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ABSTRACT

Previous researchers have acknowledged that theessicof a firm’s
innovation capability depends greatly on knowledgaring. Numerous studies have
examined individual factors affecting knowledgersig and innovation capability.
A review of the literature has unveiled the indiad factors focusing on trust,
enjoyment in helping others, self-efficacy, recipty, pro-sharing norms, self-image
and organizational reward. However, other essen#ighbles relating to attitudinal
and behavioral factors have been neglected. Inrdadéll this gap, four factors
namely job satisfaction, organizational commitmeatganizational citizenship
behaviour, and employee engagement are crucialefoployees to engage in
knowledge sharing to enhance their innovativeneserporated into the research
model. In the attempt to empirically validate thi®del, data were collected from
engineers working with Malaysian manufacturing BtnData were statistically
analyzed by the structural equation modeling (SEMhnique using th&martPLS
software. The findings suggest that job satisfactiorganizational citizenship
behaviour and employee engagement have significdhience on knowledge
sharing. Furthermore, job satisfaction, organizeticcommitment and organization
citizenship behaviour were found to have significanfluence on employee
innovativeness. Importantly, knowledge sharing ratdi the relationship between
job satisfaction, organizational citizenship bebaviand employee engagement with
employee innovativeness. The implication of thiglgtis that satisfied and engaged
employees with good citizenship behaviour woulddo&nowledge sharing which
in turn enhances their innovativeness. Further gogpivalidation or incorporation

of new variables is recommended to extend thissotistudy.
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ABSTRAK

Para penyelidik terdahulu mengakui bahawa kejajeaupayaan inovasi
sesebuah firma sangat bergantung kepada perkongsiegetahuan. Banyak kajian
telah mengkaji faktor-faktor individu yang mempenga perkongsian keupayaan
pengetahuan dan inovasi. Sorotan literatur telamdedahkan bahawa faktor
individu difokuskan kepada kepercayaan, keseronok@ambantu orang lain, efikasi
kendiri, sifat kesalingan, norma pro-perkongsiameji kendiri dan ganjaran
organisasi. Walau bagaimanapun, pemboleh ubah ngenéin yang berkaitan
dengan faktor-faktor sikap dan tingkah laku telafbdikan. Dalam usaha untuk
menutup jurang ini, empat faktor, iaitu kepuasahkepa, komitmen organisasi,
tingkah laku kewarganegaraan organisasi dan petghbpekerja adalah penting
bagi pekerja untuk melibatkan diri dalam perkongsi@engetahuan bagi
meningkatkan penggabungan inovasi mereka, dimasukldam model kajian.
Dalam usaha untuk mengesahkan model kajian inir@eempirikal, data telah
dikumpulkan daripada jurutera-jurutera yang bekdgagan firma-firma pembuatan
Malaysia. Data ini telah dianalisis secara st&tisfiengan teknik pemodelan
persamaan berstruktur (SEM) menggunakan periSarartPLS Dapatan kajian
merumuskan bahawa kepuasan kerja, tingkah lakurgewagaraan organisasi dan
penglibatan pekerja mempunyai pengaruh yang skagmfikepada perkongsian
pengetahuan. Selanjutnya, kepuasan kerja, komitonganisasi dan tingkah laku
kewarganegaraan organisasi didapati mempunyai pgmgang signifikan terhadap
daya inovasi seseorang pekerja. Yang penting, pggian pengetahuan mengantara
hubungan antara kepuasan kerja, tingkah laku kewegaraan organisasi dan
penglibatan pekerja dengan daya inovasi pekerjplikasi kajian ini adalah pekerja
yang berpuas hati dan melibatkan diri dengan tihgktu kewarganegaraan yang
baik akan menggalakkan perkongsian pengetahuanset@nusnya meningkatkan
daya inovatif mereka. Pengesahan empirikal yant lEmjut atau penggabungan

pemboleh ubah yang baharu amat disyorkan bagi nréunapekajian ini.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

This thesis is devoted to a study investigating itifeience of knowledge
sharing on employee innovativeness, and examinationhow combination of
employee attitudinal and behavioural antecedenabkes can influence employee
innovativeness directly and indirect through knalgle sharing. This chapter starts
with the overview of the background of the studyert a synthesis of previous
studies to highlight the research gaps, researdlvation and the need for the study
before presenting the statement of the researdblggmo Furthermore, the research
guestions and research objectives are presentkolwdd by the significance and
scope of the study. For more clarification on tbastructs of this study, conceptual
and operational definitions of the constructs stddivere presented in this chapter.
Finally, the chapter concludes with the summarka# the chapters of the study are

organized.

