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the mediating role of thriving at work
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ABSTRACT

Existing research on knowledge management has verified the critical influence of knowledge
sharing on employees’ innovative behaviours. However, the underlying mechanism of how
knowledge sharing can foster innovation-related behaviours is still less clear. This study aims to
explore how employees’ innovative knowledge sharing can impact their innovative beha-
viours, with a focus on the mediating role of thriving at work. Using an online survey, data
were collected from 547 full-time employees working in mainland China. The results supported
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a mediation model, showing that workers’ innovative knowledge sharing positively affected
their sense of thriving at work, which in turn was positively associated with their innovation
behaviours. The practical implications of this study are also discussed.

Organisations have placed an increasing emphasis on
knowledge sharing influences on employees’ work-
related outcomes like innovation behaviours, which
is vital to an organisation’s competitiveness and sus-
tainability (Akhavan et al., 2015; Castaneda & Cuellar,
2020). Given its importance, over the past few decades,
knowledge sharing has attracted extensive attention
and has been widely studied across various domains,
including information technology, healthcare, and
other knowledge-intensive industries (Derin et al.,
2022; Liao et al., 2007; Wah et al., 2018). However,
most research has primarily focused on the general
construct of knowledge sharing without distinguish-
ing the different types of knowledge. This unclear
definition of the shared knowledge content can poten-
tially undermine the research’s validity and lead to
confusion or inconsistency in future research.
Indeed, in the organisational context, knowledge can
be categorised as tacit knowledge and explicit knowl-
edge based on the extent of its presentation form
(Abbas et al., 2022; Cavusgil et al., 2003). Knowledge
sharing involves several types (e.g., tacit and explicit
knowledge) and presents in multiple forms, such as
face-to-face, and technology-mediated (e.g., email and
social media). Explicit knowledge is knowledge that has
been specified in the format of text and is easy to access
from the organisation’s manuals and procedures. While
tacit knowledge refers to one’s own intellectual asset
generated through digesting the explicit knowledge and
is accumulated through continuous cognitive proces-
sing (Astorga-Vargas et al., 2017; Gubbins et al., 2012).

Research shows that tacit knowledge places a greater
role in helping one gain competitiveness because it
promotes individuals’ creativity and performance
(Smith, 2001; Wang & Wang, 2012). In line with this,
Reychav and Weisberg (2010), Wah et al. (2018) reveal
that tacit knowledge is the proximal predictor of indi-
viduals’ innovative behaviours. However, many studies
have neglected the specific type of knowledge at these
process (Swan & Newell, 2000) or have treated sharing
knowledge as synonymous with innovation knowledge
(Singh & Power, 2014). In fact, tacit knowledge is an
essential element of all knowledge (Mohajan, 2016) and
serves as a cornerstone of new knowledge related to
innovation outcomes (Quintane et al., 2011). Moreover,
the extent of tacitness in embedded knowledge limits
transferability and, consequently, affects innovation
capability.

Thus, it is critical to clarify the type and/or nature
of knowledge in knowledge management research.
Further, innovative knowledge (e.g., novel ideas or
thoughts) derives from human cognitive activities,
such as the application of the acquired information
into practice, and the conversion into one’s own
experience and skills (Drucker, 2012). Prior research
reveals that the creation and sharing of innovative
knowledge contributes to ongoing knowledge mastery,
learning improvement, effective performance, and
organisation growth (Mehralian et al., 2018). In this
study, I define “innovative knowledge” as encompass-
ing novel, creative ideas, concepts, and insights cap-
able of creating novelty (e.g., new products, services,
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and processes). This category of knowledge often
emerges from combining existing knowledge (e.g.,
explicit knowledge and tacit knowledge) in a new
way or generating entirely new knowledge through
research and experimentation. Throughout this
study, I use the terms “knowledge sharing” and “inno-
vative knowledge sharing” interchangeably to repre-
sent the same concept, aligning with common
conceptual conventions.

