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The Role of Leader-Member Exchange (LMX) and Team Collaboration 

on Knowledge Sharing and Knowledge Application 

 

Hady Makhlouf 

ABSTRACT 
 

The recent global pandemic exposed organizations and companies to numerous challenges that 

obliged them to adjust their initial operations as a response strategy to the sternly changed 

environment. One of the key affected areas by the pandemic was the work settings in organization, 

and this came as a result of lockdown measures imposed by health authorities. As a result, many 

organizations shifted to remote and hybrid working arrangements for their employees. 

Organizations realized that it is important for them to refocus and emphasize more on their internal 

development in order to be ready for such unforeseen changes in the environment. One of the 

fundamental areas that organizations ought to focus on is knowledge sharing and knowledge 

application among employees working in teams. In addition, organizations should focus on quality 

leader-member or subordinate exchange and how it affects employees’ commitment to their 

assigned roles or duties. Knowledge sharing and application has the potential of permitting 

organizations to unlock strategies that can be instrumental in enabling them maneuver through the 

adverse effects resulting from black swan events such as the pandemic. As such, this study was set 

to explore the association between Team Collaboration and Knowledge Sharing, and Knowledge 

Application respectively. The study also explored the moderating (strengthening or weakening) 

effect of Leader-Member Exchange on these associations. Using data collected from 202 

respondents (a sample from the targeted population) and analyzing that data by using Generalized 

Regression Model and Person’s Correlation Tests, the study found that Team Collaboration 

positively relates with Knowledge Sharing and Knowledge Application. However, Leader 

Member Exchange was found to have no significant effect on these relationships. The outcome of 

this study suggests that organizations should emphasize more on collaboration amongst employees 

to enhance knowledge sharing and application, and ultimately improve their efficiency in 

addressing challenges emanating from unforeseen situations. 

 

Keywords: Team, Collaboration, Knowledge, Sharing, Application, Leader-Member Exchange, 

Teamwork, Leadership 
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CHAPTER ONE 

INTRODUCTION 

1.1. Introduction 

 

The global pandemic caused disruption to organizations, economies, and the world in general. 

To meet these challenges, organizations had to adjust not only their work settings, i.e., remote or 

hybrid workplaces, but also companies needed to focus more on their internal development and 

mobility. Most employees believe that learning by peer observation, having a supervisor that 

provides mentoring, having access to the latest trends and practices, and getting on-the-job 

experience are what they need to perform better and boost their careers. These practices are 

facilitated in the organization by the relationship between a leader and their subordinate and by 

utilizing the collective knowledge of employees. Contemporary researchers are interested in the 

relationship between knowledge sharing and leader-subordinate exchange, that is, the dyadic 

relationship between a supervisor and a subordinate, which is one of the most important 

relationships in an organization. A supervisor provides subordinates with guidance, assesses their 

performance, leads, delegates, and provides feedback. The current study investigates the effect of 

the relationship between a leader and their subordinates and team collaboration on knowledge 

sharing and knowledge application. 

1.2. General Background 

 

Knowledge Management is an important function in any HR Department in the era of the 

knowledge-based economy.  Organizational knowledge is a valuable and limited resource that 

holds significant strategic importance, offering a competitive advantage that is difficult for 
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competitors to replicate. (Hao, Yang, & Yijun , 2019). Knowledge Sharing is considered one of 

the most essential activities for achieving organizational effectiveness because individuals’ 

knowledge sharing is one of the pillars for innovation and the creation of new knowledge (Quigley, 

Tesluk, Locke, & Bartol, 2007).  However, employees tend not to share their knowledge, thoughts, 

and experience with their colleagues as they perceive it as a valuable resource and a power source 

(Lee, Kim, & Yun, 2018). In this regard, motivating employees to share knowledge is considered 

a challenging job, unless there is an individual benefit such as self-interest or personal gain (Pee 

& Lee, 2015); a group benefit, reciprocal behaviors, relationship with others (Chae, Seo, & Lee, 

2015); or an organizational benefit, such as organizational gain or support (Jeung, Yoon, & Choi, 

2017).   

 

HR professionals have an active role in promoting knowledge in an organization by inspiring a 

knowledge sharing attitude in newcomers and utilize training and performance management 

systems to encourage creativity, innovation, and knowledge transfer and application. Currently, 

there are many knowledge management systems that facilitate knowledge sharing among 

employees, however, recent studies have begun to investigate the effect of the quality of a 

follower’s relationship with their leader on that individual’s knowledge sharing due to the 

significant role that the quality of this relationship plays in promoting unrestricted employee 

behaviors (Kim, Han, & Son, 2017). For instance, several studies have revealed that the 

relationship between transformational leadership and knowledge sharing behavior (KSB) is 

influenced by factors such as perceived team goal commitment and perceived team identification. 