1.2 Overview of the Study

Innovation, knowledge and technology now contributeore to a nation’s
economic growth and wealth creation than othergraditional factors such as land,
labour and capital. It is a common idea that fithmst are innovative are most likely
to gain substantial competitive advantage thanehagh less innovation capability.
In fact, it is plausible to assume that the moreirative firms in a country, the more
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innovative capability of that country. One of thays to heighten the organizational
innovation is through effective knowledge managenij€an and Nasurdin, 2011). In

the case of Malaysia where this study is carriet) @Gan (2006) have earlier claimed
that there is a lack of knowledge management sgrireyn Malaysian perspective.

Since then, much has been written on knowledge gemant by Malaysia authors.
However, Malaysian authors like Tasmin and Yan (QO0d4till agrees that much

needs to be done by researchers of knowledge maweageo profess the benefits of
knowledge transfer and knowledge sharing in firfxcording to the authors, many
top executives of Malaysian firms view knowledgenagement resources as critical
for organizational effectiveness yet these firmsklaknowledge management

strategy.

Furthermore, with the emergence of global knowleblgeed economy
(Chonget al. 2006); the Malaysian knowledge economy and higionme economy
agenda plus the journey upon a new phase of deweloptowards realizing its
aspiration of becoming a developed nation by 20RGas become pertinent to
conduct further studies on knowledge managemetheicountry. With the perpetual
changes in global economy, and less than 5 ye#rs$ole@chieve vision 2020, the
country may need to aggressively nurture her intionacapabilities. The central
thrust of the country’'s development plan is to $farm the economy into
knowledge-based and high-income economy via inm@vatriven enterprises
(Pawanchiket al, 2011). No doubt, for innovation to occur, someghimore than the
generation of a creative ideas or insights is @gdeimnovation culture is required.
Innovation culture must be championed by peopleelp others utilize their insights
into action to make a genuine difference, improusitess processes within the

organization, and increase overall innovation pgennce of the country.

Based on the highlighted issues, it would not bengrto logically deduce
that this is why the Malaysian government encowsdgen’s innovation in order to
promote innovation in the country. In this regatite Malaysian government has
formulated a national innovation strategy which maim is to make the Malaysian
workforce to be more innovative and to help orgatims build the capability and

capacity to innovate in order for the country todmmpetitive in the global arena
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(Pawanchiket al, 2011). In 2015, Malaysia has outperformed it fe@ddcome peers
in all seven pillars of the global innovation indgwwww.knowledge.insead.edu).

Consequentially, the new economic model as wethasld Malaysia plan
has also outlined several policies and plans tinéurpropel and boost innovation in
the country. For instance, at the launching of M#8@laysia Pahang Initiative in
August 2009, the Malaysian prime Minister, Datuki $&jib Tun Razak expressed
that the country is determined to continue to braiginges to the economy by
working towards innovation-centered economy throtigee main features namely:
creativity, innovation and high skills (www.mscpalgany). These issues have
triggered the researcher's keen interest to camy @& study on employee

innovativeness.

Innovation is vital element for the sustainabiltpmpetitiveness of both
nations and organizations alike. Importantly, inmoan should not be perceived as a
complex venture that stems only from R&D inventioasid technological
advancement. Rather, it emerges from day-to-dayvites in the workplace
channeled towards organization’s survival and peagp (Janssen, 2000; De
Spiegelaere, 2012). Therefore, the chief concernniany organizations, human
resource professionals and scholars is how to argand stimulate the innovative
potential of employees who has a pool of embodied knowledge (Polanyi, 1966)
about the production processes, the product desamusorganizational functioning
to achieve workplace innovations with high retuomsinvestments (De Spiegelaere,
2012; Getz and Robinson, 2003).

In the context of Malaysia where this study is amctdd, the year 2010 was
announced as Malaysian year of creativity and iatiom (New Straits Times Press,
2010). The Malaysian Government continues to shamwmitment to the new
economic model that is largely based on innovatmeativity and high value-added
activities (Abdul Razak, 2010). Innovativeness is ienportant agenda of the
Malaysian economy because the country relies heawitrade. To continually boast
trade, the country maintains a central focus onntla@ufacturing sector as the key

engine of economic growth. Therefore, this studys hehosen to examine
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innovativeness in the manufacturing sector becanfsats significant role in
Malaysia. There are several reasons that influéme@lecision to conduct this study
with the manufacturing sector. First, the Malagsmanufacturing sector is a strong
contributor to her economic growth (Ministry of 8oce, Technology and
Innovation, Malaysia (MOSTI, 2006). Manufacturiegports amounted to RM452.5
billion which accounted for 74.8% of Malaysia’s dbtexports in 2007 (Rafidah,
2008). The manufacturing sector accounts for 20d6%/lalaysia’s gross domestic
product (GDP) and remains an important driver fmrm®mic growth as stipulated in
the Tenth Malaysia Plan from 2011 to 2015

