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Abstract

Rapid changes and strict competition in the business world require relevant leadership strategies. Coaching
leadership has advantages compared to other leadership styles that have been widely studied because coaching
leadership emphasizes the personal approach and uniqueness of employees. This quantitative study aims io
examine the effect of coaching leadership on empioyee weil-being, knowledge sharing, and employee innovative
behavior. Distributing questionnaires to 175 bank employees in Jakarta, Indonesia using a google form. The
collected data was processed and analyzed using Structural Equation Modeling (SEM) with SmartPLS software.
The research findings prove that coaching leadership has a positive direct and indirect effect on employee well-
being, knowledge sharing behavior, and employee innovative behavior. The leader's personal approach influences
the positive behavior of employees and encourages employees to behave and work according o the expectations
of the organization. Therefore, leaders and managers need to develop coaching leadership as a sirategy to
increase organizational excellence and competitiveness.

Keywords: coaching leadership, employee innovative behavior, employee well-being, knowledge sharing intention,
knowiledge sharing behavior

judgmental, receptive, open, and increasing the level of team
awareness (Zhang, 2020) and encourages knowledge sharing
behavior (Mangion-Thomley, 2021). Coaching leadership as
well has an essential aspect in improving employee well-being
and employee innovative behavior. According to Zhang
(2020), the capacity possessed by a leader that is relevant to
coaching is the ability to inspire, guide and motivate
subordinates better, stimulate potential development, and
improve employee abilties and performance. Another capacity
is that the leader gives subordinates more opportunity to grow
through practice and experimentation, and provides feedback
and guidance for the execution of work and the

1. Introduction

Leaders and leadership are two topics are never
completely discussed and are always interesting to study
because they relate to the development or success and
setbacks or failures of an organization. Research on various
leadership styles has often been carried out by previous
researchers, such as, transactional leadership,
transformational leadership, authentic leadership, servant
leadership, and other classical leadership. This study raises a
topic that has not been studied much, namely coaching

leadership. According to Berg & Karlsen (2018), the difference
between coaching leadership and other leadership styles is
that coaching leadership considers the uniqueness of each
individual. In addition, coaching leadership can help motivate
employees to improve attitudes and behavior towards a better
direction in the organization (Yuan et al., 2019). In leadership
development, coaching has been detected as a strategic
intervention (Asobee, 2021). Leadership that emphasizes
coaching and mentoring employees can have an impact on
organizational strategy updates by developing individual
talents and strengths more effectively (Berg & Karlsen, 2016;
Woo, 2017).

The coaching leadership style emphasizes being non-

implementation of new ideas. These capacities possessed by
coaching leaders can improve employee well-being and foster
employee innovative behavior. In organizations, a leader can
be a great decision maker, organizer, and planner, but without
coaching for effective employee performance management,
goals will be difficult to reach. Coaching can build partnerships
between leaders and employees to assist employees obtain
the work done. Coaching is not only used as an intervention to
develop individual talents, but also as a strategic tool for
organizational transformation (Mangion-Thormley, 2021).

Previous studies have successfully tested the effect of
several classical leadership styles on knowledge sharing,
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employee weII -being, and employee lnnovatwe behavior, for

and effects  on
knowledge sharing behavior (Mishra & Pandey, 2019); the
influence of servant leadership on innovative work behavior
and employee knowledge sharing (Bou Reslan et al., 2021).
Wang et al. (2021) have conducted research on workers in
two countries namely UK and US, regarding the effect of
employee well-being and self-efficacy in the relationship
between coaching leadership and knowledge sharing
intention. This research was conducted on employees of a
large bank in Jakarta, Indonesia. The selection of this
research location is based on considerations, there are still
not many studies on this topic in various fields including
banks. Coaching leadership has been practiced when the
employee starts working at this; bank. Coaching is also
carried out by employees getting new assignments and when
there are changes in the service system. Coaching from
managers or directors that is carried out includes instructions
on doing work and serving customers, giving positive
feedback if employees ask questions, discussions to find
solutions of problems that arise due to customer complaints,
willingness of leaders to advise and assist managers who
have just taken up their positions. Managers acknowledge that
the practice of coaching leadership has worked well in the
bank.

This bank won four prestigious awards at the national level
at the 2022 annual GRC (Government, Risk, and Compliance)
& Performance Excellence Award which was held by
BusinessNews Indonesia Magazine in collaboration with the
Indonesian Human Capital Forum (FHCI), Open Compliance
& Ethics Group (OCEG), Grajosa Resources, Digital
Transformation & Innovation Institute, Portege Cloud
Technology, MB Solution, and others. The achievement
provides evidence that this bank has strong and strategic
leadership, implements good governance so that it can direct
bank employees to work productively and innovatively,
especially during the pandemic crisis and have managed to
get through it better than other organizations in Indonesia.

Since there have not been many studies on the influence
of coaching leadership on the proposed variables, especially
in Indonesia and the banking industry, this research can
enrich existing literature sources. Thus, this study aims to
examine the effect of coaching Ieadershlp on employee well-
being, knowled shanng led sharing
behavior, and employee innovative behavior.

2. Literature Review
2.1. Coaching Leadership (CL)

Coaching is a human and personal touch in a global
organization, enabling the coachee to go back, reflect, and
focus on personal development (Mangion-Thornley, 2021).
Coaching refers to a leader's skill in analyzing employee
performance using effective communication and interpersonal
skills, such as respect, trust, objectivity, inimacy, asserting,
and integrity (Khaola & Coldwell, 2019). Coaching becomes
important when struggling with an unstable business
environment. Effective coaching is not only about skills but
also a leader's mindset. In this case, a leader uses his power
to adopt new mindsets and retain old ones (Rosha, 2014;
Lawrence, 2017). Coaching is needed by managers to
connect with followers to push effective p

tool for correcting behavior and learning in organizations and
implementing changes in organizations (Cardoso et al., 2014).

Coaching for most organizations is focused on developing
a new style of leadership that supports the implementation of
new ideas. Therefore, it can be said that coaching is done for
management, organization, change, and leadership
development (Rosha, 2014). The employee's supervisor or
direct manager is responsible for coaching by acting as a
mentor, teaching new skills, or helping to overcome certain
problems (Khaola & Coldwell, 2019). Coaching is defined as a
process utilized to drive employees to take commitment for
attaining and maintaining superior performance, by treating
employees as partners towards achieving organizational
effectiveness and goals (Khaola & Coldwell, 2019).

2.2. Employee Well-Being (EWB)

The idea of EWB is not rigid but very flexible and varies
depending on generation age, social values, culture, region
and country (Stankeviciené et al., 2021) Well-being refers to
the i ion one from goals and
desires. Psychological well-being is a subjective sense of
pleasure, when a person achieves satisfaction in life
experiences and roles at work, achievement, and a greater
sense of belonging (Singh et al., 2019). EWB is very important
in a world full of competition and challenges and is related to
organizational health. If the well-being of employees is good,
the health of the organization will be good and vice versa
(Singh & Jha, 2022). Sometimes well-being is recognized as a
person’s degree of living, as a result of a combination of
several interrelated factors such as welfare, subjectivity of
health condition, and life satisfaction (Singh et al., 2019).