(Liu & Li, 2018). Lee et al. (2018) study about abusive supervision and knowledge sharing 

behavior revealed a negative relationship between them. In this study, we intend to fill the gap by 
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exploring how knowledge sharing and knowledge application is affected by the leader-subordinate 

relationship and team collaboration. 

Remote teams are becoming more common in the age of technological innovation and 

globalization. To sustain a competitive advantage and inspire innovation in such environment, the 

creation and application of knowledge became increasingly important (Stojanović-Aleksić, Erić 

Nielsen, & Bošković, 2019). Creating an effective and efficient knowledge management system 

can support the business and help them make appropriate decisions (Ammirato, Linzalone, & 

Felicetti, 2021).  Knowledge is managed in three phases, creation, dissemination and utilization 

(Darroch, 2003). Since knowledge has a little value unless it is used, Knowledge application is 

regarded as one of the most important parts of knowledge management process (Ouakouak, 

AlBuloushi, Ouedraogo, & Sawalha, 2021) Hamdoun el al, (2018). Researchers have noted that 

knowledge application can improve financial performance, enhance productivity, and promote 

innovation (Ouakouak et al., (2021) (Hamdoun el al, (2018)). Knowledge has little value unless it 

is put to use, thus according to (Ouakouak, AlBuloushi, Ouedraogo, & Sawalha, 2021), knowledge 

application is considered as one of the crucial processes of knowledge management. While remote 

teams overcome constraints of time and locations for international organizations, these teams are 

exposed to unique challenges to organizations.  

Despite the importance of knowledge application, the current body of literature has focused 

extensively on the role of knowledge creating and knowledge sharing (Kozhakhmet, Jayasingam, 

Majeed, & Jamshed, 2020). Literature has indicated that knowledge application is an understudied 

topic in knowledge management research with very few studies focusing on it (Mahmud, 2022). 

Recently, the utilization of collective knowledge of teams in organizations is an interest for many 

scholars and leaders (Horwitz, 2005). Knowledge management systems have facilitated 
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knowledge sharing across units or departments in an organization, however these tools may not 

necessarily facilitate the application of knowledge (Nesheim, Olsen, & Tobiassen, 2011). Research 

on knowledge application has explored the individual and organizational factors that facilitate it. 

Intrinsic motivation, learning culture, trust and leadership were identified as factors that empowers 

knowledge application (Nesheim, Olsen, & Tobiassen, 2011); (Mahmud, 2022).  In addition, 

according to (Ishak, Naqshbandi, Islam, & Haji Sumardi, 2022), affective and normative 

organizational commitment positively influence knowledge application in the context of COVID-

19 pandemic. Barriers for knowledge application can be linked to different factors. Some related 

to technological factors such as absence technical support and tools to deplete this knowledge, 

others related to organizational, process and human factors such as the absence of management 

support or incentives for knowledge application. Organizations should realize that people-related 

factors are important in influencing the application of knowledge (Naqshbandi & Tabche, 2018). 

According to a report done by Deloitte, technology alone cannot facilitate the benefits of 

knowledge (Deloitte Insights, 2021). Thus, one of the factors that can influence employees’ work 

and knowledge application is leader subordinate exchange (LMX).   

1.3. Significance of the Study  

 

This study not only extends but bridges the gap in literature regarding knowledge-based 

theory by providing a better understanding on how knowledge sharing, and knowledge application 

is enhanced through LMX and Team Collaboration. The findings from this study will contribute 

towards the development and advancement of knowledge management literature with new and 

useful insights. The study proposes and tests a model using data collected from employees working 

in organizations in the MENA region. Organizations as well as researchers and other relevant 
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entities can benefit greatly from the findings of this study as they will be able to understand the 

fundamental and underlying factors that enhances knowledge sharing and knowledge application 

in teamwork.  

1.4. Need of the Study  

 

While previous studies have explored the relationship between LMX and Knowledge sharing 

and the mediating effect of feedback seeking behavior (Farooq & Tripathi, 2021), this study 

intends to contribute to such literature in various ways. According to a recent study by LinkedIn, 

The LinkedIn Workplace Learning report 2021, referred to leaders as a “Skill Building Weapon” 

(LinkedIn, 2021). The survey results indicated that 49% of Learning and Development 

professionals are cooperating with managers to drive learner engagement and skill building. Thus, 

understanding the LMX relationship on knowledge sharing as well as how feedback seeking 

behavior moderates this relationship is an important element of this study as it aims to unveil how 

LMX impacts knowledge sharing activities in an organization. 