Research suggests that knowledge sharing beha-
viours have a significant impact on one’s work out-
comes (Jiang et al., 2019). For example, Pian et al.
(2019) found that employees who share knowledge
with their colleagues may be more likely to come up
with innovative ideas. Nevertheless, despite this line of
research indicates a strong connection between
knowledge sharing practices and innovative beha-
viours, what remains less clear is how or why knowl-
edge sharing can promote an employees’ innovative
work behaviours. As such, this research attempts to
further explore the mechanism underlying this rela-
tionship; with a focus that is different from prior
studies (e.g., Pian et al., 2019; Yu et al,, 2013), I focus
on how the sharing of innovative knowledge may
contribute to one’s innovative behaviours.

Innovative behaviour refers to creative actions that
can help generate and apply new ideas to improve the
existing procedure, optimise work processes, and
update services or products (De Jong & Den Hartog,
2007; Oh & Lee, 2022). From the definition, two types
of behaviours are included in this construct: the gen-
eration of new ideas, and the implementation of ideas
into practice to solve problems (Scott & Bruce, 1994).
However, prior research on innovative behaviour pri-
marily focused on the former type(i.e., idea genera-
tion) of innovation (McAdam & McClelland, 2002).
One possible explanation for this gap is that previous
studies often used the instrument designed to assess
only one dimension of innovative behaviour (Kleysen
& Street, 2001). Additionally, some research misused
the term “creativity” with “innovation” (Xerri &
Brunetto, 2013). In fact, creativity refers to an indivi-
dual coming up with novel ideas and solutions (Amar
& Juneja, 2008; Runco & Jaeger, 2012), and thus it has
been viewed as the initial phase of innovative beha-
viour (Wang et al, 2015). To provide a more

comprehensive understanding of innovative beha-
viour, this study adopts a broader perspective by
including both the generation and promotion of
novel ideas when testing the relationship between
innovative knowledge sharing and individuals’ inno-
vative behaviour.

I propose that innovative knowledge sharing can
stimulate an individual’s innovative behaviour by
enabling one to thrive at work. According to their
socially embedded model, Spreitzer et al. (2005)
describe workplace thriving as a desirable subjective
joint experience of vitality (i.e., feeling energised and
alive) and learning (i.e., progress and knowledge).
Research shows that thriving is related to a series of
positive work-related outcomes, such as innovative
behaviours, job satisfaction, and organisational citizen-
ship behaviours (Jaiswal & Dhar, 2017; Kleine et al.,
2019; Shahid et al., 2020; Walumbwa et al., 2018).
Thriving employees are self-learners who are keen to
absorb new information and spark new ideas and new
suggestions that can improve work efficiency and pro-
ductivity (Carmeli & Spreitzer, 2009; Jaiswal & Dhar,
2017). thriving employees contribute more innovation
suggestions, create higher productivity than non-
thriving employees. Thriving equips an individual
with the energy to apply what he/she has learned into
daily work practice and gain tangible feedback, which
triggers creativities/innovation (Madjar et al., 2011). In
summary, thriving individuals supposedly create more
new resources (e.g., ideas, meaning, and knowledge) at
work, and lead innovation trends.

Drawing on the socially embedded thriving model
(Spreitzer et al., 2005), this study constructed
a mediation model (see Figure 1) to investigate the
relationship between innovative knowledge sharing
and innovative behaviours through thriving. This
research makes two major contributions to the knowl-
edge management literature. First, it defines the scope
of knowledge sharing context by specifically focusing
on the innovative nature of knowledge. This approach
sets it apart from prior studies by providing a clear
angle to analyse the personal consequence of knowl-
edge sharing. Second, drawing on this novel focus, this
research provides fresh empirical insights that assist in
explaining underlying mechanism between knowledge
sharing and innovative behaviours.

H2
Innovative Knowledge

Sharing

A 4

Thriving at Work

H3 ) )
Innovative Behaviour

A 4

H4: Mediation effect

H1: Main/total effect

Figure 1. Proposed conceptual model.



1. Literature review and hypothesis
development

1.1. Innovative knowledge sharing and
innovative behaviour at work

Individual innovation serves as a critical foundation
that promotes firm performance and facilitates organi-
sations to gain sustainable competitive advantages in
dynamic business environments (De Jong & Den
Hartog, 2007; Eid & Agag, 2020; Scott & Bruce, 1994).
Previous research has explored the determinants that
drive individuals to behave innovatively in the work-
place, such as institutional pressure, leadership,
a supportive climate, empowerment, and job character-
istics (De Jong & Kemp, 2003; Eid & Agag, 2020;
Janssen, 2005; Knol & Van Linge, 2009; Newman
et al,, 2020; Slitten et al., 2020). Organisations, espe-
cially those facing intense competition in their respec-
tive industries (e.g., service, hospitality), intend to
create a nurturing environment, where employees are
enabled to innovate. Although previous studies expand
our understanding of the impact of contextual factors
on individuals’ innovative behaviour, there is a relative
scarcity empirical research offering solid evidence
regarding the impact of personal factors (e.g., knowl-
edge sharing) on innovative behaviour (Abukhait et al.,
2019; Wang et al., 2017).

