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Abstract

Purpose — This research aims to examine the role of knowledge sharing (KS) as mediation in the relationship
between transactional leadership (TSL) and organizational creativity (OC) among construction workers in
Jakarta.

Design/methodology/approach — The population in this research was the construction workers working in
Jakarta. The sample used in this research consisted of 210 respondents. The validity of the hypothesis model
was analyzed using the structural equation modeling—partial least squares (SEM-PLS) approach with the help
of SmartPLS 3.2.8.

Findings — TSL affects KS and OC. Another most important thing is that KS acts as a partial mediator for the
relationship of TSL to OC.

Originality/value — Originality in this research is the use of variable KS to mediate the relationship between
TSL and OC in the research conducted in the scope of construction in Jakarta. Other theoretical implications for
TSL are added by this research. This research has never been conducted in the construction sector in Jakarta,
Indonesia.
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1. Introduction

The construction industry is a national economic sector associated with land preparation,
construction, acceleration and repair of buildings (Hadihardaja, 2005; Pardede, 2000; Pheng
and Hou, 2019; Suhartono, 2012). Continuous development of infrastructure emerges as part
of the factors that increases the participation of the construction sector in the Indonesian
economy, with a large percentage of gross domestic product (GDP) of 10.60% in the third
quarter of 2020 and absorption of 1,121,092 workers (BPS, 2020). BPS data (2020)
demonstrates that Jakarta has 9,350 construction companies registered on a commercial scale
at the end of 2020 or in the top five nationally. The role of the construction sector can be
viewed from the absorption of labor, investment, the number of infrastructure and
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construction projects, the reciprocal relationship with the support sectors and even the
facilitation of the movement and growth of goods and services. As conveyed by Ratnaningsih
et al. (2010), construction companies are estimated to have high competitiveness if they are
grouped together on the basis of capital, expertise, technology and all the capacity needs of
their resources so that they can be trusted to carry out large-scale, complex and long-term
national construction projects.

A reliable and robust construction industry is needed to support the development of
infrastructure in which it emerges as part of crucial factors for the growth of the national
development cycle. One of the determinants of foreign investment interest is the availability,
condition and adequacy of the infrastructure of a country. In addition to macroeconomic
factors, effective policies and excellent performance in infrastructure development serve as
the key to global competitive advantage. Dhurup ef al. (2016) argued that the construction
industry requires individuals with knowledge, experience, competence and expertise.
Collaboration between individuals enhances the work of the team. As pointed out by Riaz
et al. (2013), teamwork is a past building culture in the successful completion of projects.

In developing countries, the construction sector is too pivotal to ignore. The movement to
encourage the construction industry was carried out by the Government of Indonesia by
issuing a legal framework, namely the Construction Services Law (UUJK) issued in 1999.
UUJK covers all aspects of the construction industry. UUJK describes the classification and
requirements of construction services companies, such as contractors, engineering designs
and supervisory consultants.

Raharjo et al (2018) stated that Indonesia’s construction sector, particularly construction
services, is proliferating with the number of national and multinational companies. However, it
should be pointed out that this rapid development has not been accompanied by sufficient quality
of service, which is evident from the low and less competitive quality of products and services.

Innovation plays a crucial role as a critical factor in increasing company excellence within the
construction industry (Gledson and Phoenix, 2017; Staniewski et al,, 2016; Yusof ef al, 2017). The
construction industry, nonetheless, is not viewed as “progressive’, yet it is viewed as
“conservative” (Hadihardaja, 2005; Havenvid, 2015), while project-based features constitute an
mnovation barrier (Davis et al, 2016; Hendrawan, 2018). Temporary project organizations are
known as positive inventions (Slaughter, 2010). As far as the construction innovation process
model (Hartmann, 2006; Ozorhon, 2013) is concerned, many factors have been described as related,
such as individual variables such as clients (Tookey et al, 2011; Widhiawati et al, 2016) and
leadership (Ding et al, 2017; Odusami ef al., 2003; Ulfiyati and Utomo, 2015), followed by contextual
variables such as strategy Manley et al, 2009; Yunianto ef al, 2015) and the environment (Chan
et al, 2014; Triarman and Sekarsari, 2018). Furthermore, there are research results on the
relationship of innovation or creativity to individual creativity (Choi, 2004). Individual attitudes
arise because of the relationship or interaction between individuals and their environment or
organization (Biggio and Cortese, 2013; Verquer et al., 2003). Specifically, the impacts and attributes
of the project managers or professionals on the innovation process have been studied (Damanpour
and Schneider, 2006; Gambatese and Hallowell, 2011). Owing to time constraints, unstable
temporary organizations and diverse teams (Bakker, 2010; Maaninen-Olsson and Miillern, 2009),
innovative approaches in project management are also required. In addition, leaders of temporary
organizations (e.g. project-based organizations) should be capable of demonstrating innovation
and creativity to team members (Budiyanto ef al, 2014; Tyssen ef al,, 2014).

Leadership of a project manager or leader is considered a significant capacity to enhance
and inspire workers to contribute and accomplish goals (Budiyanto ef al, 2014; Tyssen et al.,
2014). It is also part of the critical project management success factors (Aga et al, 2016;
Radujkovi¢ and Sjekavica, 2017; Riaz et al, 2013), and one of them is in the context of
teamwork (Banks ef al,, 2016). For instance, Aga et al. (2016) examined the effect on project
success of the project manager transformative and transactional leadership (TSL) style



mechanism. One leadership style has many potential subsections (Lai et al, 2018). Also,
worthy of note is the relationship between different leadership styles and a systematic
evaluation of the suitability of leadership styles and organizational processes (Shao
et al., 2016).

Leadership styles gained a lot of attention in the 1970s; they had numerous aspects of
creativity in the 2000s, and today’s knowledge-sharing (KS) behavior between employees and
leaders emerges as the prominent theme in this research. However, the question that should
be answered is, “are leaders ready to share knowledge to bring about organizational
creativity (OC) within the organization?” Yes, transformational leadership behavior is a major
theme in existing research (Siangchokyoo ef al, 2020), and transactional behavioral
leadership styles are largely overlooked for innovation and creativity, yet meta-analysis
studies have powerfully made a prediction about TSL for employee motivation, effectiveness
and leader contentment (Judge and Piccolo, 2004). TSL styles actively take part in strategic
leadership for organizational effectiveness. In current organizations, TSL is more global than
other supportive leadership behaviors (Waldman et al, 2001). This study is expanded to the
existing leadership literature for TSL roles in OC through KS intentions.

Individuals come up with new notions, new ways to resolve problems, enter into
negotiation or build communication, including collaboration, and these are frequently
distributed within the organization and altered into shared practices and routines. Hence, the
role of KS becomes important in an organization because behavior can affect aspects of
creativity such as innovations, ideas and problem-solving (Amabile, 1988). Therefore, it is
necessary for organization leaders to be inventive, and they should be capable of managing
such atmosphere that generates inventiveness or invention in organizations (Sanda and
Arthur, 2017). Organization leaders need to develop inventive ideas leading to services and
products which are likely to generate inventiveness (Yuan and Woodman, 2010) and thus
gain a competitive advantage over other organizations.

Amabile et al. (1996) defined creativity in the workplace as a process in which employees in
an organization are capable of coming up with ideas that can be utilized to generate and make
improvements or modifications in organizational products, including procedures or policies.
It is possible for leaders to accomplish new ideas instantaneously; they can also seek certain
objectives or seize initiative for innovation from subordinates. Accordingly, leadership styles
are perceived as the most prominent factors of individual influence for innovation (Harborne
and Johne, 2003). If organizations intend to advance and survive their industry development,
they should consider corporate innovation through market orientation as a crucial aspect,
which may assist them in developing their industry (Bello et al., 2004). Creativity generates
innovation, which emerges as a predominant factor for the competition and success of the
organizations (Eidizadeh et al, 2017; Lin and Chen, 2008). Today’s economy demonstrates the
prominence of knowledge in which Hargadon (1998) asserted that it is associated with a
knowledge-based company, while Robertson (2002) affirmed that it refers to knowledge
mapping. In organizational success, continual knowledge management plays a crucial and
beneficial role in problem-solving, maintenance, deployment and knowledge placement
(Alavi and Leidner, 2001). It is improbable that organizations will be capable of generating
creativity without the contribution of their employees (Lahti and Beyerlein, 2000). The
knowledge that the employees have is more beneficial or valuable than the data stored from
the information system of the organization. The study accomplished by Bock et al (2005)
mentioned that the entire organizational units play a prominent role in supporting KS, which
serves as a key process.

