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In global era, business and economies are experiencing continuous revision due
to lack of knowledge and intangible resources. Now a day, to attain competitive
advantage in knowledge based economies, organization is using different
techniques to manage employee knowledge. This study examines the impact of
knowledge sharing tool on organizational innovation by using mediating role
of job satisfaction and organization commitment and to test this relationship
through empirical in the context of Pakistan. Convenient sampling technique is
used to collect data from the 400 teachers of public universities, through survey
questionnaire. Results shows that Knowledge sharing tools have positive
impact the organizational innovation. Moreover, the findings also confirm that

innovation job satisfaction and organization commitment mediate the relationship among

knowledge sharing tools and organizational innovation. Moreover, employee
trusts along with organization commitment and job satisfaction encouraging the
innovation behavior. This research contributed in theoretical and practical by
considering trust as a knowledge sharing tool influence on organization
innovation with mediation analysis of job satisfaction and organization
commitment. Comparative study may be conducted in future from public and

private university.
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1. INTRODUCTION

Now a day, knowledge is important asset and considered to be a essential element of the organization, these
organization can be successful in market who can most useful and most authoritative and up to date of human
knowledge in the areas of their business (Mansoori et al., 2011). By focusing on knowledge sharing resources
organization can achieve competitive advantage which are rare and inimitable (Grant, 1996; Zack et al., 2009). To
attain competitive advantage in knowledge based economies, knowledge is to be considered as essential element
(Grant, 1996). In prior research widely acceptable that knowledge is strategic asset of the organization (Barney, 1991).
Knowledge is to be considered as a crucial component of knowledge based economies to attain sustained competitive
advantage (Grant, 1996). Prior research explore that It is widely acceptable that knowledge is the strategic asset of the
organization (Barney, 1991). However, organizations are more focused on intangible resource to get competitive
advantage over other firms.

2. LITERATURE REVIEW

2.1 Knowledge Sharing Tools

Different knowledge sharing tools reveals that Knowledge management help employees to share their knowledge
with organization. Knowledge sharing tools represent different methods among employees with in firm to take use of
it when sharing knowledge with in organization and different division between employees (Allen et al, 2007). Cho et
al. (2007) claim that different organization place informal and formal knowledge sharing tools but it is difficult to
distinction distinguish both of them, because it’s depend on context of the organization.

2.2 Trust and Organizational Innovativeness

The concept of the (SET) social exchange theory, if more employee trust in organization, they will exert extra
effort for organization expansion and share their knowledge. employees are willing to work hard in organization and
expend energy if they trust their owner of the organization. As such organizational employees are perceived a climate
of trust; they possessed a more positive behavior to benefit to their organization (Ekvall and Ryhammar, 1999).
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Furthermore, on the bases of trust Employees are willing to work hard and expend energy for their organization.
Literature support that argument, Barczak, et al. (2010), if employees are working with trust on their organization they
will feel no hostile from another employee, they more probable to share the knowledge and create an innovative
behavior in organization. Keeping in view of literature following hypothesis has been derivate.

Ha: Trust is positively related to organizational innovativeness.
2.3 Relationship of Organizational Innovation: Trust and Organizational Commitment