 Additionally, this study examines the impact of LMX on knowledge sharing and knowledge 

application. LLX (Leader-Leader Exchange) is defined as the exchange relationship between the 

supervisors and their own managers (Zhou, Wang, Chen, & Shi, 2012). Leaders who are supported 

by the top management tend to have higher status in an organization which is perceived as high 

LLX. This allows them to unlock their potential to contribute and manage their teams (Chen, Feng, 

Liu, & Yao, 2021). Although scholars have highlighted the importance of LMX on knowledge 

sharing and knowledge application, it is still unclear how this relationship can facilitate both 

knowledge sharing and knowledge application. According to Ishak, Naqshbandi, Islam, & Haji 

Sumardi (2022), the relationship between LMX and knowledge application should be further 
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explored. Hence, this study contributes to the advancement of knowledge regarding LMX and 

knowledge application.  

Furthermore, organizations of today are constantly faced with the changing environment both in 

the market and technological landscape. Knowledge sharing and application among employees is 

one of the fundamental means that organizations can exploit to ensure that they promptly respond 

to changes in the market or technological landscape. However, this requires comprehensive 

understanding of the basic and advanced aspects of knowledge sharing and application not just at 

individual level but also team level. Such understanding should include fundamental and 

underlying factors affecting knowledge sharing and application, and this study intends to look into 

one of these factors which is LMX.  

1.5. Objectives of the Study 

 

The main objective of this study is to explore the relationship between Team Collaboration 

and Knowledge Sharing, and Knowledge Application, and further examine the moderating effect 

of Leader-Member Exchange (LMX) on these relationships.  

The specific objective of this study include: 

1. To determine the relationship between team collaboration and knowledge sharing. 

2. To examine the relationship between team collaboration and knowledge application. 

3. To investigate the moderating effect of leader-member exchange (LMX) on the 

relationship between team collaboration and knowledge sharing. 

4. To explore the moderating effect of LMX on the relationship between team 

collaboration and knowledge application. 
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1.6. Research Hypotheses 

 

To achieve the above outlined objectives, this study will endeavor to test the following 

research hypotheses.  

Hypothesis 1: Team collaboration is positively linked to knowledge sharing. 

Hypothesis 2: Team collaboration is positively linked to knowledge application. 

Hypothesis 3: LMX moderates the impact of Team collaboration on knowledge sharing, 

the higher the quality of LMX, the stronger the relationship will be. 

Hypothesis 4: LMX moderates the impact of Team collaboration on knowledge 

application, the higher the quality of LMX, the stronger the relationship will be. 

1.7. Statement of Problem 

 

Despite the recognized importance of team collaboration in promoting knowledge sharing 

and application in literature (Hao, Yang, & Yijun , 2019), there is a gap in understanding how 

leader-member exchange (LMX) quality influences the relationship between team collaboration 

and knowledge outcomes. Specifically, there is limited empirical evidence on the moderating 

effect of LMX on the relationship between team collaboration and both knowledge sharing and 

knowledge application. To address this gap, there is a need to investigate the extent to which LMX 

quality enhances or weakens the impact of team collaboration on knowledge sharing and 

knowledge application within teams. 

By exploring this research problem, the study aims to contribute to the existing literature by 

examining the role of LMX as a potential moderator, shedding light on how the quality of leader-

member relationships may influence the relationship between team collaboration and knowledge 
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outcomes. The findings of this research could provide valuable insights for organizations and team 

leaders in enhancing knowledge-related processes and optimizing team performance. 

1.8. The Conceptual Model  

Leader Member 

Exchange 

(LMX)

Knowledge 

Application

(KA)

Team 

Collaboration

(TC)
H2

Knowledge 

Sharing

(KS)
H1

H3

H4

 

Figure 1: Conceptual Model 

1.9. Thesis Structure  

This research endeavor adheres to a formal and conventional structure, which is delineated 

as follows: 

Chapter 1: Introduction 

Chapter 2: Literature Review and Theoretical Framework 

Chapter 3:  Methodology 

Chapter 4: Data Analysis and Results 
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Chapter 5: Hypothesis Testing and Results  

Chapter 6: Discussion and Conclusion 
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CHAPTER TWO 

 LITERATURE REVIEW AND THEORETICAL 

FRAMEWORK 

2.1 Leader-Member Exchange (LMX) 

The LMX theory focuses on the quality of leader-member relationship which is based on 

the law of reciprocity (Farooq & Tripathi, 2021). It helps scholars study the influence of leadership 

on different organizational elements (Ishak, Naqshbandi, Islam, & Haji Sumardi, 2022) 

According to LMX theory, leaders interact with subordinates in a distinctive way with each 

member (Graen & Uhl-Bein, 1995). This dyadic exchange relationship between leaders and 

followers falls on a continuum that ranges from a transactional based relationship (low quality) to 

a transformational based relationship (high quality) (Kuvaas, Buch, Dysvik, & Haerem, 2012). 