Knowledge sharing process typically encompass
two aspects: knowledge donation and knowledge col-
lection (e.g., Magnier-Watanabe & Benton, 2017; Van
Den Hooff & Van Weenen, 2004). Knowledge dona-
tion means that an individual transfers what s/he
knows regarding one particular subject to other col-
leagues through various means multiple ways such as
verbal communication, training, and her/his memo.
This transforming process emphasises the delivery of
knowledge to recipients which may enable the deli-
verer’s feeling of being needed as the recipients often
show grateful manners along the sharing interaction
(Van Den Hooff & De Ridder, 2004). Conversely,
knowledge collection refers to individuals acquiring
knowledge (e.g., information, experience, and skills
etc.) from their co-workers (e.g., Kamagak &
Bulutlar, 2010). This process emphasises the act of
gaining and receiving knowledge through social inter-
actions with colleagues (Sharratt & Usoro, 2003). It is
importantly to note that these two processes occur
simultaneously, and no clear boundary between these
two forms. That is, when someone shares their knowl-
edge to other, they not only repeats what they already
knows but also replenishes their knowledge frame-
work and strengthens their long-term memory, and
consequently, they may come up with new ideas or
thoughts (Cabrera et al., 2006). Meanwhile, recipients
interpret the shared context and acquire insights from
activities like imitating, communicating, or reviewing
materials (Hendriks, 1999; Sharratt & Usoro, 2003).
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Empirical research supports a positive relationship
between knowledge sharing and innovative behaviour
(Derin et al., 2022; Wah et al,, 2018). Extending this
streamline of theorisation, it can be posited that
employees who actively participant in sharing innova-
tive knowledge, are more likely to generate, promote,
and/or implement innovative ideas in the future (Bock
et al., 2005). Thus, I propose:

Hypothesis 1: Innovative knowledge sharing has
a positive influence on employees’ innovative
behaviour.

1.2. Innovative knowledge sharing, thriving at
work, and innovative behaviour

I propose that workplace thriving can provide a new
angle of explaining why knowledge sharing boosts
employees’ innovative behaviours. I first elaborate on
the relationship between knowledge sharing and thriv-
ing, and then I theorise the link between thriving and
innovation activities. Thriving is an important internal
psychological state that serves as a self-use indicator to
measure one’s growth and development. It consists of
two positive components, learning and vitality, which
embraces “both hedonic and eudaimonic perspectives
of psychological functioning and development
(Spreitzer et al., 2005, p. 538)”. In detail, while learning
reflects one’s intention to realise one’s potential
through acquiring and applying knowledge. Vitality
reflects one’s feeling of energy manifested by, for
example, pleasurable experience and positive affect.
These two elements unite to reflect a positive psycho-
logical state, indicating one’s sense of making progress
in self-development. In the following section, I will
elaborate on the relationship between knowledge shar-
ing and thriving from two aspects separately.
Current research shows that knowledge sharing
may stimulates individuals™ thriving because it can
positively influence both vitality experience and learn-
ing intention. First, knowledge sharing activities help
establish trustful relationships among colleagues
(Jiang & Hu, 2016; Rosendaal & Bijlsma-Frankema,
2015), in which individuals can feel energetic and
aliveness from the positive interaction (Spreitzer
et al., 2005). When individuals share their knowledge
and expertise with colleagues, they build connections
that enable mutual learning and more efficient colla-
boration which, in turn, may increase job satisfaction
and retention (Cuguerd-Escofet et al., 2019; De Vries
et al.,, 2006; Wang & Noe, 2010). Meanwhile, close
interpersonal relationships often drive knowledge
sharing in the workplace (Abrams et al., 2003). For
example, during the courses of knowledge-sharing
interactions, the knowledge donor may feel needed
when assisting colleagues in solving problems or feel
respected when their suggestions positively contribute
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to workplace improvement. In some cases, the donors
might also receive rewards or recognition from the
organisation for their contributions. These positive
returns may continuously increase knowledge donors’
euphoria experience and motivate them to continue
acquiring new knowledge that may be shared in the
future (Bock et al., 2005).