Secondly, the manufacturing sector remains theefrgource of employment
opportunities accounting for 27% of total employmégiven the importance of the
manufacturing sector to Malaysia’s economy, it &rtipent to suggest that the
employees working in the manufacturing sector anperative to the Malaysian
economic growth. Lastly, there is an inadequateesyatic study on employee
innovativeness in manufacturing sector. Arguably,could be suggested that
Malaysian manufacturing firms need to exploit b# favailable resources as a means
of sustaining their contribution to economic growtlOne of such resources as
identified in the literature is the employees af thhrms (Himanen, 2007; Parzefali
al, 2008). It is widely suggested that the employeshe organizations are the
important source of the firms’ competitive advamtgglimanen, 2007; Tan and
Nasurdin, 2011)Therefore, there is a need to study employee irtha@reess in the
manufacturing setting because it is the individeatployees in particular that
possesses the knowledge that sprouts the overaVation capabilities of the firm
(Parzefallet al, 2008; Tan and Nasurdin, 2011).

1.3 Background of the Study

In this era of knowledge economy, for organizatitmschieve a high level
of organizational performance as well as to atsaid sustain competitive advantage
in the global marketplace, they need to continualignage their organizational

knowledge to develop innovative and high-qualitgdarcts and services (Huttala and
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Parzefall, 2007). In order to achieve this missisumccessfully, nearly every
organization relies on their employees. It is therkforce that champions the ideas
that can be utilized to innovate products, procgsservices, methods and
operations. Therefore, at the pivotal of innovatims creative ideas and it is the
employees who can individually or collectively desapromote, share, modify and
apply these ideas (Huttala and Parzefall, 2007; &aoorthyet al, 2005) through

activities such as knowledge sharing in order tuea@ organizational goals.

The statement above highlights the importance aftdence of human factor
and knowledge management on innovation and newgdearation in order to attain
competitive advantage. This implies that managmghuman factor (otherwise refer
to human resource management), knowledge manageraedt innovation
management are crucial organizational componemtsntiust function in tandem if
organizations are to gain high level of organizadigperformance and outperform its

rivalry.

These three components (i.e. human resource maeagerknowledge
management and innovation management) have attragtach research in
management literature, and are normally examinpdragely. Therefore, attempting
to link the elements of these three research commenwould be the penultimate
goal of this study bearing in mind that multididoipry research could probably be
used to address contemporary organizational issuels as how to promote and
support employees’ innovativeness (Ramamocethgl. (2005). These three streams
of research are broad and challenging to examimerefore, this current study
attempts to examine only several elements of tseeams of research (see Figure
1.2). Before narrowing down to the study these el&s) it is importance to discuss
the link between these three streams of researgjemeral; which is presented in
three folds as follows: (1) the link between hunm@source management and
innovation, (2) the link between human resource agament and knowledge
management and (3) the link between knowledge neamegt and innovation

(particularly employee innovativeness).
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First, in the context of linking human resource aggment and innovation,
some studies (e.g. Edvardsson, 2008; Jorgeretean)., 2008; Ooiet al, 2009;
Jorgensen,et al., 2007) have emphasised the link between human nmesou
management and innovation. However, Becker and &atf2008) expressed that
human resource management literature has not extgnsittempted to bridge the
gap between human resource management and innovatamagement in any
significant way or look at human resource managérmestisely as an integral part
of innovation. Argument put forward by Laursen dfabs (2003) opines that from
both human resource management perspectives anovaition management
perspectives, there is a lack of theoretical angiecal support on how human

resource management affect innovation performance.

Argument put forward by Huttala and Parzefall (208iggests that human
resource management and organizational psycholdagyatures recognizes the
relationship between employee well-being and intiggaess but the innovation
literature has not extensively examined this refethip. Most of the existing
innovation studies though emanating from induktahkations literature (e.g Ramsey
et al. 2000, Blacket al, 2004; Gallie, 2005) paid much attention to whaitild be
referred to as innovative working practices. A nembf studies (e.g. Godard, 2004)
have looked at the nexus of innovative working pcas and job quality, innovative
working practices and job demand (Ramsstyal. 2000, Blacket al, 2004),
innovative working practices and job control (GallR005, Huhtala and Parzefall,
2007). These practices are described as high conanif high-involvement or high
performance by Bartlet al (2009). According to Bartlet al (2009) only a few
studies are able to assess the link between warkpteovations and employee well-

being due to the lack of necessary information.

Second, in the context of linking human resourcenagement and
knowledge management, some scholars (e.g. StordyQanntas, 2001; Hislop,
2003) presented some interesting argument that kil@evledge management
literature had reached a consensus that knowledgagement essentially depends
on people. However, it is precisely the human asiet had received less attention
in the field with most studies essentially focusorgtechnological issues. From the
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literature, though it could be agreed that the nebtgical aspect had received much
more attention, yet there is an increasingly regagnof the importance of human

dimensions and social factor in knowledge manageéfiedd.