Low-quality LMX relationships are distinguished by disrespect, disloyalty, and lack of trust 

(Dechawatanapaisal, 2021). Thus, low-quality LMX is limited to the necessary exchanges that 

occur according to the employment contract (Dansereau, Graen, & Haga, 1975).  

High-quality LMX relationships, on the other hand, are characterized by loyalty, trust, and respect. 

Those in high-quality LMX relationships go beyond what a formal job description entails to an 

exchange of tangible and intangible resources (Dansereau, Graen, & Haga, 1975). The extant 

literature indicates that each unique LMX relationship elicits different follower responses, 

attitudes, and performance behaviors (Illies, Nahragang, & Morgeson, 2017). Scholars have 

highlighted the role of the quality of leader-member exchange in determining employee work 

outcomes (Varma, Jaiswal, Pereira, & Kumar, 2022). Leadership’s importance is highlighted in 

the ever-changing environment that businesses are facing. As such, high quality LMX is needed 
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to help improve employee performance by influencing knowledge sharing, knowledge application, 

and team collaboration. 

2.2 Team Collaboration 

Collaboration is defined as a process focused on the collective efforts of employees united 

in pursuing a common goal (Bond-Barnard, Fletcher, & Steyn, 2018). Thus, individuals work 

together to achieve a shared objective, combining their skills, expertise, and efforts. Collaboration 

is essential to achieving complex and challenging tasks, as it allows individuals to pool their 

resources and ideas and come up with innovative solutions. Teamwork is described as an effective 

means to achieve better results and enhance team output (Pitafi, Kanwal, Ali, Khan, & Ameen, 

2018). Teamwork is crucial in ensuring that team members work effectively and efficiently 

towards a common goal and can be a powerful driver of organizational success. Employees are 

more likely to collaborate as a team when they are goal-oriented toward success and when there 

are internal connections between them (Wolfe & Shepherd, 2015).  

Team members are focused on achieving shared goals, and they work closely together to achieve 

them. In addition, team collaboration requires a high degree of trust, open communication, and 

mutual respect among team members. According to (Laursen & Foss, 2003), knowledge sharing 

and collective decision-making boost team effectiveness. Thus, teams that actively share 

knowledge and engage in collective decision-making are more effective than those that do not. By 

sharing knowledge and insights, team members can build on each other's ideas, avoid redundant 

work, and make more informed decisions. In addition, as compared with individuals working 

alone, team members with higher knowledge absorption and enriched competences are better able 

to think creatively, encourage unconventional thinking, and increase effectiveness (Langfred, 

2007). Teams with diverse skills, expertise, and perspectives are more likely to be innovative and 
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effective, as team members can draw on their individual strengths to find creative solutions to 

complex problems.  

2.3 Knowledge Sharing 

To sustain a competitive advantage, organizations rely on assets that are rare and difficult 

to imitate. Thus, implementing strategies such as the resource-based view of the organization, 

which emphasizes the importance of leveraging unique human capital and organizational assets to 

provide a competitive advantage (Cummings, 2004). The exchange of knowledge between 

employees is an important factor of organizational knowledge process (Cabera & Cabera, 2002). 

Knowledge sharing is the channel through which expertise in an organization is communicated 

and transmitted. This means that the transfer of knowledge from one employee to another is critical 

to ensuring that the organization can leverage its unique resources and capabilities. Research has 

identified that the path dependency characteristic is responsible for the uniqueness of knowledge 

and that it differs from one organization to another (Oyemomi, Liu, Neagra, Chen, & Nakpodia, 

2019).  

An organization’s knowledge assets are unique to that organization, and they cannot be easily 

replicated by competitors. Path dependency refers to the idea that an organization's history, culture, 

and context shape its current resources and capabilities. As a result, the unique knowledge assets 

of an organization are a product of its history and cannot be easily replicated by competitors. 