In addition to fostering vitality, social interactions in
the workplace (e.g., through sharing knowledge) may
also facilitate learning (e.g., Gherardi et al, 1998;
Spreitzer et al., 2005). Learning involves the acquisition
of information and the application of refined knowledge,
thus has the potential to produce new knowledge
(Barron et al,, 2015). Sharing knowledge benefits not
only the recipient but also the donor to learn new things
and grow (Allameh, 2018; Park & Kim, 2018). This can
lead to increased innovation and problem-solving skills
that can contribute to a sense of accomplishment and
fulfilment at work (Akram et al., 2020; Singh et al., 2021).

Indeed, previous research on thriving has also
revealed that the reciprocation process of knowledge
sharing enables individuals to explore the unknown
field at work and gain new skills, which fosters the
development of thriving (Rozkwitalska & Basinska,
2015). Applying these arguments into the context of
sharing innovative knowledge, I propose,

Hypothesis 2: Innovative knowledge sharing is posi-
tively related to thriving.

Next, I theorise the relationship between workplace
thriving and innovative behaviour. Thriving at work
service as a gauge for positive development (Spreitzer
et al., 2005). Encouraging employees to thrive is cri-
tical at work because thriving individuals demonstrate
positive work outcomes, including work engagement,
job performance, and career development (Jiang et al.,
2021; Kleine et al.,, 2019; Porath et al., 2012). The
literature suggests that both components of thriving
may trigger employees’ innovative behaviours. For
instance, Fredrickson’s (2001) broaden-and-build the-
ory explains that positive emotions (e.g., feeling vital
and energetic) enhance cognitive abilities, generate
new ideas, and prompt development. Walumbwa
et al. (2018) argued that thriving strengthen employ-
ees’ emotional commitment to the organisation, and
as a result, they are more likely to work creatively to
reinforce this emotional attachment. Elahi et al. (2020)
further confirmed that high-level thriving employees
present intense task engagement and multiple faceted
performance. Altogether, the innovation activities
may be realised by thriving employees as a result of
possessing the intention and willingness to innovate
(Wallace et al., 2016).

Furthermore, learning at work is viewed as the
foundation of innovative behaviours because it can

trigger deeper thinking about individuals™ daily rou-
tine tasks and motivate them to come up with better
approaches (Carmeli & Spreitzer, 2009). Thriving
employees are in a state in which they experience
continuous learning and vitality (Spreitzer et al.,
2012). Learning and growing at work provide ideal
opportunities for identifying existing problems and
implementing improvements. In other words, thriving
individuals prioritise personal growth and are self-
motivated to seize learning opportunities, and seek
out new strategies and solutions. Thus, this intrinsic
motivation for creativity enables thriving individuals
to work actively and purposely, and make improve-
ments that potentially leads to innovative behaviours
(Spreitzer & Porath, 2014).

Existing research provide substantial evidence that
thriving has a positive influence on work-related per-
formance (Carmeli & Spreitzer, 2009; Kleine et al.,
2019; Niessen et al., 2017; Wallace et al., 2016).
Given that innovative behaviour is a specific part of
work performance, it is likely that determinants fac-
tors of work performance may have the same impact
on individual innovation (Knol & Van Linge, 2009).

Riaz et al., (2018) empirical study supported this
point that thriving has a positive impact on innovative
work behaviours. Building on these arguments and
empirical evidence, I anticipate replicating this rela-
tionship in this study.

Hypothesis 3: Thriving has a positive influence on
individuals’ innovative behaviour.

Research on antecedents of thriving suggested that
certain individual characteristics (e.g., psychological
capital, positive affect, and engagement) and contex-
tual features (e.g., colleague support, culture, and lea-
dership) can generate resources prompting agentic
behaviours. Spreitzer et al. (2005) specified that task
focus, exploration, and heedful relating are three agen-
tic behaviours that nurture employees to thrive in their
socially embedded thriving model. Knowledge sharing
at work is related to broad information exchange,
a context enabler of thriving (Spreitzer et al., 2012),
which can stimulate employees to act in an agentic
manner. Further, social interactions during knowledge
sharing create positive moods, trust, and support,
facilitating agentic behaviour and, eventually thriving
at work.

