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Abstract 

The purpose of the study was developed and tested the model of the correlations between leader-member 

exchange (LMX), knowledge sharing, employee creativity, and organizational commitment. The study was 

conducted on 17 hotels operating in Cambodia, international and local hotels chain (four and five star 

hotels). A survey design with simple sizes of 342 respondents from managerial and non-managerial 

employees was adopted. The questionnaire was developed by using a-5 point Likert scale. The structural 

equation model (SEM) in AMOS 21.0 and hierarchical regression analysis in SPSS 20.0 were applied to 

test research hypotheses. The results indicated that leader-member exchange had positive and significant 

influence on knowledge sharing and employee creativity, respectively; knowledge sharing had not only 

positively significant influence on employee creativity, but also partially mediated on relationship between 

leader-member exchange and employee creativity; and organizational commitment was also positively 

significant moderation on relationship between knowledge sharing and employee creativity, too. The 

findings are to fulfill the gap of literature and empirical study. 

 

Key Words: Leader-Subordinate Relationships, Knowledge Sharing, Creativity, Employees Commitment, 

Hotel Organization, Cambodia. 

 

 

Introduction 
 

In today, hospitality industry is one of complexity businesses with growing competitive pressures. In order 

to improve operations and enhance the competitive advantage for the service organization, they need 

creative work of employee. Employee creativity and innovation in the hospitality industry, especially in 

hotels, who are repeatedly encouraged to improve service quality and delivery, the idea of a creative 

workforce has captured attention of leaders. Creative ideas generate psychological and business benefits for 

both employees and hotel industry as a whole (Hon, Chan, & Lu, 2013). One way of meeting current 

business challenges is to rely heavily on employees‟ creativity when serving customers seeking quality 

accommodation and food and beverage (F&B) services. This can substantially contribute to innovation, 

productivity, and long-term success in the hospitality businesses (Hon, 2011). Creativity here refers to the 

development of novel and useful ideas about products, services, ideas, procedures, or work processes, 

generated by individuals working together within a complex social system (Hon et al., 2013). Increasingly, 

creativity has also become valued across a variety of tasks, occupations, and hotel industries. In today‟s 

fast-paced dynamic work environment, leaders continue to realize that to remain competitive they need 

their employees to be actively involved in their work place and trying to generate novel and appropriate 
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products, processes, and approaches (Shalley & Gilson, 2004). Although the level of creativity required and 

the significant of creativity can differ depending on the tasks‟ performance or job in question, most leaders 

would agree that there is pool, in almost every job, for subordinates to be more creative. Furthermore, 

because individual creativity provides the foundation for organizational or team creativity and innovation 

and these have also been linked to company performance and survival, too (Farr & West, 1990), it is very 

important, if not critical, that employees are creative in their work place. While a fair amount is known 

about personality characteristics associated with creative individuals, there is an increasing need for a 

greater understanding of the contextual factors that may enhance or discourage employees‟ creativity as 

well as the interaction between personal characteristics and the work environment. Moreover, it is a 

significant to identify the role that leader-member exchange (LMX), and their knowledge-sharing can be 

the key play into encouraged employee creativity behavior. That is, most employers and leaders would say 

that they would like their employees to be more creative.  

 

LMX theory asserts that high quality leader-member relationships should motivate subordinates to commit 

to groups‟ and leaders‟ goals. The perceived fairness can promote greater feelings of trust which also 

motivates employees‟ knowledge sharing and creativity. Hence, organizational leaders carefully notice the 

need to facilitate knowledge creation and sharing processes to promote creativity and innovation among 

workers (Farzaneh Hassanzadeh, 2014). Thus, it is important to understand employees‟ behavior of sharing 

their knowledge and creative work in their work place. In this study, we attempts to examine the role of 

leader-member exchange relationships in facilitating knowledge sharing and promoting creativity to 

employees, respectively; the mediating role of knowledge sharing on correlation between leader-member 

exchange and employee creativity; and final moderating role of organizational commitment on relationship 

between knowledge sharing and employee creativity in hotel industry. 

 

Literature Review and Hypotheses Development  
 

The Effect of Leader-Member Exchange on Knowledge Sharing and Employee Creativity 

 

Leader-member exchange (LMX) is part of a study of leadership that was examined during the last three 

decades. LMX model is defined as a transactional approach, “describes how leaders use their designated 

power by organization to form relationships change with different various subordinates” (Yukl, 1989). 

Many years ago, the relationship between leaders and subordinates can be called a LMX and has become 

another new structure of leadership style. The main principles of the LMX theory is that associated with the 

transition between a leader and a member of which affect the outcome of several parts, or an organization. 