Knowledge sharing (KS) is the channel through which expertise in an organization is 

communicated and transmitted (Ertek, Tokdemir, Sevinc, & Tunc, 2017). Knowledge sharing is 

essential for organizations to leverage their unique knowledge assets and create a competitive 

advantage.  
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Employees can collaborate effectively and develop new insights, products, and services that can 

create value for the organization by sharing their knowledge and expertise. In short, by identifying 

and leveraging unique resources and capabilities, organizations can differentiate themselves from 

competitors and achieve a sustainable competitive advantage. Furthermore, by facilitating the 

transfer of knowledge between employees, organizations can ensure that their unique knowledge 

assets are effectively utilized and leveraged to achieve organizational objectives. 

2.4 Knowledge Application 

Knowledge management has increasingly attracted academics and managers’ attention, 

even though it is a relatively young discipline (Farooq & Tripathi, 2021). Researchers have argued 

that sharing knowledge is not enough; to improve organizational effectiveness, knowledge must 

be applied effectively to solving problems and delivering products and services (Ouakouak & 

Ouedraogo, 2019). A knowledge-based view of an organization suggests that the objective of 

knowledge management is to ensure the effective application of knowledge by individuals and 

teams within the organization (Duan, Huang, Cheng, Yang, & Ren, 2021). Due to the current 

business challenges, knowledge application is crucial for maintaining a company and adjusting to 

the demands of the dynamic, competitive business environment (Tønnessen, Dhir, & Flåten, 2021).  

 

Several definitions have described knowledge application in the current knowledge management 

literature. According to (Song, Van Der Bij, & Weggeman, 2005), knowledge application is the 

utilization of knowledge that has been shared. Knowledge application is defined as retrieving and 

using knowledge to assist in decisions, actions, problem-solving, automating routine work, and 

providing job aids and training (Rastogi, 2000). Knowledge action, problem-solving, and decision-

making are all behaviors aimed at the actualization of knowledge, which is the objective of 
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knowledge application (Abubakar, Elrehail, Alatailat, & Elçi, 2019). In this study, knowledge 

application serves the practical application of shared and acquired knowledge for work routines, 

decision-making, and problem-solving (Ishak N. I., 2021).  

Scholars have explored the barriers to knowledge application, which include, improper alignment 

of knowledge with organizational goals, scarcity of collaborative work groups and poor 

coordinator of organizational functions (Ranjbarfard, Aghdasi, Lopez-Saez, & Lopez, 2014). 

Other scholars (Mahmud, 2022) & (Ishak, Naqshbandi, Islam, & Haji Sumardi, 2022), have 

explored the enabling factors of knowledge application, such as intrinsic motivation, learning 

culture, organizational commitment, trust and leadership. However, regardless of these important 

studies, knowledge application literature is still in its early stages and there are many aspects 

uncovered.  

2.5 Research Model and Hypotheses Development 

According to previous research, organizations can gain a competitive advantage by 

identifying and leveraging knowledge resources for their employees. In virtual team settings, 

knowledge sharing has a positive impact on trust, collaboration, and team effectiveness. 

Additionally, trust moderates the relationship between collaboration and team effectiveness, with 

higher levels of trust leading to better outcomes (Alsharo, Gregg, & Ramirez, 2017). 

The Knowledge-Based Theory of the Firm, which posits that knowledge is a strategic resource 

that provides firms with a competitive advantage, has been extensively discussed in the literature. 

Grant (1996) emphasizes the importance of knowledge creation by individuals within 

organizations, which is then integrated, stored, and applied by the organization as a whole. 

Davenport & Prusak (2000) also argue that the ability to manage knowledge effectively is a key 

driver of competitive advantage. Furthermore, researchers have explored how knowledge is 
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created and transferred within organizations through knowledge management initiatives (Nonaka 

& Takeuchi, 1995). Overall, the knowledge-based theory highlights the significance of knowledge 

as a key resource for organizations and underscores the importance of effective knowledge 

management strategies to enhance competitiveness. 

LMX refers to the relationship between a leader and their followers, emphasizing the nature of the 

exchange between them (Graen & Uhl-Bein, 1995). LMX theory suggests that leaders form unique 

relationships with each of their subordinates, and these relationships can have different levels of 

trust, support, and communication. The quality of LMX has been found to be positively related to 

knowledge sharing among team members (Yin, Ma, Yu, Jia, & Liao, 2020). 

Social Exchange Theory is a prominent perspective in organizational behavior that explains how 

people's actions and decisions are shaped by social interactions and exchanges. Several studies 

have explored the application of Social Exchange Theory in various organizational settings. For 

instance, (Xuecheng & Iqbal, 2022) examined how Social Exchange Theory can be used to 

enhance employee engagement and retention in the workplace. Similarly, (Yu, 2022) explored the 

role of Social Exchange Theory in predicting organizational citizenship behavior among 

employees. Additionally, (Kim & Vandenberghe, 2021) investigated the relationship between 

social exchange and organizational commitment. These studies suggest that Social Exchange 

Theory is a useful lens for understanding the social dynamics in organizations and can provide 

insights into how to improve employee motivation and behavior. 