On the other hand, thriving individuals tend to
focus on their daily tasks and devote themselves to
their job, which may enable them to think beyond the
boundaries and create new ideas and thoughts.
Substantial studies viewed thriving as an internal
impetus that drives individuals to behave innovatively
for growth and development (Anderson et al., 2014).
Carmeli et al. (2009) believe that vitality may be



a critical predictor of innovative behaviour due to its
close connection with intrinsic motivation. When
thriving, positive emotions and moods help indivi-
duals increase psychological resources, enhance cog-
nitive abilities, and facilitate innovative behaviours
(Carmeli & Spreitzer, 2009; Kwon & Kim, 2020).

As discussed above, innovative knowledge sharing
could potentially enable an employee to thrive at work
(Hypothesis 1), and the resulting sense of thriving may
motivate this employee to engage in innovative beha-
viour (Hypothesis 2). These connected two paths sug-
gest a mediation model, in which thriving at work
transmits the positive influence of innovative knowl-
edge sharing to the knowledge donor’s innovative
behaviour. As such, I propose:

Hypothesis 4: Employees’ innovative knowledge
sharing will have a positive effect on their own inno-
vative behaviour via thriving at work.

2. Methods
2.1. Sample and data collection

A cross-sectional online survey was used to collect
data through an online panel in mainland China.
Participants were full-time, adult workers from
a variety of occupations and industries so as to assist
with the generalisation of the study results.
Participants were informed that participation of the
survey was completely voluntary, anonymous, and
confidential. A total of 547 valid samples were
returned. More than half (n=357, 65.3%) of the
respondents were male. The age of the respondents
ranged from 22 to 52 years and the mean age of was
31.04 years (SD = 8.84). The average tenures was 6.24
years (SD =6.22). In total, 378 (69.1%) had at least
a tertiary diploma or degree.

2.2. Measures

As participants in this study were full-time employees
in mainland China, all instrument items were trans-
lated into Chinese adopting the back-translation
methods recommended by Brislin (1980). Before the
formal questionnaire distribution, a pre-test was
implemented to identify if there were some vague or
unclear descriptions that may cause misinterpretation.
The items on the questionnaire were reported via
a five-point Likert-type scale ranging from 1 (strongly
disagree) to 5 (strongly agree).

2.2.1 Innovative knowledge sharing

A five-item scale developed by Connelly et al.
(2012) was adapted to measure the extent to
which participants had shared their innovative
knowledge at work. Connelly et al. (2012) original
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measure assessed general knowledge sharing.
I adapted this measure by providing an overall
introduction which asked to refer to the innovative
knowledge specifically. That is, participants were
asked when colleagues requested innovative knowl-
edge or information from them, what they did.
A sample item is, “I told my co-worker exactly
what s/he needed to know”. The Cronbach’s alpha
for this scale was .69.

2.2.2 Thriving at work

A seven-item measure refined by Jiang et al. (2019)
was used to measure thriving. This refined
Chinese-version instrument has achieved a better
fit in eastern culture (e.g., China) compared with
the origin ten-item scale developed by Porath et al.
(2012). Jiang et al. (2019) refined scale, which has
increased reliability and validity, uses four items to
assess vitality and three to assess learning.
A sample item measuring vitality is “I feel alive
and vital”, and a sample item measuring learning
is “I find myself learning often”. The Cronbach’s
alpha for thriving was .82. Since the focus of this
study is on overall thriving, I used the mean score
of the seven items in data analysis.

2.2.3 Innovative behaviour

Innovative behaviour was assessed using three items
from Scott and Bruce’s (1994) measure. These three
had the highest factor loadings according to a study by
Yuan and Woodman (2010). An example item is “I
search out new techniques, technologies, and or pro-
duct ideas”. The Cronbach’s alpha for innovative
behaviour was .69.

2.2.4 Control variables

Control variables in this study included age, gender,
education, and tenure. Literature review shows that
these demographic variables may influence thriving
and innovative behaviour.