In the knowledge management domain, the literahas not extensively
utilized human resource management frameworks amtepts to develop and
theorize people management perspective in the. figdtholars such as Liao (2011)
lamented that to date only a few studies have ecafliy validated the assertions that
the people management aspect is inseparably relatédV results. There is an
existing weak linkage between human resource manage and knowledge
management because human resource managementrlgychalge not extensively
entered into the debate (Storey and Quintas, 28&lop, 2003). The psychological
contract model which is well utilized in human reste management thinking and
vocabulary could be utilized to fill this void. lime literature, some studies (e.g.
Hislop, 2003; Ramamoorthgt al, 2005) have suggested that the fulfillment of
mutual contractual obligations as suggested bys#lyehological contract model may
influence the employee workplace behaviours (sushk@owledge sharing and

innovation work), employee attitudes and behav{®ateet al 2003).

Lastly, in the context of linking knowledge managegrnhand innovation, it is
important to emphasize that there are many extamdies that examined the
relationship between knowledge management and atiwv (e.g. Darroch and
McNaughton, 2002; Doughertet al., 2002) But most studies examined the
influence of knowledge sharing and firm innovaticapabilities (Liaoet al, 2007,
Lin, 2007; Saenzt al, 2009 and so on). While studies linking knowledaring
and employee innovativeness are still very scgpoeyious studies conducted by
Smith et al.{2005), Darroch and McNaughton(2002), Doughestyal.(2002) and
Nonaka and Takeuchi(1995) have supported the impogt of knowledge
management on innovation. These existing studiese haaintained a positive
relationship between knowledge management and atimov For instance,
Dougherty’s et al. (2002) postulation that innovation that accelevateeative
solutions depend greatly on the accumulation of kie@wledge in an organization is
in agreement with the commentary of others schdkug Storey and Kelly, 2002;
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Lin, 2001; Tsai, 2001). Knowledge is the most eBakcomponent in innovation.
These authors maintain that the operational transf&knowledge between groups
and individuals is required to solve complex pratdeand crucial in developing

innovative ideas for new products and services.

To sum up the arguments thie link between these three streams of research
the researcher realizes that the role of peopleevigage in knowledge management
processes that sprout innovation in the organimaswery important and hence there
is need to pay greater attention to it in reseamt in practice. Based on these
arguments, the researcher believes that the fotwsmawledge management and
innovation should be placed on the human aspeadts te importance of human
agency in knowledge management and innovation dhoeilgiven greater attention.
In the literature, aspects of human resource maneage examined in relation to
knowledge management is essentially focus on riecemt and selection, training,
performance appraisal, reward and compensation (¢afpya and Goh, 2002;
Edvardsson, 2008; Oet al,2009).

A study incorporating the attitudinal and behavawonsequences of these
human resource management practices as suggestéddsy and Conway’s (1997,
2002) psychological contract model is needed. Tidea is well supported by
scholars (e.g. Hislop, 2003; Aggarwal and Bharg@&@89) who suggested a link
between human resource outcomes with knowledgensharherefore, drawing on
the psychological contract literature, knowledge nagement (particularly
knowledge sharing) literature and innovation litera, a conceptual model can be
developed to link and advance the theoretical wstdeding of the relationship
among employee attitudinal and behavioral factamewledge sharing and employee

innovativeness.



1.4 Research Opportunities

Studies on the relationship between knowledge n&magt and innovation
are many in the literature. However, according &m@sak and Bulutlar's (2009) and
Mathuramaytha’s (2012) claim, there are not a largeber of academic literature
on knowledge sharing and innovation. This claimevédent in the results of the
researcher’'s online databases search (Emerald,u§c&rtience Direct, Web of
Science and Google scholar). In all these databasdyg 31 articles are directly
related to the keywords search “knowledge shanmmianovation capabilities” from
year 2000 to September, 2013. This makes the &elthteresting area of research.
Table 1.1 shows the summary of the literature $eaesult. A review of these
articles shows some evidence that this area ofarelseis considerably new and

interesting.

Table 1.1:Summary of Literature Search

Databases Search results Closely related
Emerald - 8
Scopus 25 7

ScienceDirect 43 2
Web of Science 22 4
Google scholar - 10

Total >150 31

The researcher had employed both a meta-analydisi@scriptive analysis
style to review mainly the current literature iretheld of knowledge sharing and
innovation capabilities. Also, a systematic revietvall the research frameworks,
methodology and findings on the area was carriddt@udentify the research gap
and opportunities. The strategy employed to makaessignificant contributions
lays emphasis essentially on synthesising what baee done so far in the literature

in order to find a niche for this current study.
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Previous studies on the relationship between knowledge sharing and
innovation (Liaoet al, 2007; Songet al,2008; Kumar and Rose, 2012; Hitanhal,
2012) stress a positive relationship between knowledge sharing and innovation
capability. As a matter of fact, all the scholars agree that this relationship is
significantly positive. Basically, a review of this area of research shows that three
major streams can be deduced and they are:

* Research on the antecedents of knowledge sharing and innovation
capabilities

* Research on the outcomes of knowledge sharing and innovation
capabilities

* Research on the mediators and moderators of knowledge sharing and

innovation capabilities.

