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Abstract: Employee innovative work behavior has long been studied as a source of gaining a competitive edge over others. Organizations
spend millions on their HRM activities to enhance their profitability and performance. This research investigates the relationship among
high-performance work systems (HPWS), Innovative work behavior, knowledge sharing, and inclusive leadership in faculty members of
universities in Rawalpindi and Islamabad. Using the ability, motivation, and opportunity (AMO) framework under the theory of HPWS, our
research hypothesizes that the AMO-enhancing practices of faculty members lead to better innovation performance through the mediating
role of knowledge sharing. Inclusive leadership (IL) was a significant moderator on the relationship between Knowledge sharing (KS) and
Innovative work behavior (IWB). Data were collected from the faculty members of universities in Rawalpindi and Islamabad. Convenience
sampling were used for data collection, 356 questionnaires were correctly fulfilled by participants and SPSS software was used for statistical
analysis and generating results. The results support the significant effect of AMO on innovative work behavior and the mediation of knowledge
sharing between the AMO model and employee innovative work behavior. Further, the study’s results illustrate that inclusive leadership
significantly moderates the relationship between knowledge sharing and employee innovative work behavior. This research has implications for
supervisors and managers of organizations to design HRM practices better to improve employees’ creativity and innovation performance . By
focusing on the routes that drive the strategic inputs of HR managers for successful goal implementation, the current study effort has enhanced
the usefulness of HPWS research. The study emphasises the AMO theory, which asserts that when businesses view their workers as their most
valuable assets, they are more likely to make investments that improve both individual performance and organisational levels as a whole.
Employers may drive their staff to go above and beyond in achieving their goals by instilling in them a sense that they are the most vital part of
the enterprise’s operation through the application of HPWS.
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INTRODUCTION
Innovation is key to businesses capturing the competition and meeting the targets of continuous growth. Usually,

research on factors that can affect the success and productivity of creativity has established the much more important
aspect of a high-performance work system, especially that which can inspire workers and enhance the output. Due
to the changing economic environment, globalization, and growing competing demands, innovative work behavior
has become increasingly important (Woods et al., 2017) and an essential prerequisite for organizational survival
(Hon & Lui, 2016; Kim & Koo, 2017; Li & Hsu, 2016).

Inclusive leadership creates a climate in which staff has a culture of inclusion. More sense of responsibility,
more autonomy in decision making, and more accountability (Borman & Motowidlo; 1998), As well as assistance
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and Motivation, information, and feedback (Arnold, Arad & Rhoades 2000; Fatima, Majeed, & Saeed, 2017).
by using implicit knowledge, skills abilities, and experience acquired by their coworkers or using the explicit
company knowledge. Accordingly, it is expected that an organization that can foster common information-sharing
activities among workers, groups, and within the organization would generate fresh and different ideas and that
suggestions are useful for creating new business chances (Tuan, 2017). Inclusive proactive leadership practices,
including employee information sharing, can enhance workplace success. The staff participant’s actions can create
a team-based job context as positive social position behavior and build a partnership between team members and
leaders that contributes to profit performance.

Scholars emphasized assessing the absent relation between the high-performance work system and organiza-
tional performance (Jiang et al., 2013; Messersmith et al., 2011; Becker & Huselid, 2006). There is a lack of
research concerning the impact of high-performance work system (HPWS) with a focus on the AMO model as
recommended by (Bhatti, Zakariya, Vrontis, Santoro, & Christofi, 2020) on innovation performance in the Pakistani
context.

This research, in general, bridged the gap in Pakistan and could facilitate managers in developing and improving
their capacity to assess workers’ loyalty and work satisfaction. Very few studies have been carried out on inclusive
leadership in Pakistan, such as the impact of Inclusive Leadership on Employee Engagement in International
Non-Government Organizations (Malik, Suleman & Arshad, 2017). Other studies were conducted in this context to
explore the relationship between inclusive leadership, Leader-Member Exchange (LMX), and employee outcomes
in Pakistan (Irshad & Bashir, 2020; Javed, Khan & Quratulain, 2018). Another study was conducted in the hotel
industry of Pakistan, in which authors (Afsar, Masood, & Umrani; 2019) examined the impact of job crafting
and knowledge sharing between transformational leadership (TL) and employee innovative work behavior. To fill
this gap, the present research has attempted "to find out the relationship between high-performance work systems
with AMO Model and innovative work behavior" in educational institutes of Pakistan. Further, the missing link in
knowledge sharing as a mediator between high-performance work systems and employee innovative work behavior
will also be evaluated. Moreover, the role of inclusive leadership will also be evaluated between knowledge sharing
and employee innovative work behavior.

It has been observed in the past few years that education institutes face many challenges like integrating new
technologies into classrooms, market saturation unprepared, and inability to understand new technologies. To cope
with these challenges, education institutes try to adopt and implement innovative work systems that facilitate the
maintenance of the high-performance level of teachers.