Different scholars has been defined by the organization commitment in different ways Mowday et al.s (1979)
has been adopted from (Al-Meer, 1989). Organization commitment is considered to be relative strength of an
individual in specific organization. According to this explanation organization commitment has three components
which is; (identification) a strong view in and recognition of the goal and value ; (involvement) A willingness of
employee which exert effort for the benefit of the organization (loyalty).In literature of organizational behavior
identified that the belief of innovative behavior at work place .(Ramamoorthy et al. , 2005; janssen 2000; Scott and
Bruce 1994). Dorenbosch, et al. (2005) explains the innovative behavior as “the voluntary willingness by individual
employees to constitute on-the job innovations for example change the way of system, and develop a communication
system and product and services . In addition Choo and Lee (2007), the innovation denotes to an employee willingness
which may raises the level and productivity of the organization. It is important to developing the innovative potiential
in employees as it is is directly related to the organizational effectiveness. it is critical while focusing on the
motivational behavior variable because all these encourage the employees proactivity towards organizational
achievement. According to organization perspective that benefits and productivity comes from elegible employees at
all level of the management (patchen, 1965). Researchers are agree that employee job features as varieties of skills,
goals , task identification , culture and leadership are influenced from innovation. (Parker and Wall 1997; Hackman
and Oldham 1980; Sikorska-Simmons 2005; Parker et al. 2001; Lemon and Sihota 2004; Hannah 1995; Gabris,
Grenell, lhrke, and Kaatz 2000).it should be considered , however the most important factor which may raise the
innovation in organization is commitment because it cover whole variety of the organizational behavior and
characteristics including culture and organizational leadership. In work place employees exhibited a high innovative
work behavior when employee supposed that their organization was committed to them ( Engen and verhagen, 2005).
In other words employees feels empowerment for work place related problem. Therefore, organizational commitment
is considered to be a two sided communication between employees and organization which may raise the innovative
behavior at work place, because employee conscious goal and intention is an important factor of the which explained
by the level of the goal commitment. According to the Hannah (1995) innovation in public sector organization is
maximized because their employees have higher level of commitment. From this point of view spirit is an important
premises for innovative behavior among public sector employees (Lee and Olshfski, 2002). Researcher argue that
commitment leads to the effective organization and willingness supports the productivity improvement of strategies
wherever innovation play crucial role (C. C. Williams 2005;Lee 2000 ;Cho and Lee 2007). According to Serva, Fuller,
and Mayer (2005) trust directly related to the organization innovation that often escorts risk-taking behavior. Keeping
in view of literature following hypothesis has been developed.

Ha: organizational commitment plays mediating role between trust and innovation.

Hs: job satisfaction plays mediating role between trust and innovation.
2.4 Employee Trust

Researcher posits that employee trust is crucial for orgnizational innovation, labor management team based
performance, (Serva, Fuller, and Mayer 2005;Gabris et al. 2000; Holzer and Lee 1999 ; Lawler 1992; Taylor 1989).
As such, trust assumes an essential part in establishing frameworks for enhancement of productivity in any
organization. However trust is intangible and it’s difficult to comprehend (Carnevale and Wechsler, 1992). Moreover
, mayer et al., (1995) state trust as “willingness of a party to be vulnerable to the actions of another party based on the
expectation that the other will perform a particular action important to the trustor, irrespective of the ability to monitor

or control that other party” (712). Trust is based upon the behavior of a individual in order to achieve a desired but
uncertain goal in a risky situation (Griffin, 1967).

2.5 Job Satisfaction and Organizational Innovation

In literature wang and Feng (2003) Job satisfaction is most important significant factor of organization behavior,
it’s a general attitude towards job. The higher the level of job satisfaction of employee in organization the employee
will hold positive attitude towards them. . There are positive link between job satisfaction positive work place
outcomes which may increase the organization commitment (brown and Peterson , 1993). Prior research indicates that
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innovation is different to creativity because application of these component an innovation has to be new unit of
adoption (Amabile et al., 1996; Shalley et al., 2004; Anderson et al., 2004).

3. METHODOLOGY

This research uses the survey method questionnaire as an instrument to collect the data from public universities
of Lahore, Faisalabad. Using key informant approach, this exploration collects the data from university employees by
using the convenience sampling method. Education sector is one of the knowledge based sector where employees are
working. Therefore, knowledge sharing tool keep them updated and innovative for sustainable performance of
educational institutes. As such knowledge sharing tool also added the value in human capital efficiency of employees.
Initially this study distributes 400 questionnaires among university teachers and 350questionnaire were received.

3.1 Instrument

To measure the items of survey instrument were adapted from prior research work to make sure the internal
consistency and validity of the instrument. This research adopts Hooff and de Ridder (2004) using 5-point Likert scale
which is ranging from 1 to 5, strongly disagree leads to strongly agree. The control variables used in this study are
gender, age and experience of health profession which may influence the knowledge sharing tendency among them.
This study adapts 9 item of trust from (Washington, 2013: Farhan et al, 2013). Nine item of organization commitment
were adapted from (cheema and javed, 2017). Three items of job satisfaction were adapted (kabir, 2011) and items
of organizational innovation (Garcia- Morales et al.,2006)

Table 1. Reliability and Validity Analysis

Construct Items Loading items Cronbach alpha Average variance Extracted
T1 74 917 0.76
T2 75
T3 77
T4 .83
Trust T5 85
T6 .85
T7 .79
T8 .63
T9 .70
oc1 .82 .93 0.805
oc2 .83
0ocC3 .84
Organizational commitment 0C4 .88
0OC5 .79
0C6 .78
oc7 .85
0ocC8 .81
0C9 .65
Job satisfaction JS1 71 727 0.74
JS2 .86
JS3 .83
Organizational innovation ol1 71 702 0.78
OI2 .81
OI3 .83