2.3. Self Efficacy (SE)

Self-efficacy is an individual's feelings around hermimself,
about his/her abilities or actions in doing work (Singh et al.,
2019). According to Wulandari & Muafi (2021), SE is the belief
that exists within a person about hisfher abilities. Employees
who have high SE have positive self-reflection and tend to be
less involved in unhealthy things Damen & Dam (2016). SE is
related to adaptability, engagement, and life satisfaction. The
higher the employee's SE, the higher the employee's ability to
adapt to organizational changes, the more involved in
activities in the organization and have high life satisfaction
(Singh et al., 2019).

2.4. Knowledge Sharing Intention (KSI)

Knowledge is private property so that when interested and
comfortable to share, employees are ready to pass on
knowledge to co-workers or otherwise wiling to receive
knowledge from co-workers (Nguyen et al., 2019). Knowledge
sharing is needed to turn abstract ideas and concepts into
services and products. Knowledge sharing can encourage the
creation of a positive work environment within the
organization, which is very beneficial for increasing innovation,
performance, continuous improvement, and organizational
competitiveness (Wadhwa & Bali, 2016). The results of Han's
study declared that organizational support, appreciation,

Coaching behavior from leaders such as telling something to
employees is considered better than listening or asking
(Milner et al., 2018). Coaching has become an indispensable

, and op ificantly affect the intention io
knowledge sharing (Han, 2018). In addition, other factors that
influence the intention to share knowing are corporate climate
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and personality traits. The personality traits in question are
extrovert, openness to experience, and agreeableness (van
Greunen et al., 2019).

2.5. Knowledge Sharing Behavior (KSB)

KSB leads to increased performance. When leaders share
knowledge with employees, employees will work more
effectively and productively. KSB can also make it easier for
employees to maintain the health of the organization's work
(Javaid et al., 2018). Knowledge sharing among employees
can increase the enrichment of the organization's knowledge
pool that leads to changes in employee beliefs and behavior
(Yadav et al., 2019). Leaders need to facilitate the flow of
knowledge culture, identify and resolve conflicts among
employees (Yadav et al., 2019). Managers need to strive so
that employees can share knowledge and discuss thoughts
with colleagues, learn together, get new concepts, thereby
expanding knowledge (Mohammed & Kamalanabhan, 2020).
Awareness to turn tacit into explicit knowledge for companies
that are in the vortex of global competition to increase and
encourage knowledge sharing behavior. These activiies will
slowly but surely create a conducive environment for
organizations to develop knowledge sharing and support
companies to achieve various competiive advantages
(Youssef et al., 2017).

2.6. Employee Innovative Behavior (EIB)

Innovative behavior is the ability of employees to find
innovative solutions in solving a problem through updating
processes and mindsets with more efforts to improve
performance, establish  excellence, and sustainable
effectiveness (Javed et al., 2021). Employee behavior is very
important for organizational innovation because employees
can design and execute innovative problem solving for the
organization (Purc & Lagun, 2019) especially when faced with
the challenges of competition and globalization today.
Companies need to have a competitive advantage, namely
the company develops new products and services that are
different from other companies. It will be realized if the
company has employees who are able to think productively
and act innovatively. Employee innovation and creativity are
imperative elements for the development and sustainability of
the company. Innovative workers assist organization reduce
costs, streamline operational efficiency, and minimize effort.
Therefore, employee innovative behavior needs to be pushed
and promoted in sundry ways, including providing a conducive
work environment and giving the necessary financial and non-
financial incentives (Alshebami, 2021).

2.7. The Effect of CL on EWB

CL gives job guidance to workers, helps to achieve goals,
provides needed resources, decreases pressure, and
improves the quality of the work environment, thereby
increasing well-being of employees (Wang et al, 2021).
Leader behavior is a key element in determining the impact of
leaders on well-being in the workplace (Kerns, 2018). CL is a
new management style and way to establish and improve
employee capabilities and i CL has a unique
advantage in improving employee welfare(Zhang, 2020).
Leadership and EWB can be described as activities and
interactions between leaders and subordinates that have a

positive or negative influence on EWB (Salmi et al., 2021).
H1 CL has a positive effect on EWB

2.8. The Effect of CL on KSI

Discretion in  considering the possibility of lost
organizational resources in the future, requires coaching
leaders to invest resources by intensifying knowledge sharing
activities (Wang et al., 2021). Youssef et al. (2017) confirmed
that fop leaders in organizations play an important role in
growing and developing employee knowledge sharing
intentions. According to Xu & Li (2022), KSI should be
stimulated by increasing enthusiasm, support and self-control
to encourage knowledge sharing behavior. CL significantly
influences on KSI (Wang et al., 2021).

H2 CL has a positive effect on KSI

2.9. The Effect of CL on KSB

CL is a process used by managers or supervisors to give
employees the opportunity to take responsibility for their
performance, encourage employees to achieve and maintain
superior performance, and treat employees as pariners in
working towards organizational goals (Khaola & Coldwell,
2019). Coaching and mentoring is a recognized way not only
to bridge and support talented employees, but also to achieve
the company's strategic targets. Coaching and mentoring
interventions have been adopted by several organizations to
explore and nurture employee capacities and abilities. The
intervention was considered a success as a competitive
driving factor for innovation and creativity in a volatile
business environment (Woo, 2017). Wadhwa & Bali (2016)
assert that organizations can use coaching as a tool to
promote KSB so as to overcome vulnerabilities and conflicts
that may emerge in the knowledge-sharing process among
employees.

H3 CL has a positive effect on KSB

2.10. The Effect of CL on EIB

Improving and solving employee mental models is the key
to innovation. The role of a coaching leader facilitates
employees to find employees' true needs and set work targets
by utilizing effective training methods such as inspiration,
authorization, mentoring and encouragement, relate and
communicate openly, provide resources and appropriate
support in the process to achieve goals, improve mental
model and stimulate the innovation potential of employees. At
the implementation level of innovative thinking, the coaching
leader will help employees to develop action plans that are fit
for purpose, and help them acquire relevant skills and
resources, thereby acquiring innovative ideas and complete
innovative behavior (Zhang, 2020). Innovative behavior is
related to several factors such as leadership, employee career
stages, support for expected innovation, managerial roles and
problem-solving  styles. Employees who have good
relationships with leaders who are characterized by high
support, autonomy, and trust also provide information that the
organization supports innovation and values a high supply of
resources (Scott & Bruce, 1994). Zhang (2020) found that CL
is a new and important way of management to develop
employee capabilities, because coaching leadership has a
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unique advantage in promoting employee innovation.