Lack of sufficient budget, failure of policy implementation, inadequate physical infrastructure, absence of
teacher quality, leaderless teaching, poor management and supervision, and lack of uniformity are all issues that
plague Pakistan’s educational system (Louis, 1987). In Pakistan, there are few resources for teachers to receive
training. Research suggests teachers should not use modern teaching and learning approaches and techniques.
Information exchange is a major challenge in academia because universities are often confronted with increased
faculty requests for sharing high-quality skills and skills.

The Ability, Motivation, and opportunity (AMO) theory (Appelbaum, Bailey, Berg, & Kalleberg, 2000; Boxall
& Purcell, 2003) has been widely recognized as a model for understanding the relationship between human resource
management (HRM) and success. According to the AMO model, people perform well when they have the necessary
skills, are sufficiently motivated, and have opportunities to engage in their work atmosphere (Boselie, 2010; Boxall
& Purcell, 2003; Choi, 2014; Marn-Garca, Miralles, Garcia-Sabater & Perello-Marin, 2011; Marn-Garca, 2013;
Raidén, Dainty & Neale, 2006).

This research would inform professionals about the importance of information exchange for organizational
improvement. An organization will learn from this research how to hire, educate, and inspire managers and
executives to act more like executive members and share work-related and beneficial relationships with the
organization. This research would also aid companies in looking for an inclusive leadership style to enhance the
work environment’s information-sharing atmosphere and employee creative work behavior. HPWS is essential in
corporate environments because it has features that encourage employees to keep their work and remain with their
current employers.
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LITERATURE REVIEW

Ability Enhancing HR Practices and Innovative Work Behavior

Ability enhancing-HR activities aim to strengthen the creative talent of staff members by improving the expertise,
knowledge, and competencies needed. Capabilities are Designed related to the development of human awareness by
Ability enhancing HR practices and analytical abilities, a major field of high-performance work system practices.
This enhancement improves the skills of workers, which raises the degree of faith in organizational operations to
boost the efficiency of innovation management (Zhou et al., 2010; Ali, Ahmad, & Saeed, 2018).

Human resource practices of "training and development" have substantially impacted innovative work behavior.
In contrast, several researchers have analyzed training and development, including job enhancement activities and
expertise (Bysted & Jespersen, 2014; Spiegelaere et al., 2012).

Training might be used to strengthen the cognitive mechanisms of creative job activities and generate learning
programs that can strengthen the skills of the task activities. Entrepreneurs typically struggle with a lack of resources,
experience, and formal processes; they find it challenging to devote additional money to staff development.. Bysted
and Jespersen (2014) concluded that the correlation between private and public corporations varies and that the
influence of training and development activities on innovative work behavior in the private sector is much higher
than in public companies.

Multiple research has shown that training and development can be beneficial for workers, as it enhances
manager and worker connection and strengthens the team spirit, professional skills, and overall work awareness and
productivity of the workforce, which are used to participate in innovative work behavior (Prieto & Pérez-Santana;
2014; Farid et al., 2021). In light of the theoretical discussion, we hypothesize that:

H1: There is a positive relationship between Ability enhancing HR practices (AE- HR) on Innovative Work
Behavior.

Motivation Enhancing HR Practices and Innovative Work Behavior

Motivation-enhancing HR activities include rewards, performance-based compensation, work-life balance, and
giving feedback which aims to maximize the willingness of workers to invest in the production of innovations and
evaluate such concepts for enhancing job operations (Shin et al., 2016; Zada et al., 2022). Innovative work behavior
(IWB) is favorably impacted by compensation because workers who believe their contributions are reasonably
compensated and obligated to give back with additional monetary efforts. The company’s pay expectations can
contribute to a source of responsibility to give employee-specific information and feedback or creative ideas for
change (Ramamoorthy et al., 2005; Khan et al., 2021).

Numerous studies observed the negative correlations between incentives and IWB (Dorenbosch et al., 2005;
Sanders et al., 2010), while the strong positive association between financial and non-financial rewards and
Innovative work behavior was also noticed by other researchers. Although Janssen (2000) also suggested that
this reciprocal arrangement involves expectations of effort-reward equality because when workers feel reasonably
compensated for their input, they will respond positively to IWBs. Research suggests that people who can manage
and balance work-life concerns will focus positively on the workplace (Alegre & Pasamar 2018; Saeed et al., 2022).
Effective satisfaction with job and family requirements facilitates workers positively with psychological Motivation,
which allows them to learn and create innovative approaches and produce and execute suggestions (Yasir & Majid,
2019). Therefore, the greater the degree of work-life pressure workers face, the more likely they are to believe
that the organization values less for them (Abstein & Heidenreich, 2014; Khan et al., 2022), which leads to less
involvement in workplace development activities. The ability, motivation, and opportunity (AMO) model, which
emphasises the successful implementation of HRPs in the form of motivation enhancement through incentives and
pay, serves as the foundation for the current hypothesis. Retaining people that are inventive and perform well is
the largest issue for businesses since their contributions to the cost-effectiveness model help to lower replacement
costs. The motivation, dedication, and job happiness of an employee determine whether they remain or go, thus
SMEs must work to keep employees through maintaining individualised connections. In order to engage their staff
and encourage creative behaviour, SMEs must concentrate on creating a sense of belonging and empowerment by
creating a performance management system that is reward-based. Concerning existing research, we hypothesize the
following:
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H2: There is a positive relationship between Motivation enhancing HR practices and innovative work behavior