2.3. Data analysis

Prior to testing the hypotheses, I conducted confirma-
tory factor analysis (CFA) to test the measurement
model. The hypotheses were examined by multiple
regression as well as Hayes” (2013) PROCESS Macro
for SPSS. Model 4 in Hayes’ PROCESS is designed for
testing the mediation model, and this method has been
popularly accepted by researchers. Due to the use of
bootstrap samples, the PROCESS can generate more
accurate and reliable results, especially for small sam-
ple size. Even though the sample of this current study
is large, the application of Hayes’s approach can pro-
vide more robust evidence. In the present study, the
mediating mechanism was analysed based on 5000
bootstrap samples.
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Table 1. Confirmatory factor analysis results.

Models X df Ay Adf X*/df SRMR RMSEA CFI
3-factor model 195.67 87 — — 2.25 0.04 0.05 0.95
2-factor model A 294.571%%* 89 98.84%** 2 3.31 0.05 0.07 0.91
2-factor model B 273.02%%* 89 77.35%%* 2 3.07 0.04 0.06 0.92
2-factor model C 296.28*** 89 100.61%** 2 3.33 0.05 0.07 0.91
1-factor model 369.70%** 90 174.03*** 3 410 0.06 0.08 0.87

Note. N = 547. Three cases were excluded because of missing values. 3-factor model: each variable was treated as a single factor; 2-factor model A:
Innovative behaviour and knowledge sharing were combined; 2-factor model B: Innovative behaviour and thriving were combined; 2-factor model C:
thriving and knowledge sharing were combined; 1-factor: all variables were combined.

3. Results
3.1. The measurement model

To verify the factor structure of the three main
variables in this study, CFA was conducted to
assess distinctive validity of the measurement
model. The three-factor model, three two-factor
models, and a single-factor model were compared.
The CFA results (shown in Table 1) indicated
that the three-factor model (XZ: 195.67, df=287,
X’/df=2.25, SRMR =0.04, RMSEA =0.05, CFI=
0.95) fit the data better than the others. The fit
indexes suggested that the three main variables in
this study were distinct constructs and should be
treated as separate variables.

3.2. Descriptive statistics

The means, standard deviations, and correlations were
presented in Table 2. Innovative knowledge sharing
was positively and significantly related to thriving
(r=.55, p<.01) and innovative behaviour (r=.44,
p <.01). Thriving was also positively and significantly
related to innovative behaviour (r=.57, p <.01).

3.3. Hypothesis testing

The multiple regression analysis was applied to test the
relationship between knowledge sharing and innovative
behaviour in SPSS. The demographic variables, including
age (b=-0.00, se=0.00, p>.05), gender (b=-0.09,
se=0.06, p>.05), education (b=-0.09, se=0.03,
p <.01), and job tenure, were controlled. The regression
results showed that innovative knowledge sharing has
a significant, positive impact on innovative behaviour (b
=.49, se=0.04, p<.001). Thus, Hypothesis 1 was
supported.

Table 2. Means, standard Deviations, and correlations.

Then, I ran Model 4 in Hayes” PROCESS to test
this mediation model. The control variables (age,
gender, education, and job tenure), innovative
knowledge sharing, thriving, and innovative beha-
viour were entered into the pre-set model formula.
I specified a bootstrap sample of 5000 with a 95%
confidence interval. The unstandardised coefficients
were presented in Tables 3 and 4. As shown in
Table 3, the results showed that knowledge sharing
was positively related to thriving (b = 0.54, se = 0.04,
p <.001), providing support for Hypothesis 2. The
results showed that thriving had a positive relation
with innovative behaviour (b=0.52, se=0.05, p
<.001), providing support for the downstream of
the mediation path (Hypothesis 3). Lastly, the results
presented in Table 4 confirmed the mediating effect
of thriving on the relationship between innovative
knowledge sharing and innovative behaviour (b=
0.28, Boot se =0.03, 95% CI = [0.22, 0.35]), support-
ing Hypothesis 4.

In summary, all the paths of the proposed media-
tion model (Figure 1) were statistically significant, and
thriving played a mediating role in the indirect effect
of innovative knowledge sharing on innovative
behaviour.