LMX has been determined that the difference in quality of relationship between the leaders and their 

colleagues, which can be obtained ranging from low quality to high quality. Scholar research categorized 

the relationship leaders could have with their subordinates into two groups: the in-group “high-quality 

exchange” and the out-group “low-quality exchange” (Fisk & Friesen, 2012). Likewise, Graen and Uhl-

Bien (1998) stated the value of high-quality leader-member relationships in organizations. Moreover, a 

high-quality exchange relationship requires both parties to accept their mutual interests and agree to pursue 

shared superordinate goals. High-quality exchanges include partnering between colleagues, in which 

individuals step further than formal organizational roles to achieve desired goals (Fisk & Friesen, 2012; 

Graen & Uhl-Bien, 1998). On the other word, low-quality relationship exchanges leaders and subordinates 

closely obey their respective organizational roles while trust, respect, and feeling of obligations between 

members and leaders are near to the ground (Barbuto Jr & Gifford, 2012). 

 

Despite research efforts to examine organizational and social reasons as well as individual factors that 

foster or inhibit knowledge sharing (Lu, Leung, & Koch, 2006), there is a little knowledge about the 

mechanisms by which leadership may facilitate employee knowledge sharing, in particular by cultivating a 

social context in which employees share their knowledge (Carmeli, Atwater, & Levi, 2011). One of these 

social contexts is LMX quality. The relational identification between leader and subordinates could extend 

to other types of identifications such as organizational identification. Similarly, some research evidences 
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demonstrated that the best unique predictor of knowledge sharing, when compared to personality, tenure, 

team incentives, or goal commitment, is empowering leadership (Carmeli et al., 2011). Therefore, it can be 

said that high quality LMX relationships may help promote knowledge sharing, so that the first hypothesis 

is proposed as following: 

 

Hypothesis 1: Leader-member exchange has positive influence on knowledge sharing. 

 

Leaders are the most influential promoters of employee creativity at the work place. According to LMX 

theory, leader-member relationship could consider as a dyadic relationship which forms over time by 

negotiations. Based on theories, scholars have specified a number of reasons for a positive relationship 

between LMX and creativity. For instance, high-quality relationships enforce more creativity compared to 

low-quality relationships because employees are more concentrated on their challenging and difficult tasks 

in the work place. In addition, in high-quality relationships, employees take higher risks, higher task-elated 

recognition, support, and appreciation (Tierney, Farmer, & Graen, 1999). Furthermore, previous researchers 

have suggested that LMX is beneficial for innovation because enjoying a good LMX relationship is 

accompanied by encouraging climate perceptions. High-quality LMX encourages a social climate which 

motivates a creative work involvement (Scott & Bruce, 1994). Employees enjoy a high-quality LMX 

relationship, and to reciprocate engage in open and creative work processes. While previous study (Volmer, 

Spurk, & Niessen, 2012) focused on relationship between LMX and creative work in the high-technology 

firms in Germany, the study analyzed this relationship in a less knowledge intensive context. Based upon 

these rationales, the second hypothesis is proposed as following: 

 

Hypothesis 2: Leader-member exchange has positive influence on employee creativity. 
 

The Effect of Knowledge Sharing on Employee Creativity 

 

Deliberately encouraging factors were influence the behavior of employees. The purpose of this was very 

influential person to express the possibility that he or she will perform the behavior. However, the kind of 

incentives encouraged employees to participate in a particular activity or reason for employees‟ participation 

in the activities of the organization (Godin & Kok, 1996). Knowledge sharing behavior is likely to be 

driven in a similar way to help promote and difficult behavior by providing rewards to encourage and put 

pressure on employees (Pepall, Richards, & Norman, 2005). In addition, it pointed out that the behavior of 

the employees shared their knowledge could be important, especially by focusing on increasing autonomous 

motivation (Gagné, 2009). According to Gagné (2003) stated that autonomous motivation was encouraged 

through better enforcement and management while could demonstrate motivation and satisfaction reactor 

and attracting employees to work willingly. 

 

The empirical studies concerned with the sharing of knowledge and information inside and by the team 

process also showed that the development of the team did not have good results in the implementation of 

the coordinated better (Carley, 1997). In the term of “resource-based” of company, knowledge of employees 

was considered to be the most strategically significant resource. By the knowledge sharing, employees could 

coordinate relevant information to others across the team or organization (Bartol & Srivastava, 2002), and 

knowledge sharing between and among individuals and departments in the organization was regarded as a 

crucial process (van den Hooff & De Ridder, 2004).  