H4 CL has a positive effect on EIB

2.11. The Effect of EWB on KSB

One of the keys to ensuring that information sharing
occurs in a healthy manner among employees in the
organization is EWB (Alghamdi et al., 2021). According to
Sulistiawan et al. (2022), employees tend to easily share
simple knowledge but employees retain tacit knowledge as an
important resource for themselves. To generate KSB,
management strategies are needed to overcome employee
reluctance to share complex knowledge, namely by increasing
employee welfare. Alghamdi et al. (2021) conduded that an
increase in EWB both physically and socially will guide to an
enhance in KSB.

H5 EWB has a positive effect on KSB

2.12. EWB Mediates the Effect of CL on KSI
and KSB

According to Salmi et al. (2021), leaders and employees
can have a common experience of well-being and leadership.
Shared experiences between leaders and employees are
mostly emotion-based, followed by knowledge-based
experiences. Coaching produces an atmosphere that
simplifies the development of the company's innovative
capabilities. The company's open innovation sets a chance to
persuade stakeholders in expanding knowledge. Employees
who receive coaching, participate in the evaluation of
coaching interactions, not only experience changes in critical
thinking and behavior, but employees also experience
empowered, and thus the impact of coaching tends to be
prolonged (Rosha & Lace, 2021).

Previous researchers have proven that CL has an effect
on employee knowledge intention mediated by EWB. CL
increases resources and nurtures EWB. To maintain well-
being, employees will save and keep resources in the
organization by sharing knowledge with others. Employee
well-being can be a bridge that supports the leader's efforts to
provide guidance, build high-quality relationships with
followers, and provide the necessary work resources that can
directly increase positive emotions and decrease stress and
negative affects (Wang et al., 2021) thereby encouraging KSI
and KSB.

Hé EWB mediates the effect of CL on KSI
H7 EWB mediates the effect of CL on KSB

2.13. The Effect of EWB on KSI Moderated by

According to Singh et al. (2019), employees who have
high SE will be more motivated in positive things and easily
adapt to organizational changes. There is a linear relationship
between SE and engagement and life satisfaction. The higher
the SE, the higher the involvement and life safisfaction. In
addition, employees who have high SE will easily relate and

interact with colleagues and leaders at work (Wulandari &
Muafi, 2021). In college practice, Jolaee et al. (2014) proved
that academic staff who have a high SE are easier o share
knowledge. In other words, positive attitudes and reactions to
knowledge sharing depend on the ability to contribute
knowledge possessed by academic staff. The results of the
study of Wang et al. (2021) confirmed that SE moderates the
effect of EWB on KSI. When employee SE is high, the effect
of EWB on the intention to share knowledge increases and
vice versa.

H8 SE moderates the influence of EWB on KSI

2.14. The Effect of KSI on KSB

Everyone has knowledge based on the learning,
experience, and practice of that person. Likewise, everyone
has the intention or no intention to share their knowledge.
Employees who have the intention to share knowledge will
direct themselves to knowledge sharing behavior either

D ily or b a ¢ behavior (Castaneda et
al., 2016). A study by Xu & Li (2022) on university lecturers in
Jiangxi Province in China showed that KSI should be
increased first to increase KSB. The positive result of the
motivation to share knowledge carried out by the organization
will increase the intention 1o share knowledge. Employee KSI
that arise in employees stimulate a strong tendency towards
KSB. Castaneda et al. (2016) have proven that KSI has a
strong influence on KSB.

H9 KSI has a positive effect on KSB

2.15. The Effect of KSB on EIB

According to Kmieciak (2020), knowledge sharing behavior
affects employee innovative behavior, so if you want to
improve employee innovative behavior, leaders need 1o create
conducive conditions so that employees can share
knowledge. Sharing what is known will create wider prospects
for being more creative and innovative (Saripin & Kassim,
2019). Knowledge sharing will be very potent in boosting
employee innovative behavior. Knowledge sharing activities
are one of the effective ways to foster EIB. The exchange of
information and knowledge among employees in the
organization has a major contribution to improvement in
innovative behavior (Aktharsha & Sengottuvel, 2016; Pratiwi,
2021). Sharing knowledge among individual employees will
help facilitate their communication and interaction, which in
turn can promote or implement innovative thinking and new
ideas (Wang et al., 2017).

Knowledge sharing from exploratory innovation or
knowledge sharing perspective is the current trend. The
activity of sharing experiences and knowledge of employees
who work in batik SMEs helps solve the problems they face.
Likewise, through this sharing experience, batik entrepreneurs
will gain more knowledge to improve work processes so as to
increase effectiveness and efficiency (Laily & Ernawati, 2020).
The study of Nguyen et al. (2019) revealed that willingness to
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3. Research Methods

The research was conducted at a major bank in Jakarta,
Indonesia. The population in this study were 400 employees.
By using random sampling technique, 175 employees
participated in the study. This number of les has

Figure 1. Research Framework

Rehavior

well-being uses 4 items, 3 items self-efficacy, and knowledge
sharing intention uses 3 items, each of which is adapted from
Wang et al. (2021). Knowledge sharing behavior using 10 item
guestionnaires used by Mafabi et al. (2017). The
questionnaire uses five Likert scales, namely 1 strongly
disagree lo 5 strongly agree. The total number of

exceeded the standard recommended by Hair et al. (2019)
which is five times the number of questionnaire items. The
data that has been collected through google form,
downloaded then processed and analyzed using Structural
Equation Modeling (SEM) with SmartPLS software. SmartPLS
was chosen because it is considered superior especially when
dealing with models with multiple direct, indirect associations,
mediation, and moderation.

The measurement of coaching leadership uses an
instrument adopted from by Farh and Chen (2018) used by
Wang et al. (2021), consists of 4 items. To measure the
innovative behavior of employees using 6 items adapted from
the study of Scott & Bruce (1994). Measurement of employee

esis 30 items. To ensure the feasibility
of the instrument, the researchers tested the validity and
reliability of each item of the questionnaires. The variables
used to measure the respondent's profile are gender, age,
educational background, and length of service at the bank.

4. Results and Discussions

Resp who p 1in this study were 175 bank
employees. The ma]omy of the r&:pondents were male,
namely 53.1%, 45.7% had ages ranging from 26 — 35 years,
72.6% had a bachelor's degree in education and 44% had
worked in a bank for 4 - 10 years (table 1).

Demographic Variable Statistics

Gender

53.1% male, 46.9% female

Age (years)

<25 =12%, 26-35= 45,7%, 36-45= 30,3 %, 46-55= 10,9%, >56= 1,1%

Education Background

Post G

No degree= 6.3%, Bachelor degree= 72.6%,
21.

1%

Tenure (years)

<3=20%, 4-10= 44%, 11-16=18.9%, 17-24=13.1 %, >25=4 %

Table 1. Characteristics of Demographic
Source: Data processed

The average score for coaching leadership is 4,383. It
means that bank employees in Jakarta, Indonesia experience
that their leaders do coaching by giving instructions and

feedback, updating the situation for the purpose of
assignments, teams, environments, work progress;
understand unexpected activities, and discuss their

significances for the team; and provide clarifications and
discussions of workings, diagnoses, tools, and equipment.