3.4. Common method bias

In this study, self-report data were collected using
a single survey questionnaire, raising concerns about
common method bias. To address this potential issue,
Harman’s one-factor analysis was conducted,
a popular used technique (Chang et al., 2020). All the
measurement items from the three main variables (15
items) were loaded at one time for principal compo-
nent analysis. The results showed the extraction of
three factors explaining 50.8% of the variance. Based

Variables Mean SD 1 2 3 4 5 6
1. Gender 1.66 0.48

2. Age 31.04 8.78 —.13%*

3. Education 3.80 0.79 -.05 —-.08

4. Job tenure (years) 6.24 6.22 —11* A3 —.20**

5. Knowledge sharing 3.65 0.62 .03 -.02 15%% —.12%*

6. Thriving 3.72 0.62 .00 -.03 15%* -.05 S55%*

7. Innovative behaviour 3.36 0.69 —-.05 -.05 16%* -.07 A4x* S57%*

Note. N = 547. Listwise deletion was applied. Gender was dummy coded (male = 1 and female = 2).

*p < .05, **p < .01.
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Table 3. Results of mediating regression analyses.

Thriving Innovative behaviour
b (se) 95% C/ b (se) 95% (I
(Constant) 1.59%**(0.20) [1.19, 1.98] 0.71%%%(0.23) [0.27, 1.16]
Age —0.00 (0.00) [-0.01, 0.00] —0.00 (0.00) [-0.00, 0.00]
Gender —0.02 (0.05) [-0.11, 0.07] —0.08 (0.05) [-0.18, 0.02]
Education 0.06* (0.03) [0.00, 0.13] 0.06 (0.03) [-0.00, 0.12]
Job tenure (years) 0.01 (0.00) [-0.00, 0.00] —0.00 (0.00) [-0.01, 0.01]
Knowledge sharing 0.54*** (0.04) [0.47, 0.61] 0.20*** (0.05) [0.11, 0.29]
Thriving (mediator) 0.52*** (0.05) [0.42, 0.61]
R? 310 364
Note. N = 547. b = unstandardised regression coefficient; se = standard error. Cl = confidence interval.
*p < .05, **p < .01, ***p <.001.
Table 4. Results of total and indirect effects (PROCESS module 4).
b se t p 95%Cl
Total effect 0.48 0.04 11.09 0.00 [0.39, 0.56]
Direct effect 0.20 0.05 4.26 0.00 [0.11, 0.29]
Indirect effect® 0.28 0.03 [0.22, 0.35]

Note: N =547. b = unstandardised regression coefficient; se = standard error; Cl = confidence interval.
Analyses were based on 5,000 bootstrap samples.
“Since the indirect effect was not examined based on normal theory test, the values of t and p were not

reported.

the results, it can be concluded that the common
method bias is unlikely to significantly impact on
this research.

4, Discussion
4.1. Theoretical implications

The present research examined the relationship
between innovative knowledge sharing, thriving, and
innovative behaviour among Chinese full-time
employees, making significant contributions to the
literature on knowledge management and innovation
behaviour. First, having attempted to clarify the con-
tent of knowledge sharing, this study serves as starting
point to build a more distinct conceptualisation (i.e.,
innovative knowledge sharing) that may set
a foundation for future research. This study treated
knowledge as one’s possessed intelligence asset, com-
bining aspects of tacit knowledge and innovative
knowledge created by individuals, and this is also to
a large extent differentiated from general knowledge.
This reframed construct emphasised knowledge gen-
erated through novel cognitive activities and its poten-
tial practical impact on innovation (Pérez-Luio et al,,
2019). As supported by empirical evidence, innovative
knowledge has a direct link with individuals’ innova-
tive activities (Magnier-Watanabe & Benton, 2017;
Xerri et al., 2009).

In addition, this research explored the underlying
mechanism of the relationship between knowledge
sharing and innovative behaviour through work thriv-
ing. It offers empirical evidence to explain why or how
innovative knowledge sharing can foster subsequent
innovative behaviour at work. This empirical explora-
tion also contributes to the literature on thriving by

focusing on its “innovative” nature aspect as both an
antecedent (i.e., innovative knowledge sharing) and an
outcome (i.e., innovative behaviour) of thriving at
work. Recently, innovative behaviour has been incor-
porated into the assessment system of employees’ per-
formance due to its critical influence on companies’
performance. Therefore, it is important to explore the
latent predictors that strengthen innovative beha-
viours. The findings of this study provide new evi-
dence that thriving at work can enhance not only
sharing innovative knowledge but also can enable
individuals’ innovative behaviours. It is desirable to
maintaining employees thriving status at daily work
because it improve productivity and performance
(Usman et al., 2020).