 

Therefore, past studies have concluded that the main function of the sharing of knowledge is that 

maintaining a mechanism for inter-unit personnel to continue its creativity and innovation. In addition, 

learning with the individuals involved, not only to learn from past experiences, but also the sharing of 

knowledge and understanding of current mediation to individuals in organizations. Based on the rationales, 

the third hypothesis is proposed in this study as following:  

 

Hypothesis 3: Knowledge sharing has positive influence on employee creativity. 
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The Mediating Effect of Knowledge Sharing 

 

Mediation effects occur when one part represents the relationship of the exogenous variables to the mediator 

and when the other part represents the relationship of the mediator to the endogenous variables. So that, 

many scholars have studied about knowledge sharing acts as intermediation of mediating role (Ma, Cheng, 

Ribbens, & Zhou, 2013; Nelson & Cooprider, 1996; Tong, Tak, & Wong, 2015). Ma et al. (2013) examined 

the relationship between ethical leadership and employee creativity through mediating effect of knowledge 

sharing. Madhoushi, Sadati, Delavari, Mehdivand, and Mihandost (2011) proposed that knowledge 

management acts as a mediator between entrepreneurial orientation and innovation performance. Knowledge 

sharing plays an important mediating role between organizational culture and job satisfaction (Tong et al., 

2015). Furthermore, Farzaneh Hassanzadeh (2014) examined how LMX affects employees‟ creative work 

involvement through knowledge sharing. In this study, the preceding hypotheses H1 and H3 link the 

relationships between: (a) leader-member exchange and knowledge sharing; (b) knowledge sharing and 

employee creativity. Thus, the discussion proposes that leader-member exchange influences on employee 

creativity via their knowledge sharing and the fourth hypothesis is proposed as following: 

 

Hypothesis 4: Knowledge sharing is positively mediated on the relationship between leader-member 

exchange and employee creativity. 

 

The Moderating Effect of Organizational Commitment 

 

Organizational commitment refers to characteristics of an employee‟s relationship with organization and 

reduces the likelihood that he/ she will leave it (Allen & Meyer, 1990). Therefore, the organizational 

commitment is the concept that represents the relationship between an employee and organization. 

Managers can benefit by understanding the expected advance of the commitment in the workforce becomes 

the cause, they can initiate an intervention when the problem occurred. The study showed that awareness of 

the organizational commitment provided extensive insight into how the organization's commitment with 

regards to fixed purposes, which was related to the intentions to leave (Yousef, 2000). The organizational 

commitment is the same, then, there will be linked to be no turnover (Lo, Ramayah, Min, & Songan, 2010). 

Employees with understanding of organizational commitment are likely to engage in good behavior and 

more willing to accept change of unit (Iverson & Buttigieg, 1999; Meyer et al., 2012). 

 

According to Allen and Meyer (1990) found that organizational commitment had the three-component 

model, namely affective, continuance and normative commitment. The definitions of these dimensions were 

described as, “The affective component of organizational commitment refers to the employee's emotional 

attachment to, identification with, and involvement in the organization. The continuance component refers 

to commitment based on the costs that the employee associates with leaving the organization. The normative 

component refers to the employee's feelings of obligation to remain with the organization.” The important 

feature of this model was that all three dimensions had implication over performance or withdrawal. The 

stronger the employee commitment, the stronger the intention of employee to stay, share the knowledge, 

and create new idea for their work places.  

 

Many studies have tested this theory and succeed by providing the evidence of a link between attitude and 

perceived norms, aware of the intentions and behavior. When applied to share knowledge, this theory 

predicts that the link between attitudes about the sharing of knowledge, aims to share knowledge and 

genuine sharing of knowledge (Cabrera & Cabrera, 2005; Kim & Hunter, 1993). Reasoned action theory 

demonstrated that, in order to affect a knowledge-sharing, they must first determine the factors that 

influence people's attitudes towards sharing. Similarly, some authors have specifically investigated the 

relationship between commitment and knowledge sharing.  

 

Moreover, scholars have studied the correlates of employees‟ commitment and creativity. Jafri (2010) found 

that creative behavior is positively related to affective commitment and negatively related to continuance 
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commitment. Extending these insights to creativity, we may expect that although organizational commitment 

generally is beneficial to creativity, beyond a certain point it gradually adds less to an individual‟s 

commitment to generate creative solutions to work problems. Creativity, by definition, involves the 

development of new ideas, and creativity in applied settings is not so much about idea generation unbound 

by practical concerns but about the generation of ideas that serve goal-directed needs. Accordingly, we 

argue that under conditions of high commitment has a relationship with creativity: the stronger commitment 

the higher creativity of employees. As such, organizational commitment can be used to predict the 

relationship between knowledge sharing and employee creativity. Based on discussion above, this study, 

therefore, proposes the fifth hypothesis as following: 

 

Hypothesis 5: Organizational commitment is positively moderated the relationship between knowledge 

sharing and employee creativity. 

 

Theoretical Framework 
 

Based on the literature review and hypotheses development, the research model for this study is shown in 

Figure 1. Overall, the present model is expected to contribute to an understanding of how leader-member 

exchange effects on knowledge sharing and their employee creativity; knowledge sharing plays key role as 

mediation; and organizational commitment serves as moderation in four and five star hotels in Cambodia. 