Employee well-being has an average value of 4,081,
meaning that bank employees in Jakarta, Indonesia feel that
by working, important goals in life can be achieved, there is
sufficient time to reflect on what is being done at work; quite
satisfied with the work; and feel fullness in what is done.
Similarly, the average value for knowledge sharing intention is
4.569, which means that bank employees in Jakarta,
Indonesia have strong intentions and will try to share

239

QUALITY

Access to Success

Vol. 26, No. 205/ Mar 2025




ISSN:1582-2559

GENERAL MANAGEMENT

knowledge and skills with colleagues.

The average value for knowledge sharing behavior is
4,387, meaning that bank employees in Jakarta, Indonesia
have the behavior of sharing knowledge, skills, and expertise
with their colleagues. They learn from each other, actively
participate in meetings so that they gain new knowledge to
share with colleagues. In addition, they actively learn new
things to share with colleagues.

The average value for self-efficacy is 4.482, which means
that bank employees in Jakarta, Indonesia are confident and
confident that they have adequate abilities, capabilities and
skills to carry out the assigned tasks. Finally, the average
score for employee innovative behavior is 4.184, meaning that

bank employees in Jakarta are included in the innovative
category, where they actively generate and implement
creative ideas.

The validity test was carried out on all indicators of the
research instrument, the results showed that the loading factor
value > 0.5 for all indicators of the instrument, as well as the
Extracted Variance Average (AVE) > 0.5 also for all variables.
Therefore, the instrument is said to be valid according to the
standard proposed by Hair et al. (2019). The resulis of the
reliability test show the Cronbach's Alpha value > 0.60 so the
instrument is said to be reliable to use. All questionnaire items
have met the elements of validity and reliability which prove
the accuracy of this research measuring instrument.

f Tnei Convergent Validity Cronbach’s
Variable Indicator Loading Factor AVE Alpha Results
CL1 0.870
Coaching cL2 0.910 _ )
Leadership cL3 0.868 0.754 0.925 Valid and Reliable
CL4 0.824
EIB1 0.837
ElB2 0.800
Emplo EIB3 0.879 : i
Inngvam Behavior | EIB4 0.805 Weily 0.938 Valid and Reliable
EIBS 0.888
EIB6 0.763
EWB1 0.812
E;?fg)yee Wk | v (e 0.714 0.909 Valid and Reliable
EWB4 0.877
KSB1 0.765
KSB2 0.655
KSB3 0.766
KSB4 0.792
;;ﬁ::‘:ﬁ)drge S ﬁggss ggg; 0.630 0.944 Valid and Reliable
KSB7 0.808
KSB8 0.849
KSB9 0.831
KSB10 0.839
. KSH 0.937
Khowledge Sharng| ks 0.857 0825 | 0934 Valid and Reliable
KSI3 0.928
SE1 0.954
Self-Efficacy SE2 0.962 0.892 0.961 Valid and Reliable
SE3 0.917

The results of testing the value of R Square for the
construct of EIB is 0.560 meaning that CL and KSB is able to
explain the variance of EIB by 56%. The R value is also found

Table 2. Validity and Reliability
Source: Data processed

in EWB which is influenced by CL, which is 0.338 and KSI is
influenced by CL, EWB is 0.456 and KSB is influenced by CL,
EWB, KSI, EIB that is equal to 0.702.
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Among the ten proposed hypotheses, three of them are
not supported, while seven are supported. (table 3). Thereisa
positive influence of CL on EWB with a coefficient value of
0582 and p-values 0.000. Thus, H1 is supported. The
coefficient value of the influence of CL on KSI is 0.105 and p-
values 0.216, so H2 is not supported. There is a positive
influence of CL on KSB with coefficient values of 0.280 and p-
values of 0.000; then H3 is supported. CL has a positive
impact on EIB because the coefficient value shows the
number 0.215 and p-values 0.009. Therefore, H4 is
supported. There is a positive influence of EWB on KSB with
coefficient values of 0.147 and p-values of 0.010. Then H5 is
supported. There is an impact of CL on KSI mediated by EWB
with a coefficient of 0.081 and p-values of 0.066 > 0.05. Thus
H6 is not supported. EWB also mediates the influence of CL
on KSB with a coefficient of 0.086 and p-values of 0.022. H7
is supported. EWB has an influence on KSI moderated by SE
with coefficient values of 0.150 and p-values of 0.082 > 0.05.
Then, H8 is not supported. There is an influence of KSI on

s

KSB with a coefficient of 0.580 and p-values 0.000, then H9 is
supported. Finally, there is the effect of KSB on EIB with a
coefficient of 0.533 and p-values 0.000. H10 is supported.

CL has an important role for the success of organizational
development because CL has a direct and indirect effect on
EWB, KSB and EIB. The research findings show that CL has
an effect on EWB, meaning that the higher the practice of CL,
the higher the EWB. If the leader shows the attitude and
behavior as a coach, namely inspiring, motivating, guiding,
and empowering employees, employees will feel satisfaction
in the work they are doing. In addition, employees will feel
fulfilment of the important goals of their lives. The results of
this study confimed Wang et al. (2021} that coaching
leadership offers work instruction to employees, assists reach
goals, provides resources, decreases tension, and drives a
high-quality work atmosphere, thereby ing employee
well-being. According to Zhang (2020), coaching leadership
has a unique advantage in enhancing employee welfare.

Hypothesis Coefficient p- Values ﬁ?““

CL L EWB 0.582 0.000 Supported

CL [ KSI 0.105 0216 H2 Not supported
CL [ KSB 0.280 0.000 H3 Supported

CL [ EIB 0.215 0.009 H4 Supported
EWB | KSB 0.147 0.010 H5 Supported

CL 7 EWB [ KSI 0.081 0.066 H6 Not Supported
CL [ EWB [ KSB 0.086 0.022 H7 Supported
EWB © Moderating Effect (SE) © KSI 0.150 0.082 H8 Not Supported
KSI 11 KSB 0.580 0.000 H9 Supported
KSB [ EIB 0593 0.000 H10 Supported

Table 3. Hypothesis Testing
Source: Results of SEM data processing with SmartPLS

Statistically, CL has no significant effect on KSI It
contradicts Wang et al. (2021) who found that CL significantly
influences KSI. When viewed from the characteristics, most of
the respondents are 26-35 years old. Bank employees in this
age range are in an effort to adjust to their newly acquired job

and/or position so that most of the time employees are
focused on themselves and mastery of work. According to
Israilidis et al. (2020), employees cannot share knowledge
because of the time pressure that employees often experience
to complete daily tasks effectively in a limited time. The age
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range of respondents from 26-35 years are millennials who
have narcissistic tendencies, are obsessed with selfies, and
promote themselves. In addition, intention is something that
comes from within the employee that may not be intervened
by external factors such as leadership. According to Han
(2018), KSl is closely related to individual willingness, namely
consciousness and openness. An individual who has clear
goals, likes to work hard, is strong-willed and ambitious in
carrying out any work, tends to share knowledge with others.
Similarly, individuals who are open to accepting and listening
to the opinions of others are better able to share knowledge
with others. Furthermore, according to van Greenen et al.
(2019), personality fraits such as extroversion, openness to
experience and agreeableness significantly affect KSI. The
study of Harb et al. (2021) found that doctors who have an
extroverted personality, are more sociable, and have high
levels of self-confidence have a high tendency to share
knowledge with others.