Opportunity Enhancing HR Practices and Innovative Work Behavior

The organization plans OE-HR practices that allow staff to demonstrate advanced knowledge and practical
actions. Wide job descriptions, flexible task arrangements, work teams, staff engagement, and information-sharing
opportunities are common examples of these strategies. Opportunity enhancing-HR activities include enhancing
skills, abilities, and behavior in a job, which is strongly correlated with worker job engagement in innovation (Jiang
et al., 2012). OE-HR activities aim to stimulate workforce abilities to encourage practical autonomy to execute
innovatively (Wojtczuk-Turek & Turek, 2015; Khan et al., 2023).

Autonomous and empowered workers are to decide once again how they learn to write their skilled work
activities the more they participate in IWB. Bysted and Jespersen (2014) showed that autonomy is an effective
activity in Human Resources for several IWB aspects because it relates to producing ideas and implementing ideas
substantially positively. Feedback has been observed as an abundant source of knowledge about how responsibilities
are performed and how much staff productivity is suitable to achieve the targeted goals. Regarding this, the staff can
more easily identify challenges and openings through suggestions. Also, workers will be skilled in introducing more
productive and reliable operating methods and equipped with this knowledge (Ullah et al., 2021). As IWB requires
a complicated sequence of activities, it may enable workers to participate actively in those difficult behaviors
by acquiring multiple perspectives. Only Knol and van Linge (2009) examined in their survey that feedback
positively and significantly impacts IWB. Employee participation in activities targeted at developing and executing
ideas is the only way for innovation to happen. Management must thus understand how IWB may be molded
and stimulated. The ability of employees to innovate at a high level depends on the supporting environment in
which they may increase their knowledge, skills, and capacities to take advantage of possibilities while remaining
motivated. Regarding the earlier arguments, we hypothesize the following:

H3: There is a positive relationship between opportunity-enhancing HR practices on innovative work behavior.

Ability-Enhancing HRM Practices and Knowledge Sharing

Ability-enhancing Human Resource activities for knowledge sharing can involve presenting skills practice,
self-study, collaboration, or coaching (Jackson et al., 2006). The main point is that training will support addressing
several knowledge-sharing limitations, for example, the absence of incentives for beginners, poor learning potential,
and adaptation capacity (Rhodes et al., 2008; Saeed et al., 2022). Businesses require taking on within and outside
training sessions to improve their workers’ skills, experience, and competencies. Implementing different training
programs will prepare staff to acquire new knowledge and skills, enhance their perspective and provide them
with creative thoughts and abilities. In the sense of knowledge sharing, T&D is relevant when workers can share
information, suggestion, opinion, and thoughts during formal and informal training sessions (Ipe, 2003; Khan et
al., 2022). On the other hand, if sufficient training opportunities are not provided, organizations face difficulties
maintaining their workers according to new trends and technologies (Darwish et al., 2016).

Selectively recruiting and hiring an employee with the proper expertise, capacity, environment, and mindset
is important for working teams to combine learning content (Cabrera & Cabrera, 2005; Grandori & Soda, 1995).
Currie and Kerrin (2003) emphasized the importance of the selection process by explaining that if the selection and
recruitment procedure is transparently held, it encourages staff to share information by collecting extremely capable
and recognizable participants in their company. When there is the family presence and other ties in the companies’
recruiting culture due to the presence of different people from different communities and backgrounds who appear
to favor and facilitate people of similar relatives and backgrounds, it suggests the occurrence of favoritism. Rao
(2012) concluded that favoritism is promoted by the desire for personal connections in companies, which leads
to the biasedness of members in recruiting, promotion, training, and development, respectively. Based on these
considerations, the following hypothesis is proposed:

H4: There is a positive relationship between Ability-enhancing HRM practices and knowledge sharing.