Table -01 show that reliability and validity of the item which is used in measurement model. Cron bach alpha
test is used to check the internal reliability of the data which meet minimum threshold 0.70. In table 01 we used the
fronell and larcker (1981) typology is used to evaluate the the value of loading items which should be significant not
greater than 0.60.however confirmatory factor analysis is used to check the overall model fitness. Using value of
loading items to measure the (AVE) average variance extraction .Hence, table 01 represents the cronbach alpha and
loading items which shows the measurement of the model establishment of reliability and validity of construct.
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Table 2.  Inter-correlations among constructs
Variables Trust Organization Job satisfaction Organization
commitment innovation
Trust 0.91
Organization 77 0.93
commitment
Job satisfaction 77 71 0.72
Organization .68 .80 74 0.70
innovation
Table 3. Results of CFA for model fitness
Fit Indices Scores Standardized Cut-off Value
Absolute Fit Measures
x2/df 4.087 <22 <5b
GFl 0.90 >0.90% > 0.80P
RMSEA 0.075 <0.08% <0.10°
Incremental Fit Measures
NFI normed fit indexed .90 >0.902
AGFI adjusted good fit .842 >0.90% > 0.80°
CFI .890 >0.90?
Parsimonious Fit Measures
PGFI 0.562 The more higher value is the better value of PGFI
PNFI 0.626 The more higher value is the better value of PNFI

In order to measure the fitness of the model this research uses the absolute fit measure, incremental fit measure,
parsimonious fit measure. The results shows in table 03 the absolute fit measure ¥2/df 4.087 GFI1 0.09 RMSEA 0.075
and incremental fit measure NFI .90 AGFI 0.842 CFI1.890 Parsimonious Fit Measures PGFI 0.562 PNFI 0.626. Hence
this table 03 shows the cut off value which meet the standardized values.

3.2 Structural Model

The result of structural model shows in the figure 01. The standardize path coefficient of structural model
represents the relationship among variables. The results indicate the positive relationship between trust and
organization innovation. Statistical results highlights the positive impact of knowledge sharing tool of trust is positive
B=0.81 and statistical significant p<0.001 thus support the hypothesis 1. Similarly the results of figure 02 supports the
Hypothesis H2 and H3 have positive relationship among constructs.

Trust9

Trust8

Trust7

Trusté

Trusts

Trust4

Trust3

Trust2

Trust1

oI

(o] ]

(o] K}

Fig. 1. Sem Model

133



Int. J. Management Research & Emerging Sciences/10(3) 2020,130-135

5§1

[ og1 9§z 93 |

57| o)
2 Trust9
2! Trust8
71
1 Trust? OB:
1 Trust6 rs 5
1 Trusts = L RU 5
g Trust4 54 2
\ 6
1 Trust3 3 o 63
1 Trust2 o4 ol ®\
d ol2
1 Trust1 €a ol 71
ol13

oc

Fig. 2. Sem Model

4. DISCUSSION AND CONCLUSION

This research examines the impact of trust on organizational innovation and job satisfaction and organization
commitment act as mediator. The results shows that trust have positive impact on organizational innovation among
universities employees. Although Employee trust is a key to enhancing the productivity of the organization which is
tested by many researchers (Nyhan 2000; Nachmias 1985; lee 2014; Carnevale and Wechsler 1992). Therefore
proposed model shows that dimensions of employee trust encourages to enhancing the job satisfaction and
organizational commitment which enhances the level of organization innovation.

5. IMPLICATION AND FUTURE DIRECTION

This empirical research shows the implication in theoretical and at managerial level to advance the literature on
impact of knowledge sharing tool (trust) on organization innovation and mediating analysis of job satisfaction and
organizational commitment. Meanwhile managerial implication comes from empirical findings which confirm that
employees trust related to the organization enhances the job satisfaction and organization commitment which improve
the innovative behavior. Prior research conducted on employee trust organization commitment and innovation
behavior (lee, 2014). Therefore future research may conduct by using cross sectional and longitudinal research design
and comparative study among public and private educational sector. Further, future research may conducted by using
another knowledge sharing tools and factors of organization effectiveness.
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