CL has a positive effect on KSB, so if the leader shows
attitudes and behaviors as coaching, namely listening,
motivating, inspiring, and empowering employees, it will
generate employees’ enthusiasm to share information,
knowledge and expertise with coworkers. According to
Castaneda et al. (2016); Anand & Dalmasso (2020),
knowledge sharing is a core behavior to achieve
organizational goals. Positive behavior from leaders can
promote and influence employee voluntary behavior in sharing
knowledge.

There is a direct positive influence of CL on EIB, which
means that the higher the practice of CL, the higher EIB.
According to Zhang (2020), coaching leaders will assist
employees create activity plans that are in line with objectives,
and aid them to have the relevant qualifications, so as to
reach innovative concepts and integrate innovative behavior.
EWB has a positive effect on KSB, meaning that an increase
in EWB will also increase KSB. The results of this study
reaffirm the study of Alghamdi et al. (2021) which concludes
that an increase in employee well-being both physically and
socially will drive to an upgrade in KSB.

Employee well-being successfully mediates the influence
of coaching leadership on knowledge sharing behavior but not
on knowledge sharing intention. This implies that the well-
being of employees needs attention from leaders so that
coaching efforts practiced within the organization can
effectively encourage employees' knowledge sharing
behavior. This finding contradicts Wang et al. (2021) found
that EWB as an intervening variable for the influence of CL on
KSI. According o Yuan et al. (2019), coaching leadership can
help motivate employees to improve attitudes and behavior
towards a better direction in the organization. This finding
suggests that employee well-being serves as the pathway
through which this leadership style influences knowledge
sharing behavior. Employees who feel supported and valued
by their leaders tend to feel more satisfied and motivated,
thereby encouraging them to be more active in sharing
knowledge with colleagues.

This research finding indicates that self efficacy is unable
to moderate the influence of employee well-being on
knowledge sharing intention. This result contradicts Wang et
al. (2021), who found that self efficacy moderates the
influence of EWB on KSI. Contextual factors in the workplace
environment in banks, such as hierarchy structure, or
management practices, may play a role in these results.
Additionally, there may be other psychological factors that are
more dominant in influencing the intention to share

knowledge, such as the need for social affiliation or intrinsic
motivation.

KSI has a positive effect on KSB. KSB is driven by the
intention to share attention. If an employee has an intention in
his heart and or mind, then the employee will do it in practice.
These results confirm Castaneda et al. (2016) that KSI has a
strong influence on KSB. There is a positive influence of KSB
on EIB. According to Pratiwi (2021), knowledge sharing Is a
time when there is an exchange of information and knowledge
among individuals that contributes to improvements in
innovative behavior. These findings strengthen the study of
Nguyen et al. (2019) that the willingness to contribute and
collect knowledge enables individual employees to increase
EIB.

5. Conclusion

The research findings confirm that CL has a positive effect
on EWB, KSB, and EIB both directly and indirectly. Research
findings also reveal that EWB has a positive effect on KSI.
Likewise, KSI has a positive effect on KSB and KSB has an
effect on IEB. Therefore, organizations need to develop CL by
hiring or employing leaders who tend to listen, help, support
development, and empower employees and the organization
rather than pursue power (Wang et al., 2021).

The important implication of this finding is that the role of
leaders and leadership styles will determine employees'
positive behaviors, which ultimately determine organizational
productivity. The human touch of leaders towards individual
employees and their needs encourages employees to behave
in line with organizational expectations. Coaching is not just a
leadership style but also a much-needed leadership skill in
today's fast-changing world and intense competition across
various fields. In the face of fierce competition and rapidly
changing situations, a coaching leader will motivate and assist
employees in transitioning and leaping by adopting new
mindsets and ways of working, leaving behind old mindsets
and ways of working to achieve organizational goals.

This finding contributes to knowledge and research in the
fields of leadership, knowledge sharing, well-being, and
individual innovation, especially regarding the influence of
coaching leadership on I[EB, which is a novelty. Additionally,
CL does not directly or indirectly influence KSI, and SE is not
successful in mediating the influence of EWB on KSI. Results
that are inconsistent with Wang et a. (2021) open
opportunities for further research in various countries with
different cultures. This research can also be conducted in
other fields to enrich the literature.

This study also has several limitations, first, the potential
for bias to occur in the research results because all research
data is only based on individual reports on exogenous and
endogenous variables. Second, future research can use
knowledge sharing behavior as a mediating variable to
examine the effect of coaching leadership on employee
innovative behavior. Third, considering that coaching
leadership has not been widely studied, further study can be
conducted to examine the effect of coaching leadership with
other variables such as performance and job satisfaction.

References

[1] Aktharsha, S. U, & Sengottuvel, A. (2016).

QUALITY
Access to Success

Vol. 26, No. 205 / Mar 2025

242




GENERAL MANAGEMENT

12]

18]

141

15]

6]

71

18]

101

[10]

[11]

[12]

[13]

Knowledge Sharing Behavior and Innovation
Capability: HRM Practices in Hospitals. SCMS
Journal of Indian Management, January-March.
Alghamdi, M. A A, Imm Ng. S., Ho, J. A,
Ramachandran, S., & Abdulsamad, A. (2021).
Employee Well Being and Knowledge Sharing
Behavior among Employees of Saudi Aramco.
Advances in Social Sciences Research Journal, 8(8).
https://doi.org/10.14738/assr|.88.10646.

Alshebami, A. S. (2021). The Influence of
Psychological Capital on Employees’ Innovative
Behavior: Mediating Role of Employees’ Innovative
Intention and Employees’ Job Satisfaction. Sage
Open, 11(3)1-14.
https://doi.org/10.1177/21582440211040809

Anand, A, & Dalmasso, A (2020).
Supervisor Effects on Employee Knowledge Sharing
Behaviour in SMEs. Joumnal of the Knowledge
Economy, 1(4), 1430-1453.
https://doi.org/10.1007/s13132-019-00604-5.

Asobee, M. S. (2021). An Investigation on the Role
of Coaching in Strategic Leadership Development in
the Academia. Open Journal of Leadership, 10(2),
47-59. https://doi.org/10.4236/0j.2021.102004.

Berg, M. E., & Karlsen, J. T. (2016). A study of
coaching leadership style practice in projects.
Management Research Review, 39(9), 1122-1142,
https://doi.org/10.1108/MRR-07-2015-0157.