Our research explored the relationship between TSL and OC in the context of KS. Our
understanding of innovation management came from the previous literature. Albeit knowing
the fact that studies on TSL, KS and OC have been carried out, the literature reviews merely
demonstrated a small proportion of leadership studies examined in the context of TSL.
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Additionally, numerous studies have been accomplished on more intensive leadership
theories, such as transformational leadership theories (Al Harbi et al, 2019; Qu et al., 2015),
democratic (Raelin, 2012), authentic (Imam et @/, 2020), charismatic (Paulsen ef al, 2009) and
other or isolated leader behavior (Hussain et al, 2017).

This research is aimed at finding out the influence of TSL on the creativity of employee
organizations mediated by KS attitudes to construction sector workers in Jakarta. The
purpose of this research is to provide hypothetical models, to explain TSL relationships and
OC, to know the causal relationships between variables affecting the level of OC and to
examine the suitability between variables by using primary data gathered from respondents.
This research is quite interesting because it has never been conducted in Jakarta. Hence, it
gives the original impression.

2. Literature review and hypothesis development

In this section, detailed theoretical and empirical studies related to service innovation,
company reputation and customer performance are reviewed, in which the relationship
between these constructions is identified, on the basis of theoretical models and proposed
hypotheses.

2.1 Transactional leadership (TSL) and organizational creativity (OC)

The creation of new products (innovations), ideas, services or procedures (problem-solving)
performed by individuals working together in complex social systems is called OC (Amabile
et al,, 1996).

TSL behavior generates a pillar which is applied to determine expectations, negotiate
contacts and clarify responsibilities. It also gives a reward and acknowledgment to reach the
set goals, or it expects performance between subordinates and leaders (Bass et al, 2003;
Hamstra et al, 2014). TSL style fulfills the wishes of subordinates indicated by recognizing or
exchanging or rewarding after being able to achieve the goals of the duties and the goals
agreed when something that the superiors have expected can ultimately be reached (Bass
et al,, 2003; Podsakoff et al, 1990). TSL style puts its emphasis on the exchanges between
leaders and employees. Leaders having transactional behavior are commonly capable of
fostering their employee commitments to new ideas by providing real recognition or rewards
for growing initiatives and developing new ideas so that their value is communicated directly
to employees about the existing programs. To understand organizations that focus on
important ideas for employees, transactional leaders may be good at explaining targets and
how to achieve them. It will make employees realize the prominence of self-competence when
their goals can eventually be reached. Furthermore, a study accomplished by Jansen et al.
(2009) mentioned that TSL styles are suitable for followers that need to be motivated so that
they may be capable of showing their contribution and taking part in the organizational idea
concerning building programs. TSL behavior encourages employee eminence and efficiency
to follow an idea creation program where such programs provoke employees to provide
advice to improve the company’s existing services, procedures or products. In addition,
leaders who have transactional behavior are probably proper for the idea program, where
instead of dealing with old ideas, managing new ideas is carried out by giving its focus on the
standardization and effectiveness in sifting, strengthening or benefiting from routines and
corporate experience assets (Asif, 2019). Just as leaders behave “transformationally”, TSL can
influence the idea of creativity with the help of employee idea programs. A study has been
accomplished to examine creativity habits, and it assumed that the organizational
environment can affect the frequency and level of creative behavior in which everyone can
come up with inventive ideas, which are beneficial to the organization (Amabile et al., 1996),
and initiate a vision for OC consisting of the encouragement of supervision in creativity in the



workplace. It is sufficient to support employees and communicate clear goals and objectives
to generate such an environment in which employees may encounter minimal fear of
criticism, and they will be capable of giving supportive suggestions for organizational
functions. Numerous empirical studies focus on the prominence of leadership styles in
generating an environment encouraging employee creativity with supportive supervision
(e.g. appreciation or recognition) (Shalley ef al, 2004), and consistent supervision by
supervisors of employees is found in various studies such as those conducted by Amabile
et al. (2004).

The attitude of a job-oriented leader is considered necessary for the skills and skills of
subordinates in assisting the task of completion of tasks (Amabile et al, 2004). Individual KS
behavior is recognized and appreciated since it is considered to fit the TSL style because it is
appropriate to bring a deeper understanding to the creativity of the organization (Masa’deh
et al., 2016). Studies accomplished by Mumford et al. (2002) found that variables influencing
creativity and innovation are leadership behaviors within the organization. Accordingly, it
must result from dynamic interactions between leadership styles and creativity to encourage,
support and energize employee behavior and perception. Based on previous library reviews,
the hypothesis in this study is as follows:

HI1. TSL has a positive and significant effect on the OC.

2.2 Transactional leadership (TSL) and knowledge sharing (KS)

Leaders play a crucial role in managing organizational KS. Rewards and recognition of TSL
encourage KS within the organization. Leadership style studies (transformational and
transactional theory) discover how leaders grow knowledge in the organization (Masa'deh
et al., 2016). In a dynamic economic state and aspects of competitive advantage, KS is
essential in the organization (Foss and Pedersen, 2002). In today’s business competition,
organizations should consider transferring expertise and knowledge to new or novice
employees in need from employees who have more experience (Hinds et al,, 2001). KS within
organizations, across teams and between employees enables organizations to exploit and
capitalize on knowledge-based resources (Cabrera and Cabrera, 2005). Study conducted by
Liao (2008) indicated that employees’ perceptions of manager knowledge, experience and
rewarding employees who practice KS are positively correlated. Studies conducted by
Muhammed and Zaim (2020) involving 330 employees in various service companies in
Turkey obtained data showing that employee attachment in the process of sharing
knowledge between superiors and subordinates has a positive impact on the success of the
organization’s knowledge management where leadership support plays a prominent factor in
KS behavior efforts. In social exchange theory, the influence of management support on KS is
highly significant (Hussain et al, 2017). In the coordination process, transactional leaders
have a more effective leadership style in which it can be seen that superiors work with
employees to obtain awards, objectives and special assignments with the support of
cooperation from leaders and employees. As the recognition system for achievement is
introduced to improve the performance of KS by employees, TSL attitudes become an
alternative to be applied in the organization. Research conducted by Rohim and Budhiasa
(2019) on civil servants in Ternate showed that there is a significant link between KS and the
award system. Research accomplished by Lin and Lo (2015) showed that lack of appreciation,
incentives and recognition is considered barriers to KS. This is in line with the qualitative
approach taken by Boateng and Agyemang (2016). Instinctively, employees will follow the
direction of the leader to achieve the objectives of the group or organization (Hussain et al,
2017). Lu et al (2006) revealed that leadership styles influenced choice, motivation and KS
skills. KS describes explanations and knowledge exchange by using several media provided
by leaders to improve efficiency, productivity and appreciation to employees (Hussain et al,
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Figure 1.
Research framework

2017). Structure and systems that facilitate KS between employees and leaders can be
hypothesized as follows:

H2. TSL is positively associated with KS in the organization.

2.3 Knowledge sharing (KS) and organizational creativity (OC)

A study accomplished by Bhatti ef @l (2021) on the pharmaceutical industry in Pakistan
found that KS was positively correlated to employee creativity resulting in creativity in the
organization. Shahzad et al. (2016) found that knowledge management processes
significantly affected OC and organizational performance in Lahore. As conveyed by
Giustiniano et al. (2016), individual learning orientation as well as the desire to share
knowledge can increase the creativity of multinational corporate organizations in Tuscany,
Italy. Grounded on the previous literature explanations, the following hypothesis can be
developed.

H3. KS has a positive influence on OC.

2.4 Mediating role of knowledge sharing (KS)

TSL has been hypothesized significantly and positively, and it is associated with OC and KS.
KS has been hypothesized to be significantly and positively related to OC. There is a
possibility demonstrating that KS mediates TSL against OC. A study on the relationship
between TSL and OC has been accomplished by Hussain ef al. (2017) involving 300 employees
in private telecommunication firms in Pakistan. Besides, the study carried out by Al-Husseini
et al (2019) on 250 employees of higher education institutions in Iraq revealed that TSL gave
an effect on organizational innovation through KS attitudes. Hence, it can be hypothesized as
follows:

H4. KS will mediate the relationship between TSL and OC.

Based on the descriptions of the previous literature, the hypothesized research model of this
study is denoted in Figure 1.

3. Method

3.1 Respondents

The objects of this research were the organizations of construction companies that have been
the members of BPD Gapensi association (Association of Construction Companies) at Jakarta,
Indonesia. All the companies are registered in the Construction Services Development Board
(LPJK). This research was conducted using a survey method. We distributed the
questionnaire online using Google Form to a company’s representative. During the survey,
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Creativity
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we instructed the participants to rate their TSL, KS and OC. This research was carried out
from July to September 2020.