Motivation-Enhancing HR Practices and Knowledge Sharing

Compensation and rewards are significant aspects of Motivation enhancing HR practices concerning knowledge
sharing based on the programs implemented by companies. When companies regulate basic appraisal requirements
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to create a relationship between workers’ success with their involvement in knowledge sharing and implementation,
workers may be encouraged to work hard on Knowledge Management techniques. Numerous types of research
indicate that individual reward systems may limit the exchange of data among coworkers, which also narrows down
the information transfer activities in a company (Quinn et al., 1996; Khan et al., 2022). Goh (2002) stated that
sometimes Workers are hesitant to exchange information and knowledge with each other. Further, sometimes people
retain their information as a tool for job success to stay competitive with their coworkers. So, this mechanism acts
against a company’s culture of information exchange. Hence, to boost up information sharing activities among
coworkers of firms, the firm should develop a new compensation and reward structure method that emphasizes
group-based performance instead of individual (Yahya & Goh, 2002; Zada et al., 2022). Similarly, team-based
designs and the opportunity to collaborate with other company members significantly affected employee information
sharing (Hansen, 1999; Khan et al., 2022).

Danish and Usman (2006) determine that when an employee faces biases in incentives and appreciation in
a company, it reduces the exchange of information among workers by affecting the behavior of their level of
enthusiasm and passion. Moreover, organizations can value those employees who bring creativity to work activities,
risk-taking Ability, and problem-resolution skills to promote the sharing and exchanging of information. Employees
will make more effort to perform Knowledge Management operations if they know that the organization rewards
them for acquiring and exchanging information through bonuses and salaries (Ahmadi & Abzari 2018). In sum, we
hypothesize that:

H5: There is a positive relationship between Motivation-enhancing HRM practices and knowledge sharing.

Opportunity-Enhancing HR Practices and Knowledge Sharing
Dixon (2000) and Wu et al. (2007) showed in their research that knowledge-sharing behavior (KSB) and

opportunity-enhancing HR practices could include teamwork, giving flexible time at work activities to sharing
knowledge, employee job rotation, staff involvement in decision-making, workable job design and organization
environment layout.

Flexibility at the workplace could contribute to employee participation and understanding, giving workers more
opportunities and encouraging them to play a part in decision-making. Task rotation and Flexible work design offer
abundant opportunities for workers to connect and gain more knowledge from coworkers (Ortega, 2001; Zada et al.,
2022). This promotes the exchange of information utilizing an organization’s collective and group environment of
coordination and loyalty (Collins & Smith, 2006). It has also been noticed in the research of Chiang, Shih, and Hsu
(2014) that it is beneficial for companies to introduce job work rotation and team information sharing to introduce
job work rotation, which discovers new opportunities for teams to create a shared memory framework.

Support empowerment opportunities for staff to explore and utilize the organization’s information for better
performance (Hasani & Sheikhesmaeili, 2016; Khan et al., 2022). Participatory leadership engages workers in the
decision-making mechanism that strengthens their creative ideas and information, which they utilize to accomplish
works tasks and responsivity (Sanchez et al. 2015). We, therefore, hypothesize that:

H6: There is a positive relationship between opportunity-enhancing HRM practices and knowledge sharing.

Knowledge Sharing and Innovative Work Behavior
Sharing knowledge is a feature that helps people to share unique work information and turn it into significant

strength. Although workers exchange information effectively, information can be collected, and staff is encouraged
to foster creative work activities. Holub (2003) concludes that the transmission of information infirm will be high,
and employees will respond quickly and creatively when knowledge-sharing activities are encouraged. For the
innovation process, additional information and data are mandatory (Spender, 1996), and workers must collaborate,
gain and communicate data to introduce the Innovative behavior (Thornhill, 2006). Knowledge exchange is used to
create organizational creativity (Lin, 2006).

Enhancing activities in firms related to information sharing contributes to development and progress in introduc-
ing new operating approaches, new systems, and methods and evolving conventional processes. Helping companies
share expertise is an important aspect of shaping the company’s creativity (Qammach, 2016). Thus the following
hypothesis is proposed:

H7: Knowledge sharing is positively related to innovative work behavior.
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Knowledge Sharing Mediates Relationship Between AE-HR Practices and IWB
Lepak et al. (2006) indicated that Ability enhancing-HR activities improve the awareness, expertise, and

abilities required to build individual-level skills to perform outside repetitive tasks that can ultimately promote the
creative actions of workers (Preenen et al., 2017).

Several kinds of research indicate that group learning provides more benefits than person-based learning.
Learning is another basic principle behind training and growth practices, which is why organizations expend
valuable money on encouraging the exchange of information. Besides, major companies in developing countries
invest significant money in building a system of knowledge sharing that facilitates workers’ creativity and innovative
thinking capability. To put it another way, as a return on investment (ROI), companies spend on growth processes
to improve employees’ expertise and capacities with the knowledge that impacts employees’ creative practices,
which is also the aim of knowledge-sharing practices. Hence, it is proposed that:

H8: knowledge sharing mediates between ability-enhancing HR practices and innovative work behavior.