 
   

 
Figure 1 Proposed Research Framework of This Study 

 

Research Methods 
 

Sample and Procedure 

 

The sample was drawn from employees, supervisors, assistant managers, and managers of four and five star 

hotels operating in Cambodia. Primary data collection referenced investment destination was conducted 

through a personal interview technique, which involved two stages. First, e-mail was sent to appointment 

with HRM managers to discuss about dateline for doing conduct survey. Second, questionnaire survey was 

given to respondents with explanations. The purposive sampling technique (Cooper & Schindler, 2014) was 

adopted to select respondents relationships. The questionnaire was distributed to 17 hotels and 590 

respondents and total of 353 respondents were responded to the survey questionnaire. However, 11 

respondents had to be excluded because their responses were unusable. Finally, a total of 342 respondents 

from 17 hotels were determined to be usable. The effective responsive rate or yielding was 57.97 percent 

(342/590). As suggested by Saunders, Saunders, Lewis, and Thornhill (2011), given that the appropriate 

response rate for “hand-delivered” questionnaires has been found to range between 30 percent and 50 

percent, this response rate was viewed as adequate. 
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Demographic Information 

 

The following is the basic information for respondents: Of the respondents, 59.94 percent are males, and 

over 85 percent are older than 24. About 31.87 percent finished high school, 17.54 percent had an 

association‟s degree, 43.57 percent hold a bachelor‟s degree, and 7.02 percent graduated master‟s degree. 

About 10.23 percent of respondents are tenured less than 1 year and 16.96 percent of respondents are 

tenured more than 7 years. In addition, 59.94 percent of respondents are male, and this study suggests that 

female occupies job lower positions than males despite the equal tenure policy being applied for all 

organizations in Cambodia.  

 

Measurement Scales 

 

Leader-member exchange (LMX): Five items of LMX adopted by Margaretta (2007), which related to the 

statement: “The leader has enough confidence in me that he/ she would defend and justify this decision if I 

were not to do so.” 

 

Knowledge sharing: We adopted five items developed from Margaretta (2007) for this study, which related 

to the statement: “I will try to share this expertise from my education or training.” 

 

Employee creativity: Six items of employee creativity‟s questionnaire were operated by Lee and Veasna 

(2013), which related to the statement: “Employees come up with new and practical ideas.” 

 

Organizational commitment: We measured using three dimensions developed by Allen and Meyer (1990) 

which consisted of a total of 10 items, as following: 

 

(1) Affective Commitment contained four items related to the statement: “I really feel as if this 

hotel‟s problems are my own.”  

(2) Continuance Commitment contained three items related to the statement: “Staying with this hotel 

is a necessity as much as a desire.” 

(3) Normative Commitment contained three items related to the statement: “I believe in the value of 

remaining loyal to one hotel.”  

 

We adopted a counterbalancing question order with the survey questions arranged non-sequentially to 

reduce the effect of self-generated validity (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). To survey in 

the Cambodian context, original items were translated into Khmer language (Cambodian) by following 

Brislin‟s (1980) translation-back-translation procedure to validate the meanings of measurement items. All 

items of questionnaire were measured on a-5 point Likert scale (i.e., from 1=strongly disagree to 5=strongly 

agree). The Cronbach‟s alpha reliability for this study is addressed in Table 1. 

 

Data Analysis and Results 
 

Measurement Model Analysis 

 

The research construct reliability and convergent validity test were evaluated by using the guidelines of 

Anderson and Gerbing (1988). Firstly, the exploratory factor analysis for all the research items resulted in 

factor solutions, as expected theoretically. The internal consistency analysis (α) for each factor were greater 

than 0.70. Secondly, a confirmatory factor analysis (CFA) was performed to assess the distinctiveness of 

the measures by using AMOS 21.0. There are two procedures of CFA models, namely a first-order factor 

model and second-order factor model (Koufteros, Babbar, & Kaighobadi, 2009). In this study, four research 

constructs and their first-order CFA model were adopted to examine each individual research construct, and 

the results of this procedure indicated that standardized loading for all items exceeded 0.60 and that t-

values were higher than 1.96 (p < 0.001). The model fitness index of each individual research construct was 
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acceptable: Chi-square/degree of freedom (χ
2
/df) < 2; Goodness-of-fit (GFI) > 0.90, and Adjusted 

Goodness-of-fit (AGFI) > 0.90; Root Mean Square Residual (RMR) < 0.05, and p-value > 0.05 (can see in 

Appendix-2). If needed, some indicators were eliminated due to low factor loading or a possibility of high 

correlation with other indicator variables (Tabri & Elliott, 2012). The second order models, then, was 

conducted to analyze the fitness of research constructs which contained multiple factors (i.e., leader-

member exchange, knowledge sharing, employee creativity, and organizational commitment) as shown in 

Table 1 and Figure A5 (Appendix-2). The results of the second-order model were satisfied the threshold as 

suggested by Hair, Black, Babin, and Anderson (2010); Koufteros et al. (2009), and Chi-square/degree of 

freedom (χ
2
/df) < 2; Goodness-of-fit (GFI) > 0.90, and Adjusted Goodness-of-fit (AGFI) > 0.90; Root 

Mean Square Residual (RMR) < 0.05.  