The analysis unit of this research was the construction organizations/fields presented by
each of the experts working in the companies that have grade small to big qualifications and
have become the members of Gapensi registered since 2015 and located in the territory of
Jakarta, Indonesia. In this study, the respondents were the company leaders or the company’s
representatives or those representing them in the company, who become respondents and fill
out the research questionnaire. The total amount of the population is 1,718 construction
companies. The sample size was determined using the Isaac-Michael formula, collecting 315
valid responses. However, due to coronavirus disease 2019 (COVID-19) pandemic, 15
companies were closed; hence, the population was 300. The total distribution was 300 and the
response rate comprised 210 (70%). In total, 210 respondents were in accordance with the
sample requirements for structural equation modeling (SEM) analysis where a minimum
sample size of no less than 100 was highly recommended (Hair ef al, 2014).

3.2 Measures

TSL was measured using six statements developed by Bass ef al. (2003). Employees were
asked about a variety of behaviors related to leaders. All questions were measured in a five-
point Likert-type scale ranging from 1 denoting “not at all” to 5 indicating “often, if not
always”. An example of a statement to measure TSL was “I tell others what to do if they want
to be rewarded for their work”.

KS behavior was measured through a scale developed by Bock and Kim (2002) and
Cummings (2004) using six statements. An example of the statement for KS measurement
was “there’s a lot I can learn from colleagues in my workgroup”. The scale ranged from 1
showing “strongly disagree” to 5 denoting “strongly agree” using a five-point Likert-
type scale.

Statements modified by Eisenberger and Aselage (2009) were utilized for OC
measurement. The total number of the statements was six, such as “employees generate
creative ideas”. A five-point Likert-type scale ranged from 1 showing “strongly disagree” and
5 interpreted as “strongly agree”.

4. Results

4.1 Measurement model

In convergent validity, as denoted in Table 1, AVE value that was higher than 0.50 was
applied for all constructs such as TSL, KS and OC. Hereinafter, convergent validity was

Deleted Main Composite
Variable Item item Indicator ~ loading ~ AVE reliability (CR) R
Transactional 6 - TSL1 0.812 0.592 0.897 -
leadership (TSL) TSL2 0.806
TSL3 0.722
TSL4 0.722
TSL5 0.796
TSL6 0.751
Knowledge sharing 6 KS1 KS2 0.733 0.652 0.848 0.200
KS) KS5 KS3 0.852
KS6 KS4 0.833
Organizational 6 0oC4 0C1 0.854 0.678 0.863 0.410
creativity (OC) 0C5 0C2 0.859
0C6 0C3 0.754
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Table 2.
The result of cross-
loading

confirmed in this study. In addition, the analysis of convergent validity, loading and cross-
loading in each construct was undertaken after eliminating one statement in OC and one
statement in TSL. To sum up, the results of loading and cross-loading fulfilled the
requirement. Table 2 denoted the data trend in loading construct and cross-loading value.
In discriminant validity, as denoted in Table 3, the average variance extracted (AVE)
value was higher than each construct compared to the other construct AVE values, and
loading value were also higher than other construct loading values. In short, discriminant
validity fulfilled the requirement. Besides, composite reliability value fulfilled the minimum
requirement for data reliability and measurement as well, which comprised above 0.70.

4.2 Descriptive analysis
Table 4 described the variable data distribution focusing on mean and standard deviation
(SD) for each part of construct. TSL, KS and OC had 3-5 point Likert scales.

4.3 Hypothesis evaluation
To test the hypotheses in this research, t-statistics value was utilized in each direct route
effect partially. Figure 2 denoted the route diagram for the hypothesis testing.

Based on the route diagram of hypothesis testing above, it can be stated that all indicators
in each variable had #-statistics value that was higher than 1.65 (f-table). To test the
correlation among variables (hypothesis testing), #-calculation value of SmartPLS 3.2.8 output
was used and compared to /-table value. Table 5 provided the result of the correlation among
the constructs.

As denoted by Table 5, TSL and KS had positive effects toward OC. Meanwhile, KS had
effects toward OC. Hypotheses 1, 2, 3 and 4 were supported in this study. Mediation analysis
(indirect effect test) was performed to confirm the mediation effects of KS among the
dependence correlation of OC toward TSL. The mediation effects of KS were demonstrated in
Table 5. In brief, KS mediated the effects of TSL toward OC.

KS oC TSL

KS2 0.733 0.282 0.329
KS3 0.852 0.488 0.404
K$4 0.833 0.520 0.347
0oC1 0.516 0.854 0.536
0C2 0.48 0.859 0.436
0C3 0.328 0.754 0.322
TSL1 0.391 0.444 0812
TSL2 0.300 0419 0.806
TSL3 0.202 0.396 0.722
TSL4 0.419 0.384 0.722
TSL5 0.374 0477 0.796
TSL6 0.338 0.355 0.751

Table 3.
Discriminant validity
of measurement model

KS oc TSL

KS 0.807
oc 0.550 0.824
TSL 0.447 0.539 0.769




Knowledge

Mean Median Min Max SD Excess kurtosis Skewness .
sharing
TSL1 3.995 4 1 5 0.908 0.597 —0.837 behavior
TSL2 4076 4 1 5 0.886 0.74 —0.937
TSL3 4.186 4 1 5 0.78 098 —0.885
TSL4 4.086 4 1 5 0.794 0.785 —0.787
TSL5 4.086 4 1 5 0.794 0.441 —0.672
TSL6 4167 4 2 5 0.747 —~0.166 —~0559 153
KS1 4.095 4 2 5 0.762 0.175 —0.617
KS2 3.995 4 1 5 0.892 1 —0.965
KS3 4.029 4 2 5 0.762 0.194 —0.569
KS4 4124 4 1 5 0.847 1.003 —0.949
KS5 411 4 1 5 0.745 1.053 —0.738
KS6 3871 4 1 5 0.975 0.694 -092
0C1 3.962 4 2 5 0.786 0.177 —0.585
0C2 4.029 4 1 5 0.872 1.047 —0.922
0C3 4.086 4 1 5 0.812 1273 —0911
04 4.052 4 1 5 0.732 0.408 —0.449 Table 4.
0C5 4.052 4 2 5 0.685 —0.566 —0.157 Descriptive analysis
0C6 3.848 4 2 5 0918 —0.557 —0472 for indicator
TSL1 OCl1
L N
TSL2 ——
TSL3 0C3
0.367
TSL4
o
TSL5 /0.751 TSL 0.447 0.386 oc
s
TSL6
0733 9852 0833
J \ Figure 2.
PLS path analysis
KS2 KS3 KS4
Hypothesis Relationship Beta t-statistics p-values Remarks
H1 TSL - OC 0.367 4432 0.000 Supported
H2 TSL — KS 0.447 6.150 0.000 Supported Table 5.
H3 KS - OC 0.386 4.560 0.000 Supported Hypothesis testing
H4 TSL — KS — OC 0.172 3.118 0.001 Supported (direct effect)

5. Discussion

This research has revealed a nexus between TSL styles, KS and OC in the context of
construction companies. The hypotheses were developed from the related literature studies
and tested based on the data collected from the construction companies operating in Jakarta.
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Numerous previous studies have been accomplished in different leadership styles, but TSL is
literally or rarely investigated. TSL styles can effectively coexist within the organization.
This study examined whether and how TSL was mediated by KS. It had an indirect
relationship with the creativity of the organization. The results demonstrated that TSL
behavior had a significant effect on the OC; TSL had a significant relationship with KS
behavior, and the same KS had a significant relationship with OC.

The first hypothesis was aimed at examining the effect between TSL and OC. As denoted
by the test, TSL affects OC. The effect of TSL influence on OC is seen in the f coefficient of
0.367 (t = 4.432; p = 0.000). The results show that if TSL increases, the creativity of the
organization will also increase. It is able to explain that when transactional leaders are able to
give special influence to their employees and their organizations, the greater the level of
creativity of the organization in the ongoing construction business. This current finding was
supported by previous studies (Hussain et al., 2017; Tung, 2016) that conveying that TSL and
OC denoted a positive relationship. Additionally, the current finding demonstrated that
dimensions of TSL (Rowold, 2014) are directly related to OC.

The second hypothesis aimed to examine the effect between TSL and KS. As demonstrated
by the test result, KS in affected by TSL. This finding was supported by the previous studies
(Hussain et al,, 2017; Rawung et al., 2015; Ugwu et al., 2020). If the perspectives of leadership of
the employees are positive, they denote a greater commitment to KS. The way knowledge is
shared within the company is greatly influenced by TSL. In short, TSL could stimulate
encouragement to the employees to share, maintain and enhance their knowledge of
organizational learning. This finding highlighted “the role of leaders in creating supportive
work environments and strengthening the positive knowledge and learning outcomes of
employees”. Additionally, KSis likely to be enhanced by the action undertaken by transactional
leaders promoting careful problem-solving and giving personal attention to employees.