Knowledge Sharing Mediates Relationship Between ME-HR Practices and IWB
Businesses need motivated employees to make better sacrifices to initiate improvement and creativity to generate

innovative outcomes (Hadjimanolis,1999). Motivation seems to have a significant influence on the Ability of
workers to adopt emerging technology (Fagan et al., 2008), share knowledge with coworkers (Reinholt et al., 2011),
and Risks and observations carried out that are specifically related to greater imagination and innovation (Xiaomeng
& Bartol, 2010). Hotho and Champion (2011) suggest that businesses must build techniques and procedures for
people management such as collaboration, communication, and confrontations among staff. This will provide staff
with an internal motivation to do innovative ideas.

Therefore, it is expected that as managerial encouragement is given to employees and colleagues support in the
form of knowledge sharing towards their creative thoughts, their optimistic mood states are improved, leading to
higher levels of innovative actions (Madjar, 2005). Thus, it is proposed that:

H9: knowledge sharing mediates between Motivation enhancing HR practices and innovative work behavior.

Knowledge Sharing Mediates Relationship between OE-HR Practices And IWB
Flexible opportunities for job creation, autonomy, and engagement further promote inventiveness and innovation

in firms by allowing workers to examine new or strengthen current technology, procedures, and equipment. This
will perform their roles flexibly rather than sticking to tightly defined tasks (Baggen et al., 2016).

The HR department has been recommended to highlight team-based job designs so employees can become more
creative. Some technology-based experiments have shown that cooperation is vital in promoting creativity. For
example (Claver et al., 1998) determined that teamwork, autonomy, and a tendency towards technical advancement
are part of the HR framework required to create an innovative culture. Workers in companies who have a strong
cooperative channel and social encouragement are much more invented and productive in the workplace than those
who are not in such cooperative organizations environment. The West Review (2002) confirms that creativity and
innovation in project teams rely on how these functional teams are driven and controlled. Team coordination,
teamwork, and dispute resolution are all important components of teams with an expectation of creativity (Beer &
Eisenstat, 2000; McDonough, 2000). Thus, this study proposes the following hypothesis:

H10: knowledge sharing mediates between opportunity-enhancing HR practices and innovative work behavior.

Moderating Effect of Inclusive Leadership
In the workplace environment, people who trust each other seem to feel mentally comfortable in freely

addressing difficulties and challenges, joining forces, and exchanging and incorporating particular suggestions
and detailed knowledge. Accordingly, McLean (2005) states that when an open discussion, communication in a
supportive work atmosphere, and positive trust relationship exist, workers will become freer to take risks and bring
unique ideas and concepts. So as the actions of positive supervisors are supposed to improve the employee IWB,
likewise, actions on the worker’s role, coworkers are expected to have related results (Shelley al., 2004). Also,
leaders serve as mediators in innovative behavior by which leaders screen and select the ideas from employees and
will be further created and introduced to top management (Janssen, 2005; Renkema et al., 2018).

In the organization, leaders play a significant part. They have a specific rank and influence in the work
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environment, which allows them to exchange expertise and work experience with their subordinates. To illustrate
(Wang & Noe, 2010) stated that Individuals, i.e., leaders, should share their job-relevant concepts, tasks, skills,
background know-how, and feedback to support others and cooperate in developing ideas or processes and apply
them in a field. Bandura (1997) showed that leaders who share knowledge at the workplace could guide subordinates
to participate in practices of knowledge sharing. Additionally, these practices positively impact subordinates’
inventive results (Dong et al., 2017; Hu & Zhao, 2016; Gilson et al., 2013). Che et al. (2019) indicate that
information obtained from different channels at the workplace, including leaders, would improve the creative
performance of their subordinates. Workplace innovation necessitates a lot of help from company culture and the
environment. The leader has to present himself as a reform maker in the organization’s work climate. Employees
see a system that is inclusive and conducive to adopting innovation due to a leader’s enthusiasm for new ideas.
From this rationale, this study proposes that:

H11: Inclusive leadership moderates the relationship between knowledge sharing and innovative work behavior
such that the relationship between knowledge sharing and innovative work will be stronger for high-inclusive
leadership than low.

Figure 1: A conceptual framework displaying the relationships

RESEARCH METHODOLOGY

This study was quantitative, so we used positivist research philosophy. Data were gathered numerically for
quantitative research. This research design consisted of descriptive analysis and hypothesis testing survey approach
because it is the only study design with different advantages (Babbie, 2004). Convenient sampling techniques
were used in all those educational institutes that were part of our research. Questionnaires were sent to the faculty
members of institutes through various contact people, personal, and internet distribution (email). Approximately
35-40 universities are located in the region of Rawalpindi and Islamabad. According to HEC University, wise
Full-Time Faculty members are approximately 8500-9500. Although the expected population is 9500-10000 and
according to the table of (Krejcie & Morgan 1970), the sample size for our study was 356. Out of a total of 1300
questionnaires distributed, 425 questionnaires were received. Only 356 questionnaires were correctly fulfilled by
participants, based on which results were computed. The direct hypothesis was analyzed through linear regression;
the mediation and moderation hypothesis was tested through Hayes Process Macros (2017). Other studies have also
used Process macros for moderation and mediation analysis (e.g., Irshad, 2021; Rubbab et al., 2022).