4.2. Limitations and directions for future research

There are some limitations that need to be addressed
by future researchers. Firstly, although collecting all
variables on a single questionnaire at the same time
point is popular, as noted earlier, this can potentially
cause common method bias. Ideally, future research
could collect independent variables, mediating vari-
ables, and dependent variables at multiple time
points, providing more robust empirical evidence
(Chang et al., 2020). Furthermore, future researchers
may consider employing a longitudinal design, such
as interventions or experiments that prime innova-
tive knowledge sharing and measure its impact on
thriving and innovative behaviour before and after
the intervention. A three — wave surveys approach,
with repeated measurements of all variables, could
be effective in identifying causal relationships
among knowledge sharing, thriving, and innovative
behaviours.



8 (&) Z WANG

Second, this study established a mediation
mechanism between innovative knowledge sharing,
thriving, and innovative behaviour, but there might
be factors that hinder individuals’ innovative beha-
viours, which may provide more comprehensive
information that guides managers in developing
proactive strategies to mitigate such inhibitors.
Organisations usually endeavour to create
a nurturing atmosphere that encourages knowledge
exchange and innovation. Future research may con-
sider exploring the potential influence of unfavour-
able or counterproductive work behaviours like
knowledge hiding/hoarding, on individuals’ innova-
tive behaviours, particularly the process or mechan-
ism  underlying  their  influence. = These
counterproductive behaviours may have significant
impact on thriving, making it difficult for indivi-
duals to find energy and motivation needed for
learning and innovation (Jiang et al., 2019).
Additionally, it may also be worth comparing two
distinct knowledge management behaviours, such as
knowledge sharing and hiding, within a single study.
Such a comparative approach may yield interesting
findings that may advance our understanding of
these behaviours and their impact in this field.

Lastly, while this study verified the underlying
mediation mechanism between knowledge sharing,
thriving, and innovative behaviours, it is essential to
consider potential boundary conditions that impact
this relationship. For example, trust has been identi-
fied as a factor that might influence the effects of
knowledge sharing (Holste & Fields, 2010; Kmieciak,
2020). It might be worthwhile to examine the effects of
innovative knowledge sharing on thriving and then on
individuals’ innovative behaviours across low and high
levels of trust (e.g., interpersonal trust between the
knowledge donor and the knowledge recipient, or
the trust climate in the workplace). Future researchers
may also consider examining the impact of other
contextual factors such as leadership style, workplace
social support, and civility on the strength of the
aforementioned relationships. In this way, a complex
moderated mediation model might offer more insights
into how and when (or under what conditions) the
knowledge sharing behaviour affects innovative
behaviours.

4.3. Practical implications

This study has significant practical implications for
practitioners. Firstly, it is recommended that man-
agers foster a culture of civility to facilitate knowl-
edge sharing, encourage learning from colleagues,
and stimulate the creation of new knowledge. For
instance, department leaders can organise internal
knowledge exchange seminars, such as brainstorm-
ing sessions, to inspire learning and spark

innovation. This approach to knowledge transfer
can motivate employees to gain fresh insights from
their peers, resulting in the generation of creative
ideas. Furthermore, organisations should consider
implementing mechanisms for recognising and
rewarding knowledge sharing efforts while also cul-
tivating an environment of psychological safety to
encourage employees to share their knowledge
openly.

Secondly, the research findings highlight the pivotal
role of thriving in enabling innovative behaviours.
This outcome implies that managers should focus on
creating conditions that empower employees to thrive,
thereby encouraging them to participate in innovative
activities. Human resources managers, for instance,
could strategically support employees’ personal devel-
opment and guide them towards achieving their career
aspirations. This support can foster positive senti-
ments among employees and motivate them to seek
out new knowledge (e.g., Spreitzer et al., 2005, 2012).
Meanwhile, organisations may consider setting up
dedicated innovation funding to support employees’
innovation endeavours, thus providing them with the
means to implement their novel ideas.
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