The third hypothesis was aimed at examining the effect between KS and OC. The test
result demonstrated that KS affected OC. This finding was supported by the research carried
out by (Akram et al., 2020; Elrehail et al., 2018; Pian et al., 2019; Vandavasi et al.,, 2020). An
innovative attitude is required to work in the construction industry. Willingness to share
knowledge in an organization is natural and should be undertaken for the organization’s
progress. Sharing knowledge can increase innovation capabilities by discovering new ideas,
new operational methods and an increase in the number of new products or services in the
market. Good cooperation among employees will make it easier to share knowledge,
particularly in developing new solutions or methods in construction work. It is in line with the
statement conveyed by Saenz et al. (2012).

The fourth hypothesis aimed to examine the role of KS as a mediator between the links of
TSL on OC. The test result demonstrated that KS mediated the link of TSL on OC. This
finding was in line with the previous study (Hussain et al, 2017; Thahira et al., 2020). Leaders
who apply TSL in their daily activities will be capable of triggering the comfort and
motivation of employees in working both on projects and in the office. Employees will be free
to convey their ideas since they trust and support the organizational leader. It is necessary to
have the practice of KS possessed by leaders or employees so that the innovations carried out
can run optimally to add and develop ideas that employees have. It can enhance creativity of
an organization.

5.1 Theoretical implication

This research contributed to theory and practice. This research provided the evidence of the
prominence of TSL behavior in OC. It is known that examining the role of TSL styles toward OC
in the construction sector has not investigated yet. TSL denoted a positive effect in this study in
which there were merely some previous research discussing it (Kahai et al, 2003). Experimental
studies were found when merely applying TSL style variables (Al Harbi ef al,, 2019; Shin and



Zhou, 2003). The findings of this research data were initially depicted among TSL behaviors
when employees were motivated by giving a reward for the ideas they generated in the
organization by sharing knowledge. Numerous studies have put their emphasis on the potential
of TSL in varied contexts (Vecchio et al, 2008). Hence, at least in several contexts, TSL styles
can probably emerge as an excellent way to give encouragement for employees by providing
them proper or decent rewards, including clear guidance for pursuing or achieving goals.
Grounded on the findings found by Judge and Piccolo (2004), it can be stated that “business
leaders may be better able to reward followers in exchange for their efforts.”

The contribution that this research gives to the literature on TSL through knowledge
management (e.g. KS) plays a crucial role in leadership styles. Goals and achievements emerge
as two points prioritized by leaders having TSL behavior in which their employees are given
appreciation and hope depicting their leaders’ commitments (Bass, 1985). As mentioned in the
literature, TSL behavior is mostly implemented in organizations such as the TSL behavior
applied in manufacturing, telecommunications and software sectors. The commitments that
the leaders give to their employees are associated with the goals that the organization intends
to achieve. Receiving rewards, bonuses and commissions commonly serves as the
manifestation of the appreciation shown by leaders due to appreciating their employees’
performance. Besides the reciprocation between leaders and their employees, an environment
involving knowledge management is built to generate creativity in an organization.

To sum up, this research affirmed that several points that are needed in OC encompass
reward, hope, recognition and a climate of sharing, creation and exploitation of knowledge
within the organization.

5.2 Managerial implication

As explained earlier, companies mostly utilize TSL styles. This research demonstrated that TSL
style having knowledge management in an organization is effective due to the fact that sharing
knowledge undertaken among the employees may lead them to pursue or reach the results
expected by the organization. The results exhibited that the expected relationship involving
reciprocation to the KS showed a positive effect, and it was in line with the studies accomplished
by Bock et al (2005) concerning “reciprocity on attitudes toward KS”. In short, the attitude
toward KS is likely to be improved by the relationship with other members of the organization
as presumed by employees. Milne (2007) conveyed that stimulating or encouraging eagerness to
share knowledge and learn other beneficial stuff can be accomplished by giving awards and
recognition to employees. As pointed out by Yilmaz and Hunt (2001), exchanging or sharing
notions and knowledge is carried out by working together among the employees. Additionally,
social recognition is beneficial compared to financial rewards for creativity (Cabrera and
Cabrera, 2002). KS serves as a chance for employees to resolve a problem, share viewpoints,
convey suggestions, notions and information (Afsar et al, 2019). Research accomplished by
Fischer (2021) demonstrated that employees’ intention toward KS in an organization is not
always affected by appreciation and motivation.

This research encourages an understanding of the complexity of TSL involved in sharing
knowledge with OC. TSL behavior is mostly applied in organizations, and the appreciation
given to employees is commonly shown by giving them bonuses, commissions, rewards and
recognition. Hence, knowledge management occurs in the organization; meanwhile, creativity
occurs at the level of individuals, groups and organizations.

5.3 Social implication

There are numerous substantial social implications in this research. The key factors of this
research are likely to develop creative behavior in organizations and significantly give
implications to enhance OC and competition, including the social development of the
organization. First, this research has investigated the characteristics of TSL styles needed for
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management effectiveness that enhances employees’ creativity. Second, this research has
explored the association of significant TSL styles (contingency awards) with OC and KS.
Organizations applying TSL style should encourage management based on exceptions,
empowerment and task-oriented behavior within the organization.

5.4 Limitations and further vesearch

In this research, we collected the data from worker representatives in the construction sector
in Jakarta. The generalization of this research is merely for the construction sector. Hence,
this limitation gives indication for the future research in carrying out studies in different
organizations. The data were collected from company representatives with minimal
supervisory positions. Additionally, the data collection methods at different organizational
levels can be utilized for the future research. Since KS is applied as a mediator for this
research, other mediation mechanisms through leadership styles can also affect the creativity
of the organization.

6. Conclusion

Based on the research that has been accomplished, it can be concluded that TSL and KS affect
OC; KS affects OC and KS mediates the correlation between TSL and OC. Practically, this
research provides a complete reason for every decision-maker to implement KS within the
organization since it empirically proves a significant positive correlation between TSL and
OC employees in the construction sector. KS is essential for effective performance in
knowledge-intensive organizations, particularly in the construction sector.

References

Afsar, B., Masood, M. and Umrani, W.A. (2019), “The role of job crafting and knowledge sharing on
the effect of transformational leadership on innovative work behavior”, Personnel Review,
Vol. 48 No. 5, pp. 1186-1208, doi: 10.1108/PR-04-2018-0133.

Aga, D.A., Noorderhaven, N. and Vallejo, B. (2016), “Transformational leadership and project success:
the mediating role of team-building”, International Journal of Project Management, Vol. 34
No. 5, pp. 806-818, doi: 10.1016/1.ijproman.2016.02.012.

Akram, T., Lei, S., Haider, M,J. and Hussain, S.T. (2020), “The impact of organizational justice on
employee innovative work behavior: mediating role of knowledge sharing”, journal of
Innovation and Knowledge, Vol. 5 No. 2, pp. 117-129, doi: 10.1016/;.jik.2019.10.001.

Al Harbi, J.A., Alarifi, S. and Mosbah, A. (2019), “Transformation leadership and creativity: effects of
employees pyschological empowerment and intrinsic motivation”, Personnel Review, Vol. 48
No. 5, pp. 1082-1099, doi: 10.1108/PR-11-2017-0354.

Al-Husseini, S., El Beltagi, I. and Moizer, ]. (2019), “Transformational leadership and innovation: the
mediating role of knowledge sharing amongst higher education faculty”, International Journal
of Leadership in Education, pp. 1-24, doi: 10.1080/13603124.2019.1588381.

Alavi, M. and Leidner, D.E. (2001), “Knowledge management and knowledge management system:
conceptual foundations and research issues”, MIS Quarterly, Vol. 25 No. 1, pp. 107-136, doi: 10.
2307/3250961.

Amabile, T. (1988), “A model of creativity and innovation in organizations”, Research in
Orgamizational Behavior, Vol. 10 No. 1, pp. 123-167.

Amabile, T.M,, Schatzel, E.A., Moneta, G.B. and Kramer, SJ. (2004), “Leader behaviors and the work
environment for creativity: perceived leader support”, The Leadership Quarterly, Vol. 15 No. 1,
pp. 5-32, doi: 10.1016/j.leaqua.2003.12.003.

Amabile, T.M,, Conti, R., Coon, H,, Lazenby, J. and Herron, M. (1996), “Assessing the work environment
for creativity”, Academy of Management Journal, Vol. 39 No. 5, pp. 1154-1184, doi: 10.2307/256995.


https://doi.org/10.1108/PR-04-2018-0133
https://doi.org/10.1016/j.ijproman.2016.02.012
https://doi.org/10.1016/j.jik.2019.10.001
https://doi.org/10.1108/PR-11-2017-0354
https://doi.org/10.1080/13603124.2019.1588381
https://doi.org/10.2307/3250961
https://doi.org/10.2307/3250961
https://doi.org/10.1016/j.leaqua.2003.12.003
https://doi.org/10.2307/256995

Asif, M. (2019), “Exploring the role of exploration/exploitation and strategic leadership in
organizational learning”, International Journal of Quality and Service Sciences, Vol. 11 No. 3,
pp. 409-423, doi: 10.1108/1JQSS-04-2018-0038.