1.5 Statement of the Research Problem

The creative ideas of people are the core of all innovation activities. It is
individual employees who can single-handedly or in groups, explore, generate,
champion and implement these ideas (Huhtala and Parzefall, 2007). Employees’
innovativeness remains a crucial factor that helps organizations to continuously
develop innovative and high-quality products and services in order to remain
competitive in the global market. It is therefore not surprising that innovative
employees are the key assets for many contemporary organizations (Huhtala and
Parzefall, 2007). Thus, the question on how to enhance employees’ innovativeness
presents a key puzzle for both the managers in the industry and academic researchers
to ponder. Many researchers and practitioners endorse the premise that individual
innovation helps to attain organizational success (Axtell et al., 2000; Smith, 2002;
Unsworth and Parker, 2003). This means that firms that strive to become more
innovative must first capitalize on their employee’s ability to innovate (De Jong and
Den Hartog, 2007). Despite the importance of employees’ innovativeness to the
firms, ways to support innovative individuals to enhance their innovativeness

remains an issue to tackle.
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Studies on innovativeness in Malaysia are stillarmésearched as compared
to the developed nations particularly in the Unigtdtes of America and European
countries (Ismail, 2005; Tan and Nasurdin, 2011mil&rly, studies on employee
innovativeness are limited. Malaysia has emphasiped the importance of
innovation in all sectors of its economy in itscgfs to become a knowledge-based
economy (Ministry of Science, Technology and Inrioorg Malaysia (MOSTI,
2006). Innovation research has extensively shelt lan the antecedent factors
supporting or inhibiting employees’ innovativene3$iese factors are commonly
divided into four broad categories such as indigldjob, team and organizational
factors (Parzefalet al 2008). Although the knowledge base of the factibast
influence employee innovativeness is advancing,réveew shows that the factors
influencing or inhibiting employee innovativeness.(studies at the individual level)
is still not extensively examined (particularly Malaysia). In other parts of the
world, there is increasing emphasis placed on ridevidual’s creative abilities and
their use in organizations (Himanen, 2007). In &mal for instance, the
innovativeness of individual employees are emplkdses a crucial factor that has
contributed to their economic success (Parzefaldlet2008). Consequently, this
study argues that examining the factors that imib@eemployee innovativeness in
Malaysia is now due in order understand how thevative efforts of the Malaysian
workforce can be supported to foster their innoxaatess. This reason has prompted

the need for this study.

In the literature, knowledge sharing has been ifledtas an important
influencer of employee innovativeness. The factt tkeowledge sharing would
enable employees to contribute to the overall finmovation capabilities has been
highlighted by several researchers (Lin 2007; Reéabl. 2011; Kumar and Rose
2012; Hitam et al 2012) in this research area. Hewethe role played by
knowledge sharing and its antecedents in influgnamdividual innovativeness that
sums up to the overall firm innovation has not rem@ much attention in this area.
First and foremost, in the knowledge sharing anmbwation capability domain, a
review of the literature unveils three major reshastreams. The first streams
focuses on antecedent factors with a sub-themendimidual factors. In this sub-

theme, previous studies on individual factors myafocused on trust, enjoyment in
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helping others, self-efficacy, reciprocity, pro-shg norms and self-image (Lin
2007; Rehab et al. 2011; Kumar and Rose 2012; Hiamal 2012) neglecting
essential variables relating to employee attitudared behavioural factors. These
individual factors studied namely trust, enjoymenthelping others, self-efficacy,
reciprocity, pro-sharing norms and self-image (R007; Rehab et al. 2011; Kumar
and Rose 2012; Hitam et al 2012) are essentialfyngic motivational factors. The
studies in this domain on extrinsic motivationadtéas of knowledge sharing which
is related to external feeling, judgment and besdfiat employee receive from their
organization or their job roles have not receivaacmattention in the literature as
compared to the intrinsic motivational factors. fdiere, there is a need to also
examine the extrinsic motivational factors becahey are related to the employee’s
external satisfaction or feeling derived from witagir organizations offers them and

could use these external feelings as a factordcestheir knowledge.