Scales Used

The questionnaires were used to collect the relevant data to complete this research. Items in questionnaires were
measured at a five-point Likert scale in which the lowest value, 1, is "Strongly Disagree" and 5, "Strongly Agree."
The language for the scale was English, and other researchers have used the English language for collecting data
having no issue understanding the respondents (e.g., Majeed et al., 2020; Qasim, Rizvi, & Irshad, 2020). Cronbach
alpha of all scales is shown in Table 1.
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Table 1: Scale and reliabilities

Variable Cronbach α No. of Items
AE-HR .85 7
ME-HR .84 6
OE-HR .84 8
IWB .92 9
KS .88 4
IL .90 8
Notes: AE-HR=Ability enhancing Human resource, ME-HR=Motivation enhancing human
resource, OE-HR=Opportunity enhancing human resource, IWB=Innovative work behavior,
KS=Knowledge sharing, IL=Inclusive leadership

High-performance work systems: We investigated educational institutes’ HPWS activities using the AMO system.
We used the AMO system scale developed by Tian et al. (2016). Employee views of HRM activities were measured
using a 1–5 Likert scale and 23 elements based on previous literature (Kehoe & Wright, 2013; Liao et al., 2009; Sun
et al., 2007; Tian et al., 2016 & Zacharatos et al., 2005). We classified these activities into three domains Ability,
Motivation, and opportunity-enhancing HR practices. Based on previous studies using the AMO system of HRM
(Jiang et al., 2012; Kehoe et al., Wright, 2013; Subramony, 2009). Reliability for Ability enhancing HR for this
study was .85. Reliability for Motivation enhancing HR for this study was .84. Reliability for opportunity-enhancing
HR for this study was .84.

Knowledge sharing: Knowledge sharing was assessed following Kang et al. (2008) as four questions in the
questionnaire. A sampling item is like "I am willing to share knowledge by performing tasks. I am willing to share
knowledge or methods learned from training". The reliability for the scale of knowledge sharing for this study was
.88

Inclusive leadership: Inclusive leadership was measured with nine items adopted from Carmeli et al. (2010).
Sampling items are like "My manager is open to hearing new ideas. My manager is available for consultation on
problems". The reliability of this scale for this study was .88

Innovative work behavior: According to Janssen (2000), IWB involves three consecutive steps in personal innova-
tion: idea creation, idea promotion, and idea implementation. Nine items of three dimensions adapted from Janssen
(2000) were used to measure innovative work behavior. Sampling items are like "I create new ideas for difficult
issues. I generate original solutions for problems". The reliability of this scale was .90

Correlation Analysis

Pearson correlation was performed to assess the correlation between study variables. The results of the
correlation are shown in Table 2. Results show that AE-HR is significantly related to knowledge sharing (r=.53,
p<.01) and innovative work behavior (r=.71, p<.01). ME-HR is significantly related to knowledge sharing
(r=.40,p<.01) and innovative work behavior (r=.63, p<.01). OE-HR is significantly related to knowledge sharing
(r=.55, p<.01) and innovative work behavior (r=.73, p<.01). KS was significantly related (r=.78, p<.01) to
innovative work behavior.

Table 2: Scale and reliabilities

Variable Mean SD AE ME OE KS IL IWB
AE-HR 3.3 .87 1 .73** .75** .53** .68** .71**
ME-HR 3.2 .94 1 .76** .40** .64** .63**
OE-HR 3.4 .80 1 .55** .67** .73**
KS 3.9 .90 1 .64** .78**
IL 3.7 .89 1 .79**
IWB 3.7 .84 1
Notes: AE-HR=Ability enhancing Human resource, ME-HR=Motivation enhancing human resource,
OE-HR=Opportunity enhancing human resource, IWB=Innovative work behavior, KS=Knowledge
sharing, IL=Inclusive leadership
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Hypothesis Testing
Direct Hypothesis