Bakker, RM. (2010), “Taking stock of temporary organizational forms: a systematic review and
research agenda”, International Journal of Management Reviews, Vol. 12 No. 4, pp. 466-486, doi:
10.1111/5.1468-2370.2010.00281 x.

Banks, G.C,, McCauley, K.D., Gardner, W.L. and Guler, CE. (2016), “A meta-analytic review of
authentic and transformational leadership: a test for redundancy”, The Leadership Quarterly,
Vol. 27 No. 4, pp. 634-652, doi: 10.1016/j.leaqua.2016.02.006.

Bass, B.M. (1985), “Leadership: good, better, best”, Organizational Dynamics, Vol. 13 No. 3, pp. 26-40,
doi: 10.1016/0090-2616(85)90028-2.

Bass, BM,, Avolio, B, Jung, D.I. and Berson, Y. (2003), “Predicting unit performance by assessing
transformational and transactional leadership”, Journal of Applied Psychology, Vol. 88 No. 2,
pp. 207-218, doi: 10.1037/0021-9010.88.2.207.

Bello, D.C., Lohtia, R. and Sangtani, V. (2004), “An institutional analysis of supply chain innovations in
global marketing channels”, Industrial Marketing Management, Vol. 33 No. 1, pp. 57-64, doi: 10.
1016/j.indmarman.2003.08.011.

Bhatti, SH., Vorobyev, D., Zakariya, R. and Christofi, M. (2021), “Social capital, knowledge sharing,
work meaningfulness and creativity: evidence from the Pakistani pharmaceutical industry”,
Journal of Intellectual Capital, Vol. 22 No. 2, pp. 243-259, doi: 10.1108/JIC-02-2020-0065.

Biggio, G. and Cortese, C.G. (2013), “Well-being in the workplace through interaction between
individual characteristics and organizational context”, International Journal of Qualitative
Studies on Health and Well-Being, Vol. 8 No. 1, pp. 1-14, doi: 10.3402/qhw.v8i0.19823.

Boateng, H. and Agyemang, F.G. (2016), “A qualitative insight into key determinants of knowledge
sharing in a public sector institution in Ghana”, Information Development, Vol. 32 No. 1,
pp. 35-43, doi: 10.1177/0266666914525650.

Bock, G.-W. and Kim, Y.-G. (2002), “Breaking the myths of rewards: an exploratory study of attitudes
about knowledge sharing”, Information Resources Management Journal, Vol. 15 No. 2, pp. 14-21,
doi: 10.4018/irm;j.2002040102.

Bock, G-W., Zmud, RW., Kim, Y. and Lee, J. (2005), “Behavioral intention formation knowledge
sharing: examining the roles of extrinsic motivators, social-psychological forces, and
organizational climate”, MIS Quarterly, Vol. 29 No. 1, pp. 87-111.

BPS (2020), Construction Indicator, 1st Quarter - 2020, Badan Pusat Statistik, Jakarta, available at:
https://www.bps.go.id/publication/2020/10/19/3fd4b45fed0937chd42efchbd/indikator-konstruksi-
triwulan-i-2020.html.

Budiyanto, A., Iswanto, B., Al, M., Wildan, K. and Wibowo, W. (2014), “Development of innovative
skills through change leadership, organizational culture, and collaboration behaviour: action
research at PT. PBP”, Jurnal Gema Aktualita, Vol. 3 No. 1, pp. 1-14.

Cabrera, A. and Cabrera, EF. (2002), “Knowledge-sharing dilemmas”, Organization Studies, Vol. 23
No. 5, pp. 687-710, doi: 10.1177/0170840602235001.

Cabrera, EF. and Cabrera, A. (2005), “Fostering knowledge sharing through people management
practices”, International Journal of Human Resource Management, Vol. 16 No. 5, pp. 720-735,
doi: 10.1080/09585190500083020.

Chan, LY.S,, Liu, AM.M. and Fellows, R. (2014), “Role of leadership in fostering an innovation climate
in construction firms”, Journal of Management in Engineering, Vol. 30 No. 6, pp. 1-7, doi: 10.
1061/(ASCE)ME.1943-5479.0000271.

Chot, J.N. (2004), “Person-environment fit and creative behavior: differential impacts of supplies-values
and demands-abilities versions of fit”, Human Relations, Vol. 57 No. 5, pp. 531-552, doi: 10.1177/
0018726704044308.

Knowledge
sharing
behavior

157



https://doi.org/10.1108/IJQSS-04-2018-0038
https://doi.org/10.1111/j.1468-2370.2010.00281.x
https://doi.org/10.1016/j.leaqua.2016.02.006
https://doi.org/10.1016/0090-2616(85)90028-2
https://doi.org/10.1037/0021-9010.88.2.207
https://doi.org/10.1016/j.indmarman.2003.08.011
https://doi.org/10.1016/j.indmarman.2003.08.011
https://doi.org/10.1108/JIC-02-2020-0065
https://doi.org/10.3402/qhw.v8i0.19823
https://doi.org/10.1177/0266666914525650
https://doi.org/10.4018/irmj.2002040102
https://www.bps.go.id/publication/2020/10/19/3fd4b45fed0937cbd42efcbd/indikator-konstruksi-triwulan-i-2020.html
https://www.bps.go.id/publication/2020/10/19/3fd4b45fed0937cbd42efcbd/indikator-konstruksi-triwulan-i-2020.html
https://doi.org/10.1177/0170840602235001
https://doi.org/10.1080/09585190500083020
https://doi.org/10.1061/(ASCE)ME.1943-5479.0000271
https://doi.org/10.1061/(ASCE)ME.1943-5479.0000271
https://doi.org/10.1177/0018726704044308
https://doi.org/10.1177/0018726704044308

JWAM
14,1

158

Cummings, J.N. (2004), “Work groups, structural diversity, and knowledge sharing in a global
organization”, Management Science, Vol. 50 No. 3, pp. 352-364, doi: 10.1287/mnsc.1030.0134.

Damanpour, F. and Schneider, M. (2006), “Phases of the adoption of innovation in organizations:
effects of environment, organization and top managers”, British Journal of Management, Vol. 17
No. 3, pp. 215-236, doi: 10.1111/.1467-8551.2006.00498 x.

Davis, P., Gajendran, T. Vaughan, J. and Owi, T. (2016), “Assessing construction innovation:
theoretical and practical perspectives”, Construction Economics and Building, Vol. 16 No. 3,
pp. 104-115, doi: 10.5130/AJCEB.v16i3.5178.

Dhurup, M., Surujlal, J. and Kabongo, D.M. (2016), “Finding synergic relationships in teamwork,
organizational commitment and job satisfaction: a case study of a construction organization in
a developing country”, Procedia Economics and Finance, Vol. 35, pp. 485-492, doi: 10.1016/
$2212-5671(16)00060-5.

Ding, X, Li, Q.,, Zhang, H.,, Sheng, Z. and Wang, Z. (2017), “Linking transformational leadership
and work outcomes in temporary organizations: a social identity approach”, International
Journal of Project Management, Vol. 35 No. 4, pp. 543-556, doi: 10.1016/1.ijproman.2017.02.005.

Eidizadeh, R., Salehzadeh, R. and Chitsaz Esfahani, A. (2017), “Analysing the role of business intelligence,
knowledge sharing and organisational innovation on gaining competitive advantage”, Journal of
Workplace Learning, Vol. 29 No. 4, pp. 250-267, doi: 10.1108/jwl1-07-2016-0070.

Eisenberger, R. and Aselage, ]. (2009), “Incremental effects of reward on experienced performance
pressure: positive outcomes for intrinsic interest and creativity”, Journal of Organizational
Behavior, Vol. 30 No. 1, pp. 95-117, doi: 10.1002/job.543.

Elrehail, H., Emeagwali, O.L., Alsaad, A. and Alzghoul, A. (2018), “The impact of transformational and
authentic leadership on innovation in higher education: the contingent role of knowledge
sharing”, Telematics and Informatics, Vol. 35 No. 1, pp. 55-67, doi: 10.1016/j.tele.2017.09.018.

Fischer, C. (2021), “Incentives can’t buy me knowledge: the missing effects of appreciation and aligned
performance appraisals on knowledge sharing of public employees”, Review of Public Personnel
Administration, pp. 1-22, doi: 10.1177/0734371X20986839.

