve SM, building a SSW, and EHO, and affective commitment should be
considered. Make employees feel that they are unique human beings with their unique strengths, expertise,
brains, and spirit; hence, they should not take colleagues as a threat. It will help to foster trusting and
helping relationships and sharing culture. Ninthly, there must be employee-friendly/centric policies for
employee retention, making them feel empowered and valued by the organization. They should respect the
spiritual drivers in the workplace to increase employees’ sense of self-worth. They are suggested to initiate
“Best Knowledge Donator/Creator of the Year Awards” at the university level (besides HEC’s university
teacher award) to a few teachers. HEIs can also encourage and help the faculty members to get patents and
copyrights to their scholarly work for more public recognition.

Last but not least, HEIs must ensure that their institute is playing a positive role in encouraging KS and
retaining the knowledge workers (i.e., teachers) because if they will not be retained, the institute will lose
its tacit knowledge. The employee may leave the organization, get retired, or die. Therefore, it is
recommended that the HR managers work on succession planning to fill the higher-level job positions if the
employee leaves the organization for specific reasons. The study discoveries are generalized to all the
Pakistani business schools but also, other KIOs (e.g., knowledge workers in software houses in the IT
industry, architects, doctors, engineers, etc.) can adopt the same model to encourage optimism BKS.

Limitations and Recommendations

COVID has stressed that many organizations employ IT to encourage practical functionality within and
across organizations. It will be tempting to gather data when HEIs and other businesses are hibernating
from conventional towards more cyber/digital. Hence, it is recommended to incorporate technological
factors in the current model. Moreover, data was collected before COVID pandemic results may differ
during/post-pandemic. Comparing pre-pandemic and post-pandemic BKS will be fascinating.

Besides, it is recommended to employ some qualitative data collection methods. Furthermore, a
longitudinal study should be performed to see the post BKS. Also, the sample size can be chosen
geographic-wise (either province-wise or from countries) to investigate the difference and generalize
findings. Additionally, a comparative study is recommended to find out the difference of generalization in
public and private sector universities. Applying the same model in the gig economy can give exciting
insights due to the online work nature. A meta-analysis should be performed to comprehend the process of
KS across studies.

Different personality types, non-abusive supervision, emotional intelligence can mediate the relationships
with AKS, intention, and behavior. The inclusion of some moderators can also be an exciting insight into
the current model, e.g., gender, age, type of knowledge, psychological wellbeing, type of organization,
country culture. The type of knowledge (tacit and explicit) can also be a possible moderator. Due to the
COVID pandemic, the Post Traumatic Stress Order (PSTD) has increased among people, e.g., depression,
anxiety, occupational stress (COVID-induced occupational stress), occupational burnout, etc. They may
moderate the study relationships of the study model. Furthermore, the quality of the shared knowledge
should also be focused, besides BKS.
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Additionally, the approaching researchers can also inspect the “dark side” of KS when people share
irrelevant, worthless, or too much knowledge (knowledge overload), which may impede the value-creating
knowledge or confuse the knowledge collectors. The forthcoming research should also reflect on the
extension of the SACK model by investigating the post BKS, i.e., employee creativity, individual
performance, and innovation. Additionally, this SACK model of BKS can be extended by adding a few
other dimensions of the selected variables. The researchers studied only two dimensions of BKS while the
third one (lurking behavior) was ignored, which is recommended to study. Moreover, other significant
facets of SM must be further investigated. Also, other dimensions of KHRP, e.g., High-Performance Work
Systems (HPWS) and Work-Life Balance (WLB). Other culture types of competing values framework
should be studied to prioritize which one is best for BKS. Incorporation of other stages of Nonaka’s
Knowledge creation model (SECI: Socialization, Externalization, Combination, Internalization) should also
be studied. Additionally, other dimensions of Hofstede’s culture can also be studied.
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