Table 3 indicates that ability-enhancing HR practices significantly impact innovative work behavior (= .71,
p<0.05). Motivation-enhancing HR practices significantly impact innovative work behavior (= .63, p<0.05).
Opportunity-enhancing HR practices positively and significantly impact innovative work behavior (= .73, p<0.05).
Results show that Ability, Motivation, and opportunity-enhancing HR practices will increase innovative work
behavior; hence H1, H2 & H3 are supported. The greater AE-HR, ME-HR, and OE-HR practices among employees,
the more frequent the improvements to innovative work behavior. Previous research has revealed that training
and learning can support workers by enhancing teamwork, innovative job skills, and overall career awareness and
capabilities, which can all be extended to innovative work behavior (Prieto & Pérez-Santana, 2013). Previous
researches show when workers get an indication from their firm’s incentive scheme that their additional activities
will be appreciated and acknowledged; workers will see Innovative work behavior as having more significance and
merit. Equality of performance-based compensation is considered to be significant for workers to respond positively
to Innovative work behavior (Janssen, 2000). Similarly, increasing corporate engagement enhances an individual’s
job autonomy, which affects creative work actions. Employee control helps them develop new strategies to discover
more productive methods to do their work.

Table 3: Direct effect of IV on DV

Hypothesis β p Status
H1: AE-HR→IWB .71 .000 Supported
H2: ME-HR→IWB .63 .000 Supported
H3: OE-HR→IWB .73 .000 Supported
Notes: AE-HR=Ability enhancing Human resource, ME-HR=Motivation enhancing human
resource, OE-HR=Opportunity enhancing human resource, IWB=Innovative work behavior,
KS=Knowledge sharing, IL=Inclusive leadership

Table 4 specifies that Ability-enhancing HR practices positively and significantly impact knowledge sharing
(= .53, p<0.05). Table 4 specifies that Motivation-enhancing HR practices positively and significantly impact
knowledge sharing (= .40, p<0.05). R square change shows that ME-HR practices could bring only a 16.4% change
in Knowledge sharing. Table 4 specifies that opportunity-enhancing HR practices positively and significantly
impact knowledge sharing (= .55, p<0.05). The above results show that this study supported H4, H5 and H6.
People’s efforts to display community involvement actions, such as sharing information with peers, are motivated
by the honesty of incentives, which indicates to workers that the company trusts them.

Table 4: Direct effect IV on mediator

Hypothesis β R2 ∆ R2 p Status
H4:AE-HR→KS .53 .53 .29 .000 Supported
H5:ME-HR→KS .40 .40 .16 .000 Supported
H6:OE-HR→KS .55 .55 .31 .000 Supported
Notes: AE-HR=Ability enhancing Human resource, ME-HR=Motivation en-
hancing human resource, OE-HR=Opportunity enhancing human resource,
KS=Knowledge sharing

Chiang, Shih, and Hsu (2014) illustrate that providing employees with task-rotating experience opportunities to
build a strong memory structure is especially helpful for information sharing. Based on the above, we conclude that
opportunity-enhancing HR activities can facilitate team knowledge-sharing.

The results specify that employee knowledge sharing positively and significantly impacts innovative work
behavior (= .78, p<0.05). The above results show that this study supported H7.
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Table 5: Direct effect of the mediator on DV

Hypothesis β p Status
H7: KS→IWB .78 .000 Supported
Notes: AE-HR=Ability enhancing Human resource, ME-HR=Motivation enhancing human
resource, OE-HR=Opportunity enhancing human resource, KS=Knowledge sharing

Mediation Hypothesis

The results show that the p-value fall below 0.05 (=.68; p= .000< 0.05), which indicates that KS mediates the
relationship between the AE-HR and the IWB. The above table shows that employee knowledge sharing positively
mediates between ME-HR and IWB (= .56; p=.000< .05). Association between OE-HR practices and IWB with
mediating role of KS is also significant (= .76; p= .000 <0.05). Moreover, results also show that all hypothesis
values of LLCI & ULCI are in the same direction, illustrating that mediation exists in H8, H9 & H10 hypotheses.
Mediation analysis was analyzed by Hayes (2017) process macros model 4. Organizations should motivate their
employee about upcoming technologies and the pleasures of making knowledge-sharing relationships among
coworkers.

Table 6: Mediation analysis

Hypothesis β S.E p LLCI ULCI Status
H8:AE-HR →KS→ IWB .68 .03 .000 .61 .75 Supported
H9: ME-HR →KS→IWB .56 .03 .000 .49 .63 Supported
H10:OE-HR→KS→IWB .76 .03 .000 .69 .84 Supported
Notes: AE-HR=Ability enhancing Human resource, ME-HR=Motivation enhancing human resource, OE-
HR=Opportunity enhancing human resource, IWB=Innovative work behavior, KS=Knowledge sharing, Se =
Standard Error, LL = Lower Limit, UL = Upper Limit, CI = Confidence Interval.

Moderation Analysis

Table 7 indicates that the overall model was significant. Table 7 also indicates the impact of IL (=-.46, and
p=.000 < 0.05), which is significant, and KS ( =.40 and p=.000 <0.05), which is also significant. The interaction
term between KS and IL ( =-.04, p=.021 < 0.05). Model 1 of Hayes (2017) process macros was employed for
moderation analysis. According to Bai et al. (2016), ’The way a leader acts is necessary to promote employee
information sharing and individual innovation. Further, the moderation graph in figure 2 also shows that inclusive
leadership strengthens the positive effect of knowledge sharing on innovative work behavior.