The second reason emanates from the findings aofethiew of the available
literature. Previous researchers (Liao et al, 2007, 2007; Song et al, 2008; Saenz
et al, 2009; Xiang et al, 2009; Carmeloz-Ordazlef@11; Kumar and Rose, 2012)
have acknowledged that the success of a firm’svaton capability depends greatly
on knowledge sharing but did not look at innovatatrihe perspective of employee
innovativeness. Previous studies essentially fatdkeir discussion on innovation
capability at the firm level. To the knowledge bktresearcher, no particular study
on the relationship between knowledge sharing andividual employee
innovativeness currently exists in the literaturaerefore, there is a need to study
individual innovativeness because it is the indildemployees in particular that
possesses the knowledge that sprouts the ovemallifinovation capabilities (De
Jong and Hartog, 2007). Another reason that proangbie researcher’s keen interest
to conduct this study is related to the contexissilie. Malaysia is one of the post-
industrial societies has continually shown commiitrie innovativeness in order to
ensure that manufacturing firms strive to transfarself from labour-intensive to
knowledge-intensive. To achieve this goal, Malaysaa launched economy models
which aims in transforming the manufacturing seétom the product based towards
the knowledge based (Tan and Nasurdin, 2011). Adgrwith this move,

understanding the necessary antecedents influentireg individuals in the
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manufacturing firms to innovate new ideas, prasti@ed products is the third reason
for conducting this study. Bearing in mind thaigtthe individual employees that
have this ability to innovate products in the oligation, it is important to examine
what motivates the employees or the work behaviam®ng employees, which

consecutively lead to organizational innovatiog@meral.

To address these issues, several research agenteer proffered by this
current study. First, the researcher has mentidingdthere is a need to incorporate
other essentially attitudinal and behavioural Jalga that could influence knowledge
sharing. Second, the researcher has pointed olierean the need for extrinsic
motivational factors. Arguably, these extrinsictéas could enable employees to
decide whether to pay back their organization immfoof participating in
discretionary activities such as knowledge sharifigerefore, this current study
incorporates some attitudinal and behavioural e which are also extrinsic
factors into a research model by borrowing psyaffickd contracts constructs such
as job satisfaction and organizational commitmsuapported by De Vries et al 2006;
and Cameloz-Ordaz et al 2011), organizational entship behaviour (supported by
Al-zu’bi, 2011; Ramasamy and Thamaraiselvan, 20Allei et al.,, 2011) and
introduced one new additional constructs employegagement derived from the
social exchange theory, as antecedents variabksidy the influence of knowledge

sharing on employee innovativeness.

Finally, the necessity of incorporating these Jazga is based on the
argument that employees who are more satisfied thighjob, committed to the
organization, possess citizenship behaviour foir thgganization and engaged with
their job and organization are likely to particgpat organizational activities such as
knowledge sharing which consequently enhances theavativeness. Therefore, it
Is important to gain better insights and understan@én how knowledge sharing
influences the individual employee innovativenessciv sums up to the overall firm
innovation capability in general. Thus, this cutrstudy will examine innovation at
the individual level as employee innovativenessahee understanding employee
dimension, employee well-being in relation to knegde sharing and innovativeness

is essential for organizations to learn how innweatemployees and knowledge
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workers could be supported in carrying out theinowative work. Hence, the
theoretical and empirical explanation which thisdst tends to proffer is needed. In
summary, this study would investigate the influenoé job satisfaction,

organizational commitment, organizational citizapsibehaviour, and employee
engagement as antecedent variables influencing lkdlge sharing and employee
innovativeness and also the mediating role of kedgé sharing in order to provide
detailed insights to the subject matter and coatelmew knowledge to this field of

study.

1.6 Research Questions

In line with the issues discussed above and whet $tudy tends to
investigate, the following research questions amp@sed to be answered by this
study:

1. What are the attitudinal factors influencing knosige sharing?
Would job satisfaction and organization commitmeantluence
knowledge sharing?

2. What are the behavioral factors influencing knowkedharing? Is it
possible that organization citizenship behaviourd a@employee
engagement would influence knowledge sharing?

3. Does knowledge sharing influence employee innoeatgs?

4. What are the attitudinal factors influencing emggleynnovativeness?
Do job satisfaction and organization commitmenluiefice employee
innovativeness?

5. What are the behavioral factors influencing empéolyaovativeness?
Do organizational citizenship behaviour and emptogmgagement
influence employee innovativeness?