Bou Reslan, F. Y., Garanti, Z,, & Emeagwali, O. L.
(2021). The effect of servant leadership on
innovative work behavior and employee knowledge
sharing in the Latvian ICT sector. Baltic Journal of
Management, 16(5), 729-744,
https://doi.org/10.1108/BJM-09-2020-0321.

Cardoso, M. L. Ucia A. P. ereira, Ramos, L. H., &
D'lnnocenzo, M. (2014). Coaching leadership:
leaders’ and followers’ perception assessment
questionnaires in nursing. Einstein (Sdo Paulo,
Brazil), 12(1), 66-74. hitps://doi.org/10.1590/S1679-
45082014A02888.

Castaneda, D. |., Rios, M. F., & Duran, W. F. (2016).
Determinants of knowledge-sharing intention and
knowledge-sharing behavior in a public organization.
Knowledge Management and E-Learning, 8(2), 372—
386. https://doi.org/10.34105/.kmel.2016.08.024.
Damen, L van S., & Dam, K. van. (2016). Self-
reflection as a mediator between self-efficacy and
well-being. Journal of Managerial Psychology, 31(1),
18-33. httpsJ//doi.org/10.1108/JMP-01-2013-0022.
Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R.
E. (2019). Multivariate Data Analysis Eighth Edition

(Eighth Edition). Annabel Ainscow.
www.cengage.com/highered.
Han, S. Hyun. (2018). The antecedents and

dimensionality of knowledge-sharing intention: An
empirical study of R&D engineers in a high-
performing IT company. European Journal of
Training and Development, 42(1-2), 125-142.
https://doi.org/10.1108/EJTD-03-2017-0073.

Harb, Y., Zahrawi, A., Shehabat, |, & Zhang, Z.
(Justin). (2021). Managing knowledge workers in
healthcare context: role of individual and knowledge
characteristics in physicians’ knowledge sharing.
Industrial Management and Data Systems, 121(2),
381-408. https://doi.org/10.1108/IMDS-02-2020-
0097.

[14]

[15]

[18]

[17]

[18]

[19]

[20]

[21]

[22]

[23]

[24]

[25]

[26]

Israilidis, J., Siachou, E., &Kelly, S. (2020). Why
organizations fail to share knowledge: an empirical
investigation and opportunities for improvement.
Information Technology and People, 34(5), 1513—
1539. https://doi.org/10.1108/ TP-02-2019-0058.
Javaid, M., Abdullah, N. H., Zeb, A, & Hussain, K.
(2018). The Impact of Authentic Leadership on
Knowledge Sharing Behavior with the Moderating
role of Islamic Work Ethics. Journal of Physics:
Conference Series 1049.
https://doi.org/10.1088/1742-6596/1049/1/012007.
Javed, T., Mahmood, S., Khan, S., & Ullah, H.
(2021). The Mediating Role of Affective Commitment
between Creative Self- Efficacy Authentic
Leadership and Innovative Behaviour among
Academic Employees of Higher Education Sector of
Punjab , Pakistan. IRASD Journal of Management
Volume, 3(3), 429-447.
https://doi.org/https /idoi.org/10.52131/om.2021.030
3.0056429iRASD.

Jolaee, A., Nor, K M., Khani, N., & Yusoff, R. M.
(2014). Factors affecting knowledge sharing intention
among academic staff. International Journal of
Educational Management, 28(4), 413-431.
https://doi.org/10.1108/JEM-03-2013-0041.

Kerns, C. D. (2018). Impacting Well-Being at Work: A
Key Managerial Leader Action Role. Journal of
Management Policy and Practice, 19(1), 73-91.
Khaola, P., & Coldwell, D. (2019). Explaining how
leadership and justice influence employee innovative
behaviours. European Journal of Innovation
Management, 22(1), 193-212.
https://doi.org/10.1108/EJIM-08-2017-0103.
Kmieciak, R. (2020). Trust, knowledge sharing, and
innovative work behavior: empirical evidence from
Poland.  European  Journal  of  Innovation
Management, 24(5), 1832-1859.
https://doi.org/10.1108/ejim-04-2020-0134

Laily, N., & Emawati, D. P. (2020). The Effect of
Knowledge Sharing and Innovation Behavior on The
Performance of Batik Entrepreneurs. Jurnal
Manajemen, 02, 194-209.
https://doi.org/10.24912/jm.v24i2.643.

Lawrence, P. (2017). Managerial coaching: A
literature review. International Joumal of Evidence
Based Coaching & Mentoring, 15(2), 43-69.

hitp://: fogin.aspx?direct=true&
db=bth&AN=133417014&site=ehost-live.

Mafabi, S., Nasiima, S., Muhimbise, E. M.,
Kasekende, F., & Nakiyonga, C. (2017). The

mediation role of intention in knowledge sharing
behavior. VINE Journal of Information and
Knowledge Management Systems, 47(2), 172-193.
hitps://doi.org/10.1108/VJIKMS-02-2016-0008.
Mangion-Thornley, K (2021). Coaching in the
Context of Talent Management: An Ambivalent
Practice. International Journal of Evidence Based
Coaching and Mentoring, 815, 4-19.
https://doi.org/10.24384/dkvw-da37.

Milner, J., McCarthy, G., & Milner, T. (2018). Training
for the coaching leader: how organizations can
support managers. Journal of Management
Development, 7(2), 188-200.
hitps://doi.org/10.1108/JMD-04-2017-0135.

Mishra, M., & Pandey, A. (2019). The impact of
leadership styles on knowledge-sharing behavior: a

243

Vol. 26, No. 205/ Mar 2025

QUALITY

Access to Success




GENERAL MANAGEMENT

review of literature. Development and Learning in [40] Van Greunen, C., Venter E., & Sharp, G (2019)
Organizations, 33(1), 16-19. Knowledge-sharing ion in
https://doi.org/10.1108/DLO-06-2018-0067. The i of p traits.

[27] Mot d, N., &K lanabhan, T. J. (2020). Management Dynamics, 28(2), 1-13.
Interpersonal trust and employee knowledge sharing hitps://search. proquest.com/docview/22994129607a
behavior: Creative performance as the outcome. ccountid=32819.

VINE Journal of Information and Knowledge [41] Wadhwa, C., & Bali, M. (2016). Antecedent of
Management Systems, 50(1), 94-116. Knowledge Sharing Intentions: An Exploratory Study.
https://doi.org/10.1108/VJIKMS-04-2019-0057. FliB Business Review, 5(4), 65-73.