Table 7: Moderation analysis

Hypothesis β S.E p LLCI ULCI Status
KS→IWB .40 .04 .000 .31 .48 Supported
IL→IWB .46 .04 .000 .55 .55 Supported
Int_1 KSxIL→IWB .04 .02 .021 .08 .01 Supported
Note: AE-HR=Ability enhancing Human resource, ME-HR=Motivation enhancing human resource,
OE-HR=Opportunity enhancing human resource, IWB=Innovative work behavior, KS=Knowledge
sharing, IL=Inclusive leadershipSe = Standard Error, LL = Lower Limit, UL = Upper Limit, CI =
Confidence Interval.
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Figure 2: MOD Graph: Moderation of Inclusive leadership between knowledge sharing and innovative work behavior

DISCUSSION AND CONCLUSION

This study aimed to analyze the effect of High-performance HR practices (AMO Framework) on IWB in
the universities of Rawalpindi and Islamabad in Pakistan. Further, this study also checked the mediation effect
of knowledge sharing between AMO Framework and IWB and the moderating effect of Inclusive leadership
between Knowledge sharing and innovative work behavior. Data was collected from teachers working in the
universities of Rawalpindi and Islamabad to achieve the research objectives. With the help of a framework, 11
hypotheses were conceptualized. The first 3 hypotheses aimed to Examine the effect of Ability, Motivation, and
opportunity-enhancing HR practices on Innovative work behavior (DV). The results of the study support the
hypothesis. HPWS has a significant and positive relationship with KSB.

The next three hypotheses (H4, H5, H6), examined the effect of the AMO framework on Knowledge sharing.
The findings also revealed the role of Knowledge sharing as a Mediator between AMO and Innovative work
behavior; it was found that the KS greatly influenced the strength of the relationship between AMO model and
IWB in the organization. The results of the current study also support this hypothesis. As differing Human resource
activities have been related to Knowledge sharing, the results are consistent with Cheng et al. (2018) and Bhatti et
al. (2020) research. Hypothesis 7 shows the relationship between knowledge sharing and innovative work behavior.
The result of this hypothesis also accepts. This finding suggests that sharing information among workers who are
starting to learn and engaging in behaviors that enable them to learn improves their knowledge development and
new skills for innovation.

Hypothesis 8, 9, and 10 aimed to examine the AMO framework’s impact on IWB with the mediating role
of knowledge sharing. The results of the current research also supported our hypothesis. The findings indicate
that when the level of knowledge sharing is higher, the effect of ability-enhancing, motivation-enhancing, and
opportunity-enhancing HR activities on Innovative work behavior is greater.

H11 shows that highly inclusive leadership strengthens the relationship between employee knowledge-sharing
and innovative work behavior. Moderation hypotheses were analyzed by Hayes (2007), and the results of current
research also supported our hypothesis. The findings show that how supervisors endorse and encourage community
learning processes greatly impacts faculty members’ involvement. As a result, people can commit to their firms
more and are more likely to share fresh and creative ideas.

FUTURE RECOMMENDATIONS

This study emphasizes the importance of increased participation in HPWS practices to improve IWB. Market-
based staffing, effective training, and participation in the decision-making process have all been shown to be more
helpful in enhancing employees’ IWB indirectly. This means that HR professionals should use effective recruiting
and selection techniques to employ qualified applicants who will be mentored through specialized training programs
to improve their skills and talents. HR managers may implement a system encouraging all workers to participate in
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significant decisions by offering thoughts and unique ideas.
We recommend that managers promote inclusive leadership and knowledge sharing by highlighting openness,

availability, and accessibility and providing opportunities for workers to talk about new thoughts and express their
views. As a result, management must socialize and initiate activities to foster a strong connection with their workers.
Our results further suggest that to improve employee creative job behavior, managers should increase supervisor
understanding of the beneficial impact of inclusive leadership on employee behavior so that supervisors are more
committed to using this form of leadership in the workplace.

LIMITATIONS

Due to the ease of inaccessibility to the respondents and time constraints, convenience sampling is used for data
collection. First, the current research was cross-sectional; future research can be done longitudinal. The second
limitation is that all of the variables were rated by the same group of workers (faculty members) in educational
institutes in Pakistan; Future research can be done in high technology firms. The third limitation is that a single
respondent obtains responses simultaneously; hence future studies can be done to see how team-based projects
HR practice affects each variable. Fourth, this study used a four-construct model; future studies might use other
constructs to see the differences in results. Fifth, the current study explored only one element of knowledge
management as a mediator. In future research, other elements of knowledge management could also be examined.
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