Previous research suggested that for virtual teams to be efficient, distributed knowledge should be 

adequately shared and integrated by team members. If not, these teams would suffer from high 

cost to search for information, failure in communication, misinterpretation of information and data 

which might lead to inadequate decision making (Alsharo, Gregg, & Ramirez, 2017). Knowledge 
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sharing is important within teams in order to integrate the different disciplines, ideas, knowledge 

and information possessed by the different team members. Knowledge sharing also enables 

effective team outcomes, by ensuring that the information is available for task performance and 

decision making, allowing teams to accomplish their work requirements and contribute to 

organizational goals. Thus, we hypothesize: 

H1: Team collaboration is positively linked to knowledge sharing. 

Even though knowledge sharing is an essential step in the knowledge management process, it does 

not guarantee the application of the shared knowledge by organizational members (Dahandler, 

O’Mahony, & Gann, 2016). Effective knowledge application is a crucial component of cross-

border knowledge management (Xu, Houssin, Caillaud, & Gardoni, 2010) . However, the mere 

creation, storage, retrieval, and transfer of knowledge may not lead to exceptional innovation 

performance because effective innovation relies on transforming knowledge into practical action, 

or effective knowledge application (Alavi & Leidner, 2001). The primary objective of knowledge 

management is to enable organizations to use acquired knowledge effectively to generate business 

value for customers (Donate & De Pablo, 2015), and the effectiveness of innovation depends on 

knowledge management activities (Carneiro, 2000). According to Donate and de Pablo (2015), the 

better the effectiveness of applied knowledge in the knowledge management process, the higher 

the innovation performance of the firm will be. Recent studies have established a strong correlation 

between knowledge application ability and innovation output. Effective problem-solving using 

shared knowledge leads to the realization of its value (Alavi & Leidner, 2001), and firms that 

possess strong knowledge utilization abilities can continuously innovate and create new products 

and services. Lee et al. (2013) suggest that effective knowledge application can enhance the 

development of new products and production/processing technologies, thereby improving 
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innovation performance. Thus, organizations must strengthen their application of both internal and 

external knowledge to achieve better innovation outcomes. On the other hand, Organizations can 

use internal knowledge-sharing networks to apply knowledge from different (Ferraris, Santoro, & 

Dezi, 2017) , with a wider source of knowledge and greater heterogeneity. Knowledge sharing 

networks are organizational networks that take various forms and refer to the internal relationships 

and connections within and between individuals, teams and departments that facilitate the sharing 

and transfer of knowledge and information. Team collaboration is closely linked to knowledge-

sharing networks as effective collaboration often requires the sharing and integration of knowledge 

and information among team members. Thus, we hypothesize: 

H2: Team collaboration is positively linked to knowledge application. 

LMX refers to the quality of the relationship between a leader and their team members, and is 

characterized by mutual trust, respect, and support. High quality LMX such as transformational 

can positively impact team collaboration. According to previous leadership, Transformational 

leadership has the potential to impact inter-team collaboration by enhancing the internal teamwork 

quality (Cha, Kim, Lee, & Bachrach, 2015). When leaders establish high-quality LMX 

relationships with their team members, they are more likely to effectively to provide individualized 

consideration, intellectual stimulation, and inspirational motivation (Cha, Kim, Lee, & Bachrach, 

2015). Leader-member exchange (LMX) theory suggests that the quality of the relationship 

between a leader and their team members can influence knowledge sharing. Specifically, higher 

quality LMX relationships, characterized by trust, respect, and mutual obligation, can lead to 

increased knowledge sharing among team members (Wang, Chin, & Lin, 2020). Leaders who 

develop strong LMX relationships with their team members are likely to be seen as more credible 

and trustworthy, which can increase employees' willingness to share knowledge with them and 
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with other team members (Hao, Shi, & Yang, 2019). Leaders who focus on building strong 

relationships with their team members and promoting a culture of trust, respect, and collaboration 

are more likely to foster a positive and productive work environment that encourages team 

collaboration and knowledge sharing. Thus, we hypothesize: 

H3: LMX moderates the impact of team collaboration on knowledge sharing, the higher the quality 

of LMX, the stronger the relationship will be. 