[28] Nguyen, T. P. L., Nguyen, K. N, Do, T. D., & hitps://doi.org/10.1177/2455265820160410.
Nguyen, T. T. M. (2019). Knowledge sharing and [42] Wang, J., Yang, J., & Xue, Y. (2017). Subjective
innovative work behavior: The case of Vietnam. well-being, knowledge sharing and individual
Uncertain Supply Chain Management, 7, 619-634. innovation behavior: The moderating role of
https://doi.org/10.5267/.uscm.2019.5.001. absorptive capacity. Leadership and Organization

[29] Pratiwi, R. (2021). Exploration The Quality of Development ~ Journal,  38(8), 1110-1127.
Knowledge Sharing in Increasing Employees’ hitps://doi.org/10.1108/LODJ-10-2015-0235.
Innovative Behavior. IJHCM (International Journal of [43] Wang, W., Kang, S. W., & Choi, 8. B. (2021). Effects
Human Capital Management), 5(2), 120-131. of employee well-being and self-efficacy on the
https://doi.org/10.21009/jhcm.05.02.11. relationship between coaching leadership and

[30] Purc, E., & Lagun, M. (2019). Personal values and knowledge sharing |lnlent|on: A study of I..lk and us
innovative behavior of employees. Frontiers in employees. International Journal of Environmental
Psychology, 10. Research and Public Health, 18(20).
https://doi.org/10.3389/psyg.2019.00865. hitps://doi.org/10.3390/jerph182010638.

[31] Rosha, A. (2014). Peculiarities of Manifestation of [44] Woo, H. R. (2017). Exploratory study examining the
Coaching in Organisations. Procedia - Social and joint impacts of mentoring and managerial coaching
Behavioral Sciences, 110, 852-860. on organizational commitment.  Sustainability
https://doi.org/10.1016/j.sbspro.2013.12.930. (Switzerland), 9(2), 1-15.

[32] Ro3a (Rosha), A., & Lace, N. (2021). Assessment of https://doi.org/10.3390/5u8020181.
the Impact of Coaching on a Company’s [45] Wulandari, G., & Muafi, M. (2021). The effect of self-
Performance: A Review of Methods. Journal of Open efficacy and organizational citizenship behavior
Innovation: Technology, Market, and Complexity, toward knowledge sharing: The mediation role of
7(4), 233. https://doi.org/10.3390/joitmc 7040233 abusive supervision. International Journal of

[33] Salmi, I, Pitilginen, V., & Syvajar, A. (2021). The Research In Business and Social Science, 10(4),
Experience Qualiies Approach to Leadership and 128-138. . .
Employee Well-being. Nordic Journal of Working Life [46] Xu, L, & Li, Z (2022). Factors affecting the
Studies, 11(2). hitps:/tidsskrift dk/njwls/index. knowledge sharing behaviors of university teachers:

[34] Saripin, M. S. Bin, & Kassim, E. S. (2019). Factors of An empirical study in china. International Journal of

X hnology. 12(1). 36
Innovative Behavior in Malaysia. Academy of an J
Siratagic Managoment Journah 18(6), 16 42 hitps:/idal org/10.18178ijiet 2022 12.1.1584.

135] Scott, S. G., & Bruce, R. A. (1994). Determinants of [47] Yadav, M., Choudhary, §. & Jain, S. (2019).
Innovative Behavior: A Path Model of Individual Transl_urrn_atlonal leadership and knowledge sh_ar!ng
Innovation in the Workplace. Choice Reviews Online, ma;mr I{R freelancers: A modera:ed nc';edlatlgr:
37(03), 580-607. https:/idoi.org/10.5860/choice.32- with employee engagement and ~social
1325, support. Journal of Global Operations and Strategic

. N Sourcing, 2(2), 202-224.

[36] Singh, A., & Jha, S. (2022). Relationship between https://doi.org/10.1108/JGOSS-08-2017-0030.
employee well-being and organizational health: 48] Yo f M. Sah W. H. & Y o E. M
symbiotic or independent? Industrial and Commercial [48] Youssef, M., sem, V. H. oussel, E. M.
Training, 54(2), 231-249. (2017). A structural equation model for knowledge
hitps://doi.org/10.1108/ICT-03-2021-0018, Sharing behavior In an emerging economy. Journal of

[37] Singh, S. K., Pradhan, R. K., Panigrahy, N. P., & hn;‘s”,J,M cﬂfygm_a“?ggm;”_'io_zmé B, o E50s.
Jena, L K. (2019). Self-efficacy and workplace well- 491 i C. W Y. H W.. & Zhu. Y. (2019
being: moderating role of sustainability practices. [49) Yuan, C., Wang, Y., Huang, W., u, '.( )-
Benchmarking: An International Journal, 26(6), Can coacl;mg leadership encourage stlll_)ordmale§ to
1692-1708.  hitps:/icoi.org/10.1108/BIJ-07-2018- Speak up? Dual perspective of cognition-affection.
0219. eadership and Orgamzallon_ Development Journal,

[38] Stankevisiene, A, Tamasevitius, V., Diskiens, D., . e 198 hifps:idoi.org/10. 11081.0D.401-
Grakauskas, Z, & Rudinskaja, L. (2021). The : . . .
mediating effect of work-lfe balance on the [50] Zhang, X. (2020). The Relationship of Coaching
relationship between work culture and employee Leadership and Innovation Behavior: Dual Mediation
well- beingp Journal of Business Eoonornicg ;nd Model for Individuals and Teams across Levels.
Management, 22(4), 988-1007. Open Joumal of Leadership, 09(01), 70-83.
hitps:/idol.org/10.3846/bem. 2021, 14729, hltpsiidol.org/10.4236/0]. 2020 91005

[39] Sulistiawan, J., Moslehpour, M., Diana, F., & Lin, P. [51] https/busir ©0.1d/2022/07/28/cimb-niaga-
K. (2022). Why and When Do Employees Hide Their raih-tiga-penghargaan-gre-performance-excellence-
Knowledge? = Behavioral  Sciences,  12(2). award-2022/
https://doi.org/10.3390/bs 12020056.

AecdUALITY  Vol, 26, No. 205/ Mar 2025 244




The Effect of Coaching Leadership On Employee Well-Being,

Knowledge Sharing, And Employee Innovative Behavior

ORIGINALITY REPORT

17. 11« 8« 6%

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS STUDENT PAPERS

PRIMARY SOURCES

.