 

In confirmatory factor analysis (CFA) and structural equation modeling (SEM), the suggestion that “more 

is better” both in terms of number of cases (sample size=N) and the number of indicators per factor has still 

not been substantiated. Accordingly, Bowerman, O'Connell, and Orris (2004) proposed that the appropriate 

number of respondents should be at least 196. Similarly, structural equation modeling requires a minimum 

of 200 respondents for effective parameter estimation (Hair et al., 2010). In turn, this study consisted of 4-

latent variable (i.e., leader-member exchange, knowledge sharing, employee creativity, and organizational 

commitment) and 26-questionnaire item, as listed in the measurement scales and Appendix-1. Therefore, 

based on the above discussions, the valid respondents for this study were 342 respondents.  

 
Table 1 The Results of CFA: Second-Order Factor Model 

Indicators  Research Construct 
Standardized 

loading (SL) 
t-value α AVE 

LMX1 ← Leader-member-exchange 0.708*** A 0.839 0.510 

LMX2 ←  0.728*** 12.086   

LMX3 ←  0.756*** 12.486   

LMX4 ←  0.725*** 12.043   

LMX5 ←  0.651*** 10.904   

KS1 ← Knowledge Sharing 0.695*** A 0.848 0.537 

KS2 ←  0.776*** 12.856   

KS3 ←  0.837*** 13.686   

KS4 ←  0.686*** 11.504   

KS5 ←  0.653*** 10.998   

EC1 ← Employee Creativity 0.747*** A 0.890 0.575 

EC2 ←  0.789*** 14.568   

EC3 ←  0.718*** 13.161   

EC4 ←  0.723*** 13.255   

EC5 ←  0.784*** 14.48   

EC6 ←  0.785*** 14.489   

AC ← Organizational Commitment 0.909*** A 0.865 0.707 

CC ←  0.828*** 18.606 0.886  

NC ←  0.781*** 17.234 0.875  

Goodness of fit statistics: χ
2
(266.573)/df(146) = 1.826, p = 0.000, GFI = 0.927, AGFI = 0.905, NFI = 0.925, CFI 

= 0.964, RMR = 0.026, RMSEA = 0.049 

Note: N= 342; A= Parameter regression weight is fixed at 1.000; *** p-value < 0.001; ** p-value < 0.01; 

*p-value < 0.05; and significant level at t-value > 1.96; AVE = Average Variance Extracted. 

 
In line with management studies, the proposed sampling plan and sample size has also been unclear, for 

example, Van Dyne, Jehn, and Cummings (2002) tested the proposed relationships with data collection 

from a field simple of 195 hair salon stylists (personal service workers who interact directly with customers 
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and provide services directly to individuals and not to the other firms). Majumder (2012) collected 88 

employee responses from 20 private commercial banks in Bangladesh. Hon et al. (2013) used multi-source 

data from a total of 265 full-time Chines employees working in hotel industry in Beijing, China, in order to 

analyzed hypotheses in their study. So that, a total of 342 valid questionnaires were determined to be usable 

for this study, and SEM and hierarchical regression analysis were used to test the hypothesized relationships. 

Moreover, due to the fact that research framework contains multiple factors of each research construct in 

order to fit into the latent research constructs, we then averaged the mean scores of organizational 

commitment to analyze the overall appropriateness of the second order CFA (see Table 1 and Apendix-2) 

and SEM (see Figure A6), respectively. The results shown in Table 1 indicated that there is overall 

goodness-of-fit satisfied the relevant threshold (i.e., χ
2
(266.573)/df(146) = 1.826, p = 0.000, GFI = 0.927, AGFI 

= 0.905, NFI = 0.925, CFI = 0.964, RMR = 0.026, RMSEA = 0.049). These results demonstrated that our 

research model held good fit to the data, with adequate convergent validity and construct reliability (Hair et 

al., 2010). The descriptive statistics, including the means, standard deviations, and correlations among the 

research variables are reported in Table 2. Convergent validity was demonstrated, as the average variance 

extracted (AVE) values for all research constructs was higher than the suggested threshold value of 0.50 

(Fornell & Larcker, 1981). Discriminant validity was determined by comparing the square root of the AVE 

with the Pearson correlations among the constructs (see Table 2). All AVE estimated from Table 1 can be 

seen to be greater than the corresponding inter-construct square correlation estimated in Table 2.  