Foss, NJ. and Pedersen, T. (2002), “Transferring knowledge in MNCs: the role of sources of subsidiary
knowledge and organizational context”, Journal of International Management, Vol. 8 No. 1,
pp. 4967, doi: 10.1016/S1075-4253(01)00054-0.

Gambatese, J.A. and Hallowell, M. (2011), “Enabling and measuring innovation in the construction
industry”, Construction Management and Economics, Vol. 29 No. 6, pp. 553-567, doi: 10.1080/
01446193.2011.570357.

Giustiniano, L., Lombardi, S. and Cavaliere, V. (2016), “How knowledge collecting fosters
organizational creativity”, Management Decision, Vol. 54 No. 6, pp. 1464-1496, doi: 10.1108/
MD-04-2015-0111.

Gledson, BJ. and Phoenix, C. (2017), “Exploring organisational attributes affecting the innovativeness
of UK SMEs”, Construction Innovation, Vol. 17 No. 2, pp. 224-243, doi: 10.1108/CI-11-2015-0065.

Hadihardaja, J. (2005), “Membangun Industri Konstruksi Indonesia menjadi Kelas Dunia”, Media
Komunikast Teknik Sipil, Vol. 13 No. 2, pp. 11-19.

Hair, JF., Sarstedt, M., Hopkins, L. and Kuppelwieser, V.G. (2014), “Partial least squares structural
equation modeling (PLS-SEM): an emerging tool in business research”, European Business
Review, Vol. 26 No. 2, pp. 106-121, doi: 10.1108/EBR-10-2013-0128.

Hamstra, MR.W., Van Yperen, N.W., Wisse, B. and Sassenberg, K. (2014), “Transformational and
transactional leadership and followers’ achievement goals”, Journal of Business and Psychology,
Vol. 29 No. 3, pp. 413-425, doi: 10.1007/s10869-013-9322-9.

Harborne, P. and Johne, A. (2003), “Creating a project climate for successful product innovation”,
European Journal of Inmovation Management, Vol. 6 No. 2, pp. 118132, doi: 10.1108/
14601060310475273.


https://doi.org/10.1287/mnsc.1030.0134
https://doi.org/10.1111/j.1467-8551.2006.00498.x
https://doi.org/10.5130/AJCEB.v16i3.5178
https://doi.org/10.1016/s2212-5671(16)00060-5
https://doi.org/10.1016/s2212-5671(16)00060-5
https://doi.org/10.1016/j.ijproman.2017.02.005
https://doi.org/10.1108/jwl-07-2016-0070
https://doi.org/10.1002/job.543
https://doi.org/10.1016/j.tele.2017.09.018
https://doi.org/10.1177/0734371X20986839
https://doi.org/10.1016/S1075-4253(01)00054-0
https://doi.org/10.1080/01446193.2011.570357
https://doi.org/10.1080/01446193.2011.570357
https://doi.org/10.1108/MD-04-2015-0111
https://doi.org/10.1108/MD-04-2015-0111
https://doi.org/10.1108/CI-11-2015-0065
https://doi.org/10.1108/EBR-10-2013-0128
https://doi.org/10.1007/s10869-013-9322-9
https://doi.org/10.1108/14601060310475273
https://doi.org/10.1108/14601060310475273

Hargadon, A. (1998), “Firms as knowledge brokers: lessons in pursuing continuous innovation”,
Califormia Management Review, Vol. 40 No. 3, pp. 209-227, doi: 10.2307/41165951.

Hartmann, A. (2006), “The context of innovation management in construction firms”, Construction
Management and Economics, Vol. 24 No. 6, pp. 567-578, doi: 10.1080/01446190600790629.

Havenvid, M.I. (2015), “Competition versus interaction as a way to promote innovation in the
construction industry”, IMP Journal, Vol. 9 No. 1, pp. 46-63, doi: 10.1108/imp-02-2015-0005.

Hendrawan, H. (2018), “Faktor yang Mempengaruhi Keberhasilan Penerapan Teknologi Bidang Jalan
dengan Kontrak Rancang Bangun”, Media Komunikasi Teknik Sipil, Vol. 24 No. 1, p. 45, doi: 10.
14710/mkts.v24i1.18376.

Hinds, PJ., Patterson, M. and Pfeffer, J. (2001), “Bothered by abstraction: the effect of expertise on
knowledge transfer and subsequent novice performance”, Journal of Applied Psychology, Vol. 86
No. 6, pp. 1232-1243, doi: 10.1037/0021-9010.86.6.1232.

Hussain, S.T., Abbas, J., Lei, S., Jamal Haider, M. and Akram, T. (2017), “Transactional leadership and
organizational creativity: examining the mediating role of knowledge sharing behavior”, Cogent
Business and Management, Vol. 4 No. 1, doi: 10.1080/23311975.2017.1361663.

Imam, H., Naqvi, M.B,, Naqvi, S.A. and Chambel, MJ. (2020), “Authentic leadership: unleashing
employee creativity through empowerment and commitment to the supervisor”, The Leadership
and Organization Development Journal, Vol. 41 No. 6, pp. 847-864, doi: 10.1108/LOD]J-05-
2019-0203.

Jansen, ]JJ.P., Vera, D. and Crossan, M. (2009), “Strategic leadership for exploration and exploitation:
the moderating role of environmental dynamism”, The Leadership Quarterly, Vol. 20 No. 1,
pp. 5-18, doi: 10.1016/j.leaqua.2008.11.008.

Judge, T.A. and Piccolo, R.F. (2004), “Transformational and transactional leadership: a meta-analytic
test of their relative validity”, Journal of Applied Psychology, Vol. 89 No. 5, pp. 755-768, doi: 10.
1037/0021-9010.89.5.755.

Kahai, S.S., Sosik, J.J. and Avolio, BJ. (2003), “Effects of leadership style, anonymity, and rewards on
creativity-relevant processes and outcomes in an electronic meeting system context”, The
Leadership Quarterly, Vol. 14 Nos 4-5, pp. 499-524, doi: 10.1016/51048-9843(03)00049-3.

Lahti, RK. and Beyerlein, M.M. (2000), “Knowledge transfer and management consulting: a look at
‘the firm”™, Business Horizons, Vol. 43 No. 1, pp. 65-74, doi: 10.1016/S0007-6813(00)87389-9.

Lai, CY,, Hsy, JS.C. and Li, Y. (2018), “Leadership, regulatory focus and information systems
development project team performance”, International Journal of Project Management, Vol. 36
No. 3, pp. 566-582, doi: 10.1016/j.ijproman.2017.11.001.

Liao, L.F. (2008), “Impact of manager’s social power on R&D employees’ knowledge-sharing
behaviour”, International Journal of Technology Management, Vol. 41 Nos 1-2, pp. 169-182, doi:
10.1504/]JTM.2008.015990.

Lin, MJJ. and Chen, CJ. (2008), “Integration and knowledge sharing: transforming to long-term
competitive advantage”, International Journal of Organizational Analysis, Vol. 16 Nos 1-2,
pp. 83-108, doi: 10.1108/19348830810915514.

Lin, SW. and Lo, L.Y.S. (2015), “Mechanisms to motivate knowledge sharing: integrating the reward
systems and social network perspectives”, Journal of Knowledge Management, Vol. 19 No. 2,
pp. 212-235, doi: 10.1108/JKM-05-2014-0209.

Ly, L, Leung, K. and Koch, P.T. (2006), “Managerial knowledge sharing: the role of individual,
interpersonal, and organizational factors”, Management and Organization Review, Vol. 2 No. 1,
pp. 1541, doi: 10.1111/5.1740-8784.2006.00029.x.

Maaninen-Olsson, E. and Miillern, T. (2009), “A contextual understanding of projects — the importance
of space and time”, Scandinavian Journal of Management, Vol. 25 No. 3, pp. 327-339, doi: 10.
1016/j.scaman.2009.03.011.

Knowledge
sharing
behavior

159



https://doi.org/10.2307/41165951
https://doi.org/10.1080/01446190600790629
https://doi.org/10.1108/imp-02-2015-0005
https://doi.org/10.14710/mkts.v24i1.18376
https://doi.org/10.14710/mkts.v24i1.18376
https://doi.org/10.1037/0021-9010.86.6.1232
https://doi.org/10.1080/23311975.2017.1361663
https://doi.org/10.1108/LODJ-05-2019-0203
https://doi.org/10.1108/LODJ-05-2019-0203
https://doi.org/10.1016/j.leaqua.2008.11.008
https://doi.org/10.1037/0021-9010.89.5.755
https://doi.org/10.1037/0021-9010.89.5.755
https://doi.org/10.1016/S1048-9843(03)00049-3
https://doi.org/10.1016/S0007-6813(00)87389-9
https://doi.org/10.1016/j.ijproman.2017.11.001
https://doi.org/10.1504/IJTM.2008.015990
https://doi.org/10.1108/19348830810915514
https://doi.org/10.1108/JKM-05-2014-0209
https://doi.org/10.1111/j.1740-8784.2006.00029.x
https://doi.org/10.1016/j.scaman.2009.03.011
https://doi.org/10.1016/j.scaman.2009.03.011

JWAM
14,1

160

Manley, K., Mcfallan, S. and Kajewski, S. (2009), “Relationship between construction firm strategies
and innovation outcomes”, Journal of Construction Engineering and Management, Vol. 135
No. 8, pp. 764-771, doi: 10.1061/(ASCE)C0.1943-7862.0000030.