Several factors can play a vital role in facilitating knowledge application, as discussed by Mahmud 

(2022), and Ishak, Naqshbandi, Islam, & Haji Sumardi (2022). These factors include intrinsic 

motivation, which drives individuals to apply knowledge for personal growth and development. A 

culture of learning also encourages individuals to share their knowledge and learn from one 

another, leading to more effective knowledge application. Additionally, organizational 

commitment and trust foster a positive environment where individuals feel comfortable sharing 

their knowledge and ideas without fear of judgment or repercussions. Finally, effective leadership 

can also facilitate knowledge application by providing direction, guidance, and support for 

individuals and teams to apply their knowledge effectively. When employees have high-quality 

relationships with their leaders, characterized by trust, respect, and mutual obligation, thus are 

more likely to engage in knowledge transfer behaviors such as knowledge seeking, sharing, and 

application (Wang, Chin, & Lin, 2020). Additionally, high quality LMX, such as leaders who 

exhibit transformational leadership behaviors, such as providing intellectual stimulation and 

individualized consideration, can positively impact knowledge application within their teams 

(Cha, Kim, Lee, & Bachrach, 2015).  
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H4: LMX moderates the impact of team collaboration on knowledge application, the higher the 

quality of LMX, the stronger the relationship will be. 
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CHAPTER THREE 

REASERCH METHODOLOGY 
 

 

This chapter details the research methodology that was adopted in carrying out the study. 

Additionally, it outlines the data collection procedure, and statistical methods used by the 

researcher to analyze the gathered data. The instruments used to collect data is described in detail 

in this chapter including scale construction. The research’s targeted population has also been 

pronounced briefly in this chapter.  

3.1 Construct Operationalization 

A validated survey questionnaire with established scales was used to evaluate the construct 

validity of the conceptual model. The questionnaire includes items related to Leader-Member 

Exchange (LMX), Team Collaboration (TC), Knowledge Sharing (KS), and Knowledge 

Application (KA). The responses gathered from the survey were analyzed using IBM SPSS 

software to provide statistical evidence for testing the research hypotheses. 

3.2 Ethical Consideration 

The study was carried out in accordance with ethical principles and guidelines. Participants' 

anonymity and confidentiality were respected, and no detailed personal information was collected. 

A consent form was included with the survey to ensure that participants provided their voluntary 

consent to participate. The researcher was mindful of the necessary ethical considerations during 

the survey's construction and administration, in accordance with CITI program standards. 
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3.3 Population and Instrumentation 

The targeted population that this study intends to explore are individuals working in 

different organizations but reside in the MENA region. More precisely, the research targets only 

employed individuals that work in organizations or companies located in the MENA region.  

The instrument used to collect data from a sample of targeted population was a survey 

questionnaire. The survey instrument was developed using "Google Forms" and disseminated to 

potential respondents through email, LinkedIn, WhatsApp, and other social media channels. The 

survey was designed with closed-ended questions. The google survey was designed specifically 

for the study of testing the moderating effect of leader member exchange on the relationship 

between team collaboration, knowledge sharing and knowledge application. 

The survey consists of 6 sections. Section one of the survey questionnaire contained the 

title of the survey and consent form including “I wish to participate in the survey” and “I do not 

wish to participate in the survey” button indicating if the respondent agrees to participate in the 

survey study or not. Section two examines the respondents’ demographics including gender, age, 

employment sector, position currently held, and educational level. Sections three, four, five, six 

includes questions on team collaboration which is the independent variable, leader member 

exchange as a moderator, and knowledge sharing and knowledge application as the dependent 

variables respectively. For a copy of the questionnaire, please refer to Appendix 1. The survey 

received approval from the Institutional Review Board (IRB) at Lebanese American University 

(LAU) prior to distribution, and a copy of the IRB approval letter can be found in Appendix 2. 
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3.4. Scale Development 

3.4.1 Independent Variable 

The items for assessing team collaboration were adapted from the study of (Bond-Barnard, 

Fletcher, & Steyn, 2018) and consisted of four statements that measured the quality of 

collaboration within a team. Respondents were asked to rate their agreement with the statements 

on a 5-point Likert scale ranging from 'Strongly Disagree' to 'Strongly Agree' (see Appendix, 

Figure A2). 

3.4.2 Moderating Variable 

The items for assessing leader-member exchange were adapted from the study of (Graen 

& Uhl-Bein, 1995) and consisted of seven statements that measured the quality of leader-

subordinate within an organization. Respondents were asked to rate their agreement with the 

statements on a 5-point Likert scale ranging from 'Strongly Disagree' to 'Strongly Agree' (see 

Appendix, Figure A2). 