 
Table 2 Descriptive Statistics and Correlation Matrix among Research Constructs 

Research Constructs Mean 
Std.  

Deviation 
1 2 3 4 

1. Leader-Member Exchange 4.347 0.623 0.714    

2. Knowledge Sharing 4.368 0.639 0.523** 0.733   

3. Employee Creativity 4.300 0.638 0.557** 0.660** 0.758  

4. Organizational Commitment 4.334 0.569 0.494** 0.412** 0.470** 0.841 

Note: N= 342; ** Correlation is significant at the 0.01 level (2-tailed); * Correlation is significant at the 

0.05 level (2-tailed); Pearson Correlation Test is used; Square root of AVE appears as bold numbers 

along with diagonal.  

  
Finally, the results shown in Table 2 indicated that correlations among the research variables exceeded 0.50, 

which suggested higher relative correlations; therefore, a CFA was conducted to assess the distinctiveness 

of the research variables for leader-member exchange (LMX), knowledge sharing, employee creativity, and 

organizational commitment, respectively.  

 

Hypotheses Testing 

 

To test the hypotheses H1, H2, H3, and H4, structural equation modeling (SEM) was applied using the 

likelihood estimation method. The latent variables were adopted in order to proceed with SEM (Anderson 

& Gerbing, 1988). The results illustrated that the model fit statistics were acceptable: χ
2
(165.446)/df(101) = 

1.638, p = 0.000, GFI = 0.944, AGFI = 0.924, NFI = 0.940, CFI = 0.976, RMR = 0.025, RMSEA = 0.043 

(see Table 3 and Figure A6), indicating that the proposed model was satisfactory (Hair et al., 2010).  

 

The SEM path coefficients showed leader-member exchange (LMX) to be positively significant related to 

knowledge sharing (γH1 = 0.609; t = 8.374; p < 0.001), and employee creativity (γH2 = 0.306; t = 4.695; p < 

0.001), respectively. Knowledge sharing is not only found to be positively and significantly related to 

employee creativity (βH3 = 0.555; t = 7.584; p < 0.001), but also positively mediated the relationship 

between leader-member exchange and employee creativity (γH4 = 0.338; z = 5.550; p < 0.001). Therefore, 

H1, H2, H3, and H4 are supported in this study. Moreover, leader-member exchange has a stronger indirect 

impact on employee creativity than direct impact via the mediating role of knowledge sharing.  
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Table 3 The Results of Coefficient Path Relationships  

Path Relationships 
Standardized  

Coefficient 
t-value 

H1: Leader-Member Exchange  →  Knowledge Sharing 0.609*** 8.374 

H2: Leader-Member Exchange  →  Employee Creativity 0.306*** 4.695 

H3: Knowledge  Sharing →  Employee Creativity 0.555*** 7.584 

Mediating effect  z-test 

H4: Leader-Member Exchange → Knowledge Sharing → Employee Creativity 0.338*** 5.550 

Goodness of fit statistics: χ
2
(165.446)/df(101) = 1.638, p = 0.000, GFI = 0.944, AGFI = 0.924, NFI = 0.940, 

CFI = 0.976, RMR = 0.025, RMSEA = 0.043 

Note: N= 342; *** p-value < 0.001; ** p-value < 0.01; *p-value < 0.05; and significant level at t-value > 1.96. 

 
In addition, to test moderating effect (hypothesis H5), hierarchical regression analysis was adopted in this 

study. The use of a hierarchical regression can allow the retention of the continuous nature of variables 

without losing information or reducing the power to detect interaction effects (Aiken, West, & Reno, 1991; 

Cohen, Cohen, West, & Aiken, 2013; Crown, 1998). However, there is the possibility that variables might 

correlate with each other (high multicollinearity) (Lee & Sukoco, 2010), so a centering method was applied 

to reduce these effects (Fox, Spector, & Miles, 2001; Frazier, Tix, & Barron, 2004), and all independent 

variables were averaged as mean-centered. The cutoff criteria for hierarchical regression should be R-square 

(R
2
) > 0.10, and marginal change of ΔR

2
 and F-value (ΔF) should be significant at t-value > 1.96 with p-

value < 0.05, suggested by Keith (2015); Byrne (2013); and Hair et al. (2010). 