Submitted to South Plains College

Student Paper

2%

2]

Submitted to West Virginia State University

Student Paper

1w

[&]

Submitted to University of Arizona Global
Campus (Canvas LTI 1.1)

Student Paper

1

Submitted to American Sentinel University /1
Student Paper 00
www.ijmra.in 1
Internet Source %
n Maila D.H. Rahiem. "Towards Resilient 1 o
Societies: The Synergy of Religion, Education, °
Health, Science, and Technology", CRC Press,
2025
Publication
journals.aom.or '
JInternet Source g %
n repository.ibs.ac.id /1
Internet Source %
n www2.mdpi.com 1
Internet Source %
revistas.tec-ac.cr ’
Internet Source %
Submitted to Hong Kong Baptist University /1 o
0

Student Paper




"Proceedings of the Second International <'I o
Conference on the Future of ASEAN (ICoFA) °
2017 - Volume 1", Springer Science and
Business Media LLC, 2019
Publication
eprajournals.com 1

IntErnetJSource < %

Submitted to Universiti Kebangsaan Malaysia <’
Student Paper 0%
businessnews.co.id 1

Internet Source < %

Yousra Harb, Ali Zahrawi, Issa Shehabat, <’ o
Zuopeng (Justin) Zhang. "Managing °
knowledge workers in healthcare context:
role of individual and knowledge
characteristics in physicians' knowledge
sharing", Industrial Management & Data
Systems, 2021
Publication
www.richtmann.or 1

Internet Source g < %
eproceeding.undwi.ac.id 1

Intgrnet Source g < %
Submitted to Liberty Universit 1

Student Paper y y < %
journal.unj.ac.id 1

JInternet Source J < %

jurnal.ut.ac.id <
Internet Source 0/0
www.ejournal.pelitaindonesia.ac.id 1

Internet SoL]Jrce p < %
repository.ubharajaya.ac.id 1

Inte[r?wet Sourcey J y < %

N
H

psasir.upm.edu.my



Internet Source

<l%

Submitted to Cyprus International University

Student Paper < %
Guolong Zhao. "Emotional exhaustion < o
weakens the relationship between social °
media use and knowledge sharing behavior",
Acta Psychologica, 2024
Publication
dokumen.pub
Internet Source p <1 %
Hindah Mustika, Anis Eliyana, Tri Siwi <1 o
Agustina, Aisha Anwar. "Testing the ’
Determining Factors of Knowledge Sharing
Behavior", SAGE Open, 2022
Publication
Jeong Sik Kim, Jong Gyu Park, Seung Won <1 o
Yoon. "How does leaders' managerial °
coaching impact followers' in-role and extra-
role behaviors? The mediating roles of
intrinsic motivation and self-efficacy",
Evidence-based HRM: a Global Forum for
Empirical Scholarship, 2023
Publication
Submitted to Kardan Universit 1
Student Paper y < %
koreascience.or.kr /1
Internet Source < %
radjapublika.com 1
InternJet Spource < %
www.coursehero.com 1
Internet Source < %
Gao Yang, Fanny Kho Chee Yuet, Adenan < o
0

Ayob, Hisbulloh Als Mustofa. "Teachers’ Self-
Leadership and Organizational Citizenship



Behavior: Mediating Role of Self-Efficacy in
China High Schools", Journal of Curriculum
and Teaching, 2025

Publication

Najla Podrug, Davor Filipovi¢, Matea Kovac. <1 o
"Knowledge sharing and firm innovation °
capability in Croatian ICT companies”,

International Journal of Manpower, 2017
Publication

Rozeen Shaukat, Shakil Ahmad, Muhammad <1 o
Asif Naveed, Shafig Ur Rehman. "Impact of °
Personality Traits on Knowledge Sharing
Behavior of Academicians: A Case of
University of Sargodha, Punjab, Pakistan",

SAGE Open, 2023
Publication
bircu-journal.com 1

Internet Siurce < %
cris.vub.be 1

Internet Source < %
dspace.uii.ac.id 1

Intereet Source < %
iemi.edu.pl 1

JInternet Sourcep < %
kmel-journal.or 1

Internet SJource g < %
radar.brookes.ac.uk 1

Internet Source < %
repository.nwu.ac.za 1

Inteaet Sourcey < %
www.l.m.growingscience.com 1

Internet Source g g < %
www.sucofindo.co.id 1

Internet Source < %




Ali Zeb, Nor Hazana Abdullah, Altaf Hussain,
Adnan Safi. "Authentic leadership, knowledge
sharing, and employees’ creativity",
Management Research Review, 2019

Publication

<1%

Fadi Abdel Muniem Abdel Fattah, Abdul
Hakim H.M Mohamed, Mohamed Izzeldin A.
Bashir, Abrar Mohammed Mubarak Al Alawi.
"Determinants of knowledge-sharing
behaviour among students at higher
educational institutions in Oman: a planned
behaviour theoretical perspective of
knowledge sharing", Global Knowledge,
Memory and Communication, 2020

Publication

<1%

Lu Cheng, Dang Wu, Junwei Cao.
"Determinants of Preschool Teachers’
Knowledge-Sharing Behavior from a Thinking
Style Perspective", Behavioral Sciences, 2023

Publication

<1%

Mona Jami Pour, Fatemeh Taheri. "Personality <1 o
traits and knowledge sharing behavior in
social media: mediating role of trust and
subjective well-being", On the Horizon, 2019

Publication

Talat Islam, Saima Ahmad, Ahmad Kaleem, <'I %
Khalid Mahmood. "Abusive supervision and
knowledge sharing: moderating roles of
Islamic work ethic and learning goal
orientation", Management Decision, 2020
Publication
Tayfun Yildiz, Betul Balkan Akan, Unsal Sigri, <1 %

Marina Dabic. "Impact of knowledge-sharing
culture on organizational creativity:
integrating explicit and tacit knowledge
sharing as mediators", Journal of Knowledge
Management, 2025

Publication



Ton Duc Thang University
Publication <1 %
Zahid Hameed, lkram Ullah Khan, Zaryab <’I o

Sheikh, Tahir Islam, Muhammad Imran 0

Rasheed, Rana Muhammad Naeem.

"Organizational justice and knowledge

sharing behavior", Personnel Review, 2019

Publication

dinastipub.org 1
Internet Source < %

e-journal.unair.ac.id 1
Intélrnet Source < %

etalpykla.vilniustech.It 1
Internet Source < %

files.eric.ed.gov 1
Internet Source g < %

growingscience.com 1
Internet Source < %

icobi.nsbm.ac.lk 1
Internet Source < %

ijms.ut.ac.ir 1
m I-rlrcernet Source < %

journal.uinmataram.ac.id 1
JInternet Source < %

ilss.edu.pk 1
E:c]ernet Sourcep < %
mc.ncbi.nim.nih.gov 1

IE?ternet Source g < %

researchonline.gcu.ac.uk 1
Internet Source g < %
researchonline.ljmu.ac.uk <

Internet Source %

scholarworks.waldenu.edu



Internet Source

/]

66| <l%

www-emerald-com-443.webvpn.sxu.edu.cn 1
67 Internet Source < %

www.abacademies.or 1
m Internet Source g < %

www.jssidoi.or 1
@ Internet SJource g < %
Andrea Mastrorilli, Ferdinando Paolo < o

Santarpia, Laura Borgogni. "Team collective °

efficacy as a mediator of coaching leadership

effects on exhaustion: a multilevel

investigation", Team Performance

Management: An International Journal, 2024

Publication
Chugin Yuan, Yanfei Wang, Wenyuan Huang, <1 %

Yu Zhu. "Can coaching leadership encourage
subordinates to speak up? Dual perspective
of cognition-affection"”, Leadership &
Organization Development Journal, 2019

Publication

Exclude quotes Off Exclude matches Off
Exclude bibliography  On