Masa’deh, R., Obeidat, B.Y. and Tarhini, A. (2016), “A Jordanian empirical study of the associations
among transformational leadership, transactional leadership, knowledge sharing, job
performance, and firm performance: a structural equation modelling approach”, The Journal
of Management Development, Vol. 35 No. 5, pp. 681-705, doi: 10.1108/JMD-09-2015-0134.

Milne, P. (2007), “Motivation, incentives, and organisational culture”, Journal of Knowledge
Management, Vol. 11 No. 6, pp. 28-38, doi: 10.1108/13673270710832145.

Muhammed, S. and Zaim, H. (2020), “Peer knowledge sharing and organizational performance: the role
of leadership support and knowledge management success”, Journal of Knowledge
Management, Vol. 24 No. 10, pp. 2455-2489, doi: 10.1108/JKM-03-2020-0227.

Mumford, M.D., Scott, G.M.,, Gaddis, B. and Strange, JM. (2002), “Leading creative people:
orchestrating expertise and relationships”, The Leadership Quarterly, Vol. 13 No. 6,
pp. 705-750, doi: 10.1016/S1048-9843(02)00158-3.

Odusami, K.T., Iyagba, R.R.O. and Omirin, M.M. (2003), “The relationship between project leadership,
team composition and construction project performance in Nigeria”, International Journal of
Project Management, Vol. 21 No. 7, pp. 519-527, doi: 10.1016/S0263-7863(02)00059-5.

Ozorhon, B. (2013), “Analysis of construction innovation process at project level”, Journal of
Management in Engineering, Vol. 29 No. 4, pp. 455-463, doi: 10.1061/(asce)me.1943-5479.0000157.

Pardede, E.L. (2000), “Peranan sektor konstruksi dalam krisis ekonomi Indonesia: Tinjauan terhadap
teori siklus bisnis”, Jurnal Ekonomi Dan Pembangunan Indonesia, Vol. 1 No. 1, pp. 55-64, doi: 10.
21002/jepi.v1il.563.

Paulsen, N., Maldonado, D., Callan, V.J. and Ayoko, O. (2009), “Charismatic leadership, change and
innovation in an R&D organization”, Journal of Organizational Change Management, Vol. 22
No. 5, pp. 511-523, doi: 10.1108/09534810910983479.

Pheng, L.S. and Hou, L.S. (2019), Construction Quality and the Economy, Springer Nature, Singapore,
doi: 10.1007/978-981-13-5847-0.

Pian, QY. Jin, H. and Li, H. (2019), “Linking knowledge sharing to innovative behavior: the
moderating role of collectivism”, Journal of Knowledge Management, Vol. 23 No. 8,
pp. 1652-1672, doi: 10.1108/JKM-12-2018-0753.

Podsakoff, P.M.,, MacKenzie, S.B., Moorman, R.H. and Fetter, R. (1990), “Transformational leader
behaviors and their effects on followers’ trust in leader, satisfaction, and organizational
citizenship behaviors”, The Leadership Quarterly, Vol. 1 No. 2, pp. 107-142, doi: 10.1016/1048-
9843(90)90009-7.

Qu, R, Janssen, O. and Shi, K. (2015), “Transformational leadership and follower creativity: the mediating
role of follower relational identification and the moderating role of leader creativity expectations”,
The Leadership Quarterly, Vol. 26 No. 2, pp. 286-299, doi: 10.1016/j.leaqua.2014.12.004.

Radujkovi¢, M. and Sjekavica, M. (2017), “Project management success factors”, Procedia Engineering,
Vol. 196, pp. 607-615, doi: 10.1016/j.proeng.2017.08.048.

Raelin, J.A. (2012), “Dialogue and deliberation as expressions of democratic leadership in participatory
organizational change”, Journal of Organizational Change Management, Vol. 25 No. 1, pp. 7-23,
doi: 10.1108/09534811211199574.

Raharjo, K., Nurjannah, S. and Achmad Rinaldo Fernandes, A. (2018), “The influence of organizational
culture and job design on job commitment and human resource performance”, Journal of
Organizational Change Management, Vol. 31 No. 7, pp. 1346-1367, doi: 10.1108/JOCM-07-
2017-0286.

Ratnaningsih, A., Anwar, N., Suwignjo, P. and Wiguna, 1. (2010), “Analysis of internal and external
factors for competitive advantage of Indonesian contractors”, Journal of Economics and
Engineering, Vol. 4, pp. 51-63.


https://doi.org/10.1061/(ASCE)CO.1943-7862.0000030
https://doi.org/10.1108/JMD-09-2015-0134
https://doi.org/10.1108/13673270710832145
https://doi.org/10.1108/JKM-03-2020-0227
https://doi.org/10.1016/S1048-9843(02)00158-3
https://doi.org/10.1016/S0263-7863(02)00059-5
https://doi.org/10.1061/(asce)me.1943-5479.0000157
https://doi.org/10.21002/jepi.v1i1.563
https://doi.org/10.21002/jepi.v1i1.563
https://doi.org/10.1108/09534810910983479
https://doi.org/10.1007/978-981-13-5847-0
https://doi.org/10.1108/JKM-12-2018-0753
https://doi.org/10.1016/1048-9843(90)90009-7
https://doi.org/10.1016/1048-9843(90)90009-7
https://doi.org/10.1016/j.leaqua.2014.12.004
https://doi.org/10.1016/j.proeng.2017.08.048
https://doi.org/10.1108/09534811211199574
https://doi.org/10.1108/JOCM-07-2017-0286
https://doi.org/10.1108/JOCM-07-2017-0286

Rawung, F.H., Wuryaningrat, N.F. and Elvinita, L.E. (2015), “The influence of transformational and
transactional leadership on knowledge sharing”, Asian Academy of Management Journal,
Vol. 20 No. 1, pp. 123-145.

Riaz, A., Tahir, M.M. and Noor, A. (2013), “Leadership is vital for project managers to achieve project
efficacy”, Research Journal of Recent Sciences, Vol. 2 No. 6, pp. 99-102.

Robertson, S. (2002), “A tale of two knowledge-sharing systems”, Journal of Knowledge Management,
Vol. 6 No. 3, pp. 295-308, doi: 10.1108/13673270210434395.

Rohim, A. and Budhiasa, 1.G.S. (2019), “Organizational culture as moderator in the relationship
between organizational reward on knowledge sharing and employee performance”, The Journal
of Management Development, Vol. 38 No. 7, pp. 538-560, doi: 10.1108/JMD-07-2018-0190.

Rowold, J. (2014), “Instrumental leadership: extending the transformational-transactional leadership
Paradigm”, German Journal of Human Resource Management: Zeitschrift Fir
Personalforschung, Vol. 28 No. 3, pp. 367-390, doi: 10.1177/239700221402800304.

Séenz, J., Aramburuy, N. and Blanco, C.E. (2012), “Knowledge sharing and innovation in Spanish and
Colombian high-tech firms”, Journal of Knowledge Management, Vol. 16 No. 6, pp. 919-933, doi:
10.1108/13673271211276191.

Sanda, A. and Arthur, N.A.D. (2017), “Relational impact of authentic and transactional leadership
styles on employee creativity: the role of work-related flow and climate for innovation”, African
Journal of Economic and Management Studies, Vol. 8 No. 3, pp. 274-295, doi: 10.1108/AJEMS-07-
2016-0098.

Shahzad, K. Bajwa, S.U, Siddiqi, AF.I, Ahmid, F. and Raza Sultani, A. (2016), “Integrating
knowledge management (KM) strategies and processes to enhance organizational creativity
and performance: an empirical investigation”, Journal of Modelling in Management, Vol. 11
No. 1, pp. 154-179, doi: 10.1108/JM2-07-2014-0061.

Shalley, C.E., Zhou, ]. and Oldham, G.R. (2004), “The effects of personal and contextual characteristics
on creativity: where should we go from here?”, Journal of Management, Vol. 30 No. 6,
pp. 933-958, doi: 10.1016/}.jm.2004.06.007.