 
Table 4 The Results of Hierarchical Regression Analysis   

Variables 

Employee Creativity 

Model 1 Model 2 Model 3 

Beta (β) t-value Beta (β) t-value Beta (β) t-value 

Step 1: Control variables   
    

Gender -0.095
+
 -1.734 0.010 0.258 0.008 0.192 

Age 0.040 0.696 0.003 0.067 0.004 0.108 

Education  0.037 0.665 0.026 0.636 0.016 0.388 

Step 2: Main effects       

Knowledge Sharing (KS)   0.561*** 12.939 0.597*** 12.894 

Organizational Commitment (OC)   0.240*** 5.563 0.250*** 5.788 

Step 3: Interaction effect       

OC × KS     0.093* 2.135 

R
2
 0.015  0.484  0.490  

ΔR
2
 0.015  0.469***  0.007*  

ΔF 1.691  152.488***  4.559*  

Sig.(F) 0.169  0.000  0.033  

Note: N=342; An Enter Method was used to produce the results; ***p-value < 0.001; **p-value < 0.01; *p-

value < 0.05; +p-value < 0.10; significant level at t-value > 1.96. 

 
According to Table 4 and Figure 2, illustrated that the main effects of knowledge sharing and organizational 

commitment have positively significant influence on employee creativity (i.e., Model 3: β = 0.597, t = 

12.894, p < 0.001; β = 0.250, t = 5.788, p < 0.001), respectively. Similarly, interaction effect between 

organizational commitment and knowledge sharing on employee creativity is positive significance (i.e., 

Model 3: β = 0.093, t = 2.135, R
2
 = 0.490, p < 0.05), too. Therefore, hypothesis H5 is confirmed in this 

study. 
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Figure 2 The Results of Hypothesized Model 

 

The procedure of Aiken et al. (1991) and Cohen et al. (2013) are described as following. Figure 3 

demonstrated that the moderating effect of organizational commitment on relationship between knowledge 

sharing and employee creativity. The figure indicated that employee creativity in this sample slope with 

higher levels of organizational commitment (i.e., Ŷ = 5.284), and higher knowledge sharing tended to 

achieve the highest level of employee creativity. As predicted, employee creativity with higher level of 

knowledge sharing but lower level of organizational commitment (i.e., Ŷ = 4.47) tended to have lower level 

of employee creativity. However, in this study, employee creativity with higher level of organizational 

commitment (i.e., Ŷ = 3.84) but lower level of knowledge sharing tended to have the lower level of 

employee creativity. Employee creativity with low level of organizational commitment (i.e., Ŷ = 3.53) and 

lower level of knowledge sharing tended to have the lowest level of knowledge sharing. Those with the 

lower levels of organizational commitment and lower levels of knowledge sharing also exhibited lower 

levels of employee creativity. These results suggested that the organizational commitment can enhance 

employee creativity in situations in which there is higher knowledge sharing. 

 
 

 
 

Figure 3 Two-way Interaction  

 

Discussion and Implication 
 

A total of five hypotheses were developed in this study. The structural equation model and hierarchical 

regression analysis were adopted to test the hypotheses. These hypotheses were tested with the results as 

shown in Table 5. As shown in Table 5, the discussion of findings from testing the hypotheses is presented 

in the following: 
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Table 5 The Empirical Results of Hypotheses Testing 

Hypotheses development Results 

H1: Leader-member exchange has positive influence on knowledge sharing. Supported 

H2: Leader-member exchange has positive influence on employee creativity. Supported 

H3: Knowledge sharing has positive influence on employee creativity. Supported 

H4: Knowledge sharing is positively mediated on the relationship between leader-member 

exchange and employee creativity. 

Partially 

Supported 

H5: Organizational commitment is positively moderated the relationship between 

knowledge sharing and employee creativity. 

Supported 

 

The results of this study indicated that LMX makes significantly positive contributions to knowledge sharing 

and employee creativity, respectively. These results are in line with Farzaneh Hassanzadeh (2014), who 

reported LMX to be positively and significantly related to knowledge sharing and creative work 

environment in insurance companies; and concluded that leaders in the organization are in positions to help 

overcome the fare knowledge sharing among employees by enforcing a context of cooperation and 

structure of organization. So that leaders will be effective in a variety of cross-cultural environments and 

can be assigned to hotel assignments of varying complexity. The present study also revealed that leaders 

contribute to knowledge sharing and positive creativity of their subordinates in hotel industries, which are 

highly valuable for organizations and crucial for individual career development. Moreover, the research 

findings also demonstrated that the direct relationship between knowledge sharing and employee creativity 

was found in this study. The findings of this study conclude that greater use of knowledge sharing would 

push the employees more committed to create new idea for developing the product or service of the hotel 

industry, Cambodian context. This finding goes along with the prior studies, such as Nonaka, Von-Krogh, 

and Voelpel (2006) which concluded that the critical function of knowledge sharing is that of maintaining 

an inter-organizational mechanism for employees‟ on-going innovation. The result also illustrated that 

knowledge sharing only partially mediates the relationship between leader-member exchange and employee 