3.4.3 Dependent Variables 

The items for assessing knowledge sharing were adapted from the study of (Chuang, 

Jackson, & Jiang, 2016) the consisted of seven statements that measured knowledge sharing within 

an organization. The items for knowledge application were adapted from the study of  (Ouakouak 

& Ouedraogo, 2019) and consisted of five statements that measured knowledge application within 

an organization. Respondents were asked to rate their agreement with the statements on a 5-point 

Likert scale ranging from 'Strongly Disagree' to 'Strongly Agree' (see Appendix, Figure A2). 
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3.5. Data Collection 

Data collection was conducted using a survey that was distributed electronically through 

the use of e-questionnaires. The survey was disseminated to eligible individuals through various 

channels, including electronic mail, WhatsApp, LinkedIn, and other social media platforms. Given 

the challenges of accessing members of the targeted population, the researcher utilized the 

snowball sampling technique to partially achieve the desired sample size. Snowball sampling is a 

non-probabilistic sampling technique where current study participants recruit future participants 

from their connections and acquaintances.  

The data collection process spanned four weeks, and participation was voluntary. Only 

respondents who agreed to participate after reading and understanding the consent form were 

allowed to proceed with responding to the questionnaire. Those who chose not to proceed, even if 

they had already provided responses to the questionnaire, were not permitted to continue. The 

entire process adhered to and followed the guidelines set forth by the LAU IRB. 

3.6. Survey Administration 

The survey was conducted virtually using online methods. Specifically, the questionnaire 

was distributed to participants through social networking platforms like Facebook, direct email, 

and professional networking sites such as LinkedIn. Although the target was to collect 250 

responses within a limited time frame, only 204 responses were received. Two responses were 

excluded from the study as the participants indicated their lack of consent. The researcher analyzed 

the remaining 202 responses using IBM SPSS. 
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3.6.1. Descriptive Statistics 

Descriptive statistics were used by the researcher in understanding the demographic 

characteristics of the participants. Bickel & Lehmann (1975) point out that descriptive statistics 

can be used to measure different characteristics of a population. Demographical data such as age, 

employment sector, and gender of the participants were summarily analyzed using descriptive 

statistics.  

3.6.2. Reliability and Validity of Constructs 

Cronbach’s Coefficient Alpha was adopted by the researcher to assess the reliability and 

internal consistency of each of the studied variables constructs. A minimum Cronbach’s Alpha 

value of 0.70 was considered for an item to be regarded appropriate for research (Cronbach, 1951). 

Cronbach’s Alpha values above 0.7 were considered to indicate a substantial inter-correlation 

between variable constructs. 

3.6.3 Confirmatory Factor Analysis (CFA) 

The researcher employed Confirmatory Factor Analysis (CFA) to identify and understand 

the relationship between unobserved variable constructs (also known as latent variables) and 

observed variables. Observed variables constructs are the statements or questions in the survey 

questionnaire that participants in the study provides responses to while unobserved or latent 

variables are dormant or underlying variables.  

3.6.4. Multivariate Generalized Regression Model Analysis 

To explore whether or not, the moderating variable (Leader-Member Exchange) has effects 

on the potential relationship between the dependent variables (knowledge sharing and knowledge 
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application), and the independent variable (Team Collaboration) a Multivariate Generalized 

Regression Model Analysis (MGRM) was performed on the gathered data using IBM SPSS. The 

adoption of MGRM instead of Hayes Process Macro Model was based on the fact that the variables 

studied in this research were categorical variables as they pertained to data gathered from Likert 

Scale Constructs. Hayes Process Models are mainly appropriate for continues data and not ordinal 

or categorical data (Hayes, 2018). 
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of the survey questionnaire or what is termed as the internal consistency of the variable constructs. 

The reliability statistics table below shows the outcome of the test. 

Table 6: Reliability Statistics 

Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on 

Standardized Items N of Items 

.944 .949 23 

 

The outcome indicates a Cronbach’s Alpha value of 0.944 which implies high reliability level of 

the survey questionnaire (which is the measurement instrument). The universal rule of thumb 

(broadly accurate principle) states that a Cronbach’s Alpha of at least 0.70 and more is good while 

a Cronbach’s Alpha of 0.80 and above is better, but a Cronbach’s Alpha of 0.90 is beyond best or 

outstanding and superior. Our analysis shows a Cronbach’s Alpha of 0.944 which is outstanding 

and indicates a superior level of internal consistency in relation to any of the sampled population.  

Part of Cronbach’s Alpha test included determination of the survey questionnaire item that lowers 

the reliability level of the measurement instrument such that, if the item is deleted, the overall 

reliability of the instrument would increase significantly. The following Item-Total Statistics table 

shows the outcome of this analysis.  

Table 7: Item-Total Statistics 

Item-Total Statistics