6. Does knowledge sharing mediate the relationship ngmgob
satisfaction, organization commitment, organizati@itizenship

behaviour, employee engagement, and employee itinenass?
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1.7 Research Objectives

The aim of this study is to examine and empiricallyestigate the influence
of job satisfaction, organizational commitment,angational citizenship behaviour,
and employee engagement on knowledge sharing arpgdog®e innovativeness.
Based on this aim and the stated research questiefllowing research objectives
are stated as follows:

1. To examine the influence of job satisfaction onwlealge sharing.

2. To examine the influence of organization commitmamtknowledge
sharing.

3. To investigate the influence of organizational zgtiship behaviour
on knowledge sharing

4. To investigate the influence of employee engagemenknowledge
sharing

5. To examine the influence of knowledge sharing onplegee
innovativeness.

6. To investigate the influence of job satisfaction @mployee
innovativeness.

7. To investigate the influence of organization conmnaint on employee
innovativeness.

8. To examine the influence of organizational citizépsbehaviour on
employee innovativeness.

9. To examine the influence of employee engagementkmployee
innovativeness.

10.To investigate whether knowledge sharing could etedithe
relationship among job satisfaction, organizatioommitment,
organization citizenship behaviour, employee engeyd¢ and

employee innovativeness.
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1.8 Scope of the Study

This study employed the quantitative approach tanewre whether the
attitudinal and behavioural conditions of employegs related to and influence
knowledge sharing and employee innovativeness. stingy focuses essentially on
individual unit of analysis. This study utilizedetlsurvey method to gather data from
engineers classified as knowledge workers workingmanufacturing firms in

Malaysia. There are 2476 manufacturing firms listgd-MM (2013) directory.

1.9 Significance of the Study

This study has a justifiable significance to theoryacademic research and
organizational practice. It contributes to the usthnding of the influence of
employee’s attitudinal factors (job satisfactiordarganizational commitment) and
employee’s behavioural factors (organizationakzettiship behaviour and employee
engagement) on the knowledge sharing which in tafluences the employee
innovativeness. This study posits that althougbvwkadge sharing may yield to
employee’s innovativeness, yet the attitudinal &mdhavioural conditions of the
employees who engage in this knowledge sharingderao improve their personal
innovativeness is worth investigating. This is hessathe seeds of new knowledge
that form the basis of innovation are gotten framdividuals who engage in the
knowledge sharing process. Based on the literathege is abundance of literature
on technological and organizational antecedenisraivation, yet the soft aspect of
the people dimension relating to psychological gggmpn and extrinsic motivational
factors that could influence knowledge sharing a&ndhan innovativeness has not

received extensive attention in the literature.

The significance to practice is simple and cleagopte are the core of
innovation activities in every organization. Itimportant for organizations, human
resource professionals and managers, knowledge gaaret scholars as well as
social scientist to consider benefits and processascould boost the level of their

employee’s satisfaction and commitment. A high lesfesatisfied, committed and
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engaged employees with good citizenship behavimulaviikely lead to an increase
positive behaviour which employees display at tloekplace. This would help boost
employee’s attitude and behaviour to participatediscretionary activities such
knowledge sharing in the workplace. Thus, this wtpdovides a framework that
would help organizations to see the importanceayfirg attention to their human
capital by devising means to boost their employesdtisfaction, commitment,
engagement and citizenship behaviour which in wwnld enhance their individual

innovativeness in particular and the firm innovataapability in general.

In sum, this study has some significance by itstjpsson the notion that
there is need to understand attitudinal and bebeaaidactors of knowledge sharing
and employee innovativeness because it is the ativevindividuals that engage in
knowledge sharing process which in turn drives bibikir personal, teams and
organizational innovativeness and creativity. Algos study has some contributions
for extending the theoretical status quo of knog&edsharing and innovation
capabilities relationship research as one of the &udies that considers the
influence of attitudinal and behaviour antecedeots knowledge sharing and
employee innovativeness directly, as well as th#uemce of attitudinal and
behaviour antecedents on employee innovativenadiseatly through knowledge

sharing.

1.10 Definition of Key Terms

This section provides brief conceptual and openafiaefinitions of the six
constructs investigated in this study. A detailediew of definitions of these
variables from previous studies is presented inp@&ha2 (literature review) of this

thesis.
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1.10.1 Employee Innovativeness

The conceptual and operational definitions of erygdoinnovativeness are

presented as:

Conceptual Definition

Employee innovativeness is conceptualised as iddali innovative
behaviours, which includes behaviours related &itimovation process comprising
of idea generation, idea promotion and idea reidimawith the aim of producing

innovations (Parzefadit al, 2008).

Operational Definition

In this study, employee innovativeness is operatinpad as employees’
propensity to innovate, conceived as a complex \webn consisting of idea
exploration, generation, championing and implemténawith the aim of meeting

organizational goals (De Jong and Hartog, 2010).