Shao, Z., Feng, Y. and Hu, Q. (2016), “Effectiveness of top management support in enterprise systems
success: a contingency perspective of fit between leadership style and system life-cycle”,
European Journal of Information Systems, Vol. 25 No. 2, pp. 1-23, doi: 10.1057/ejis.2015.6.

Shin, SJ. and Zhou, J. (2003), “Transformational leadership, conservation, and creativity: evidence from
Korea”, Academy of Management Journal, Vol. 46 No. 6, pp. 703-714, doi: 10.5465/30040662.

Siangchokyoo, N., Klinger, R.L. and Campion, E.D. (2020), “Follower transformation as the linchpin of
transformational leadership theory: a systematic review and future research agenda”, The
Leadership Quarterly, Vol. 31 No. 1, 101341, doi: 10.1016/j.leaqua.2019.101341.

Slaughter, E.S. (2010), “Implementation of construction innovations”, Building Research and
Information, Vol. 28 No. 1, pp. 2-17, doi: 10.1080/096132100369055.

Staniewski, M.W., Nowacki, R. and Awruk, K. (2016), “Entrepreneurship and innovativeness of small
and medium-sized construction enterprises”, The International Entrepreneurship and
Management Journal, Vol. 12, pp. 861-877, doi: 10.1007/s11365-016-0385-8.

Suhartono (2012), “National construction sector and the proposed amendment of the Law No. 18 year of
1999”, Jurnal Ekonomi Dan Kebijakan Publik, Vol. 1 No. 3, pp. 91-107, doi: 10.22212/jekp.v3i1.175.

Thahira, A., Tjahjono, HK. and Susanto, S. (2020), “The influence of transactional leadership on
organization innovativeness (OI) mediated by organizational learning capability (OLC) in
medium small enterprise Kendari city”, Jurnal Manajemen Bisnis, Vol. 11 No. 1, pp. 90-104, doi:
10.18196/mb.11190.

Tookey, J.E., Kulatunga, K., Kulatunga, U, Amaratunga, D. and Haigh, R. (2011), “Client’s
championing characteristics that promote construction innovation”, Construction Innovation,
Vol. 11 No. 4, pp. 380-398, doi: 10.1108/14714171111175873.

Knowledge
sharing
behavior

161



https://doi.org/10.1108/13673270210434395
https://doi.org/10.1108/JMD-07-2018-0190
https://doi.org/10.1177/239700221402800304
https://doi.org/10.1108/13673271211276191
https://doi.org/10.1108/AJEMS-07-2016-0098
https://doi.org/10.1108/AJEMS-07-2016-0098
https://doi.org/10.1108/JM2-07-2014-0061
https://doi.org/10.1016/j.jm.2004.06.007
https://doi.org/10.1057/ejis.2015.6
https://doi.org/10.5465/30040662
https://doi.org/10.1016/j.leaqua.2019.101341
https://doi.org/10.1080/096132100369055
https://doi.org/10.1007/s11365-016-0385-8
https://doi.org/10.22212/jekp.v3i1.175
https://doi.org/10.18196/mb.11190
https://doi.org/10.1108/14714171111175873

JWAM
14,1

162

Triarman, C. and Sekarsari, J. (2018), “Pekerjaan Struktur Atas Proyek Konstruksi”, Jurnal Penelitian
Dan Karya llmiah Lembaga Penelitian Universitas Trisakti, Vol. 3 No. 2, pp. 1-9.

Tung, F.C. (2016), “Does transformational, ambidextrous, transactional leadership promote employee
creativity? Mediating effects of empowerment and promotion focus”, International Journal of
Manpower, Vol. 37 No. 8, pp. 1250-1263, doi: 10.1108/1JM-09-2014-0177.

Tyssen, AK, Wald, A. and Heidenreich, S. (2014), “Leadership in the context of temporary
organizations: a study on the effects of transactional and transformational leadership on
followers’ commitment in projects”, Journal of Leadership and Organizational Studies, Vol. 21
No. 4, pp. 376-393, doi: 10.1177/1548051813502086.

Ugwu, CI, Onyancha, O.B. and Fombard, M. (2020), “Transformational and transactional leadership
and knowledge sharing in Nigerian university libraries”, IFLA Journal, Vol. 46 No. 3,
pp. 207-223, doi: 10.1177/0340035220917987.

Ulfiyati, Y. and Utomo, C. (2015), “Model Teoritis Pengaruh Gaya Kepemimpinan dan Manajemen
Pengetahuan pada Keberhasilan Kolaborasi Desain”, Jurnal Teknik ITS, Vol. 4 No. 1, pp. 1-4.

Vandavasi, RK K. McConville, D.C, Uen, J.-F. and Yepuru, P. (2020), “Knowledge sharing, shared
leadership and innovative behaviour: a cross-level analysis”, International Journal of
Manpower, Vol. 41 No. 8, pp. 1221-1233, doi: 10.1108/]JM-04-2019-0180.

Vecchio, R.P., Justin, J.E. and Pearce, C.L. (2008), “The utility of transactional and transformational
leadership for predicting performance and satisfaction within a path-goal theory framework”,
Journal of Occupational and Organizational Psychology, Vol. 81 No. 1, pp. 71-82, doi: 10.1348/
096317907X202482.

Verquer, M.L.,, Beehr, T.A. and Wagner, SH. (2003). A meta-analysis of relations between person —
organization fit and work attitudes”, Journal of Vocational Behavior, Vol. 63, pp. 473-489, doi:
10.1016/S0001-8791(02)00036-2.

Waldman, D.A., Ramirez, G.G. and House, RJ. (2001), “Does leadership matter? CEO leadership
attributes and profitability under conditions of perceived environmental uncertainy”, Academy
of Management Journal, Vol. 44 No. 1, pp. 134-143, doi: 10.5465/3069341.

Widhiawati, LAR., Wiranata, A.A. and Wirawan, LP.Y. (2016), “Faktor-Faktor Penyebab Change
Order pada Proyek Konstruksi Gedung”, Jurnal Imiah Teknik Sipil, Vol. 20 No. 1, pp. 1-7, doi:
10.24843/JITS.2016.v20.101.p01.

Yilmaz, C. and Hunt, S.D. (2001), “Salesperson cooperation: the influence of relational, task,
organizational, and personal factors”, Journal of the Academy of Marketing Science, Vol. 29
No. 4, pp. 335-357, doi: 10.1177/03079450094207.

Yuan, F. and Woodman, R.W. (2010), “Innovative behavior in the workplace: the role of performance
and image outcome expectations”, Academy of Management Journal, Vol. 53 No. 2, pp. 323-342,
doi: 10.5465/amj.2010.49388995.

Yunianto, D., Hatmoko, J.UD. and Hidayat, A. (2015), “Evaluasi Penerapan Constructability pada
Proyek Konstruksi Bangunan Gedung”, Media Komunikasi Teknmik Sipi, Vol. 20 No. 2,
pp. 135-144, doi: 10.12777/mkts.20.2.135-144.

Yusof, N.,, Lai, K.S. and Mustafa Kamal, E. (2017), “Characteristics of innovation orientations in
construction companies”, Journal of Engineering, Design and Technology, Vol. 15 No. 4,
pp. 436-455, doi: 10.1108/JEDT-06-2016-0037.

Corresponding author
Bimmo Dwi Baskoro can be contacted at: bimmodibi@gmail.com

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com


https://doi.org/10.1108/IJM-09-2014-0177
https://doi.org/10.1177/1548051813502086
https://doi.org/10.1177/0340035220917987
https://doi.org/10.1108/IJM-04-2019-0180
https://doi.org/10.1348/096317907X202482
https://doi.org/10.1348/096317907X202482
https://doi.org/10.1016/S0001-8791(02)00036-2
https://doi.org/10.5465/3069341
https://doi.org/10.24843/JITS.2016.v20.i01.p01
https://doi.org/10.1177/03079450094207
https://doi.org/10.5465/amj.2010.49388995
https://doi.org/10.12777/mkts.20.2.135-144
https://doi.org/10.1108/JEDT-06-2016-0037
mailto:bimmodibi@gmail.com

	The nexus of transactional leadership, knowledge sharing behavior and organizational creativity: empirical evidence from co ...
	Introduction
	Literature review and hypothesis development
	Transactional leadership (TSL) and organizational creativity (OC)
	Transactional leadership (TSL) and knowledge sharing (KS)
	Knowledge sharing (KS) and organizational creativity (OC)
	Mediating role of knowledge sharing (KS)

	Method
	Respondents
	Measures

	Results
	Measurement model
	Descriptive analysis
	Hypothesis evaluation

	Discussion
	Theoretical implication
	Managerial implication
	Social implication
	Limitations and further research

	Conclusion
	References