creativity. This finding is consistent with the previous studies, such as Farzaneh Hassanzadeh (2014) which 

found that knowledge sharing was partially mediated between LMX and creative work involvement. In 

conception, the high quality of LMX (supervisor-employee relationships) promotes creativity of employees 

and perceived expectation of leader impact on individual‟s creative involvement at work place. Finally, 

organizational commitment is positively and significantly moderated the relationship between knowledge 

sharing and employee creativity was found in this study. The result shown in Figure 3 indicated that 

employees are more creative with high levels of organizational commitment and knowledge sharing and in 

contrast, employees are less creative when low levels of organizational commitment and knowledge 

sharing. That is, hotel organization can enhance employee‟s commitment to share their knowledge for 

creating involvement at work place. 

 

An extension of the research framework of LMX and knowledge sharing to employee creativity; mediating 

effect of knowledge sharing; and moderating effect of organizational commitment may provide significant 

contributions to both organizations and academics by offering them valuable directions that contributes to 

helping employees complete their knowledge and assignments effectively. Based on the results of this 

study, it is assumed that LMX plays very critical roles in enhancing employees‟ knowledge sharing and 

their creativity. This study also suggests leaders should build positive relationship with subordinates who 

can to foster their employees‟ willingness to share knowledge to team and organization. Moreover, leaders 

can motivate and enhance employees‟ knowledge and their creativity so that they are more willing to learn, 

share, and face knowledge challenges in order to be better adjusted and to achieve higher performance in 

their work place through their creativity.  

 

Although the present study provides valuable insights into an understanding of the extended literature on 

LMX and organizational commitment in order to explore the employees‟ knowledge sharing and their 

creativity, there are a few limitations that should be recognized, and these may provide a departure for 
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future research. First, this study was examined to 17-four and five star hotel industries in Cambodia area 

and can‟t be extended to other companies in different industry. Second, questionnaire distributed to the 

same source, which may have the common method bias. Third, it was lack of literature review and 

empirical studies of the mediation of knowledge sharing and moderation of organizational commitment to 

support this study. Therefore, in the future research can try to collect data from others industries and 

countries to compare this results.  

 

However, this study can prove that LMX plays as key roles in hotel organization to increase their 

employees‟ willingness to share their knowledge and create new idea for producing the hotels‟ products 

and services. 
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Appendix 

 
Appendix-1 Index Questionnaires 

 
Leader-Member Exchange (α = 0.839; AVE = 0.510) 

 

(1) I usually know where I stand with the leader. 

(2) The leader understands this problems and needs. 

(3) The leader has enough confidence in me that he/ she would defend and justify this decision if I 

were not to do so.  

(4) The leader recognizes this potential. 

(5) The leader often consults me on strategic decisions. 

 

Knowledge Sharing (α = 0.848; AVE = 0.537) 

 

(1) I will try to share this expertise from my education or training. 

(2) I will share this expertise or know-how from work in the future. 

(3) I will share this work reports and official documents. 

(4) I will always provide this manuals, methodologies and models. 

(5) I always provide this know-where or know-whom at the request. 

 

Employee Creativity (α = 0.890; AVE = 0.575) 

 

(1) Employees come up with new and practical ideas. 

(2) Employees exhibit creativity on the job. 

(3) Employees often have a fresh approach to problems. 

(4) Employees promote and champion ideas to others. 

(5) Employees develop new ideas and knowledge. 

(6) Employees develop new ideas and knowledge. 

 

Organizational Commitment  

 

Affective commitment (α = 0.865; AVE = 0.618) 

 

(1) I really feel as if this hotel‟s problems are my own. 

(2) I do feel “emotionally attached” to this hotel. 

(3) I do feel like “part of the family” at this hotel. 

(4) I do feel a strong sense of belonging to this hotel. 

 

Continuance commitment (α = 0.886; AVE = 0.725) 

 

(1) Staying with this hotel is a necessity as much as a desire. 

(2) It would be very hard for me to leave this hotel right now. 

(3) It would be too costly for me to leave this hotel in the near future. 

 

Normative commitment (α = 0.875; AVE = 0.708) 

 

(1) I believe in the value of remaining loyal to one hotel. 

(2) I do believe that a person must always be loyal to his/ her hotel. 

(3) I believe that loyalty is important and moral obligation to remain. 
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Appendix-2 Index Figures 

 

 
 

Figure A1 CFA: First-Order Model of Leader-Member Exchange 
 

 
 

Figure A2 CFA: First-Order Model of Knowledge Sharing 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Figure A3 CFA: First-Order Model of Employee Creativity 
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Figure A4 CFA: First-Order Model of Organizational Commitment 

 

 
 

Figure A5 CFA: Second-Order Model of the Overal 

 

 
 

Figure A6 The Results of SEM   