1.10.2 Knowledge Sharing

The conceptual and operational definitions of kremlge sharing are

presented as:

Conceptual Definition

Knowledge sharing is conceptualised in terms of kmowledge sharing
behaviours consisting of knowledge donating andwkedge collecting (Van den
Hooff and De Ridder, 2004; De Vries al., 2006). Knowledge donating is actively
communicating to others what one knows while knolgée collecting is actively
consulting others to learn what they know.
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Operational Definition

In this study, knowledge sharing is operationaliascemployee’s behaviour
focused on donating and collecting knowledge indlganization (De Vriegt al,
2006). To donate means to share one’s knowledgke whcollect knowledge simply
means to encourage others to share their knowl@éme den Hooff and De Ridder,
2004; De Vriest al., 2006)

1.10.3 Job Satisfaction

The conceptual and operational definitions of jabis§action are presented

as:

Conceptual Definition

Job satisfaction is conceptualised in accordandk locke (1976) original
definition as the pleasurable or positive emotiastate resulting from the appraisal

of an individual’s job or job experience.

Operational Definition

In this study, job satisfaction is operationalizad the extent to which

employees like their work (Aghet al 1992).

1.10.4 Organization Commitment

The conceptual and operational definitions of oigaion commitment are

presented as:
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Conceptual Definition

Organization commitment is conceptualised as a lpdggical state
consisting of individual's desire, need and obligatto maintain employment in an
organization (Meyer and Allen, 1991). According Meyer and Allen, (1991),
organization commitment has three components nanafgctive commitment,

continuance commitment and normative commitment.

Operational Definition

In this study, organization commitment is operaicred as individual's

attitude and attachment towards their organizgt8aks, 2006).

1.10.5 Organizational Citizenship Behaviour

The conceptual and operational definitions of oigaional citizenship

behaviour are presented as:

Conceptual Definition

Organizational citizenship behaviour is concepsgali as work-related
behaviours that are discretionary, not relatedh® formal organisational reward
system, and, in aggregate, promote the effectiveetioning of the organisation
(Organ, 1988). OCB goes beyond the call for dutig discretionary and voluntary,
and goes beyond the normal role expectations (Mem&eand Podsakoff, 1999,
Allison et al, 2001).

Operational Definition

Organizational citizenship behaviour is operatizeal as the degree of
employee’s voluntary and informal behaviours dedctowards helping co-workers
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and the organization (Saks, 2006). It consists ibfenship behaviours directed
toward individuals and citizenship behaviours digdctowards the organisation
(Saks, 2006).

1.10.6 Employee Engagement

The conceptual and operational definitions of erygdo engagementare
presented as:

Conceptual Definition

Employee engagement is conceptualized using definily Kahn (1990, p.
694) as “the harnessing of organization memberl/eseto their work roles; in
engagement, people employ and express themselwescalty, cognitively, and
emotionally during role performances.” Engagemiena positive fulfilment and
work-related state of mind that is characterizedleglication, absorption and vigour
(Schaufeliet al (2002).

Operational Definition

Employee engagement is operationaliasdhe degree to which an individual
is attentive and absorbed in the performance af twerk and organization roles
(Saks, 2006)
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1.11 Organization of the Thesis

This thesis is organized into five chapters. Thithe foremost chapter of the
five chapters of this study. It presents the owwwiof the study background,
statement of the research problem, research qusstiesearch objectives (stated in
consonant with the research questions), the stgmfie and scope of the study, as
well as conceptual and operational definitionshef $tudy variables.

Chapter 2 presents the evaluation, review and egighof the related
literature on the research area. This second chbhptaessed and synthesised all the
existing literature in knowledge sharing and inrtavaresearch domain, as well as
the research findings postulated by other reseeschirthermore, the theoretical
underpinnings, the research hypotheses and reseadbl were presented in this

chapter.

Chapter 3 is devoted to the research methodoldgyresents the methods
employed for the study, which is the research aesigd procedure. This chapter
demonstrates the selection of the respondents,lsdaeghnique and sample size, the
development of the questionnaire and data collegbimcedure. This third chapter
ended with a brief description of the strategied procedures that will be employed
to evaluate data collected from the survey.

Chapter 4 discusses the analysis and interpretafidhe research findings.
The reports of the descriptive and inferentialistizal analysis were also presented.

The results were summarized in a number of tablézcilitate interpretation.

Chapter 5, which is the final chapter of this stuyaslesented the interpretation
of the research findings. The findings from thisdst were compared to those found
in previous research literature reviewed in ChapteChapter 5 ends the study with
the conclusion, discussion of the findings, recomdation and some suggestions for

future research.



23

1.12 Conclusion

This is the end of the first chapter of this stutst focuses mainly on the
influence of attitudinal and behavioural factorsarfrely: job satisfaction,
organization commitment, organizational citizenshHyghaviour and employee
engagement) on knowledge sharing and employee ativeness as well as the
influence of knowledge sharing on employee innaatess. So far, the chapter have
presented the background of the study, the stateofetme research problem, the
research questions and objectives, the scope amificance of the study, the
conceptual and operational definitions of the studgables and finally the structure
of the thesis. The next chapter which is Chaptaf 2he study is devoted to the

discussion on the review of related literatureh@ area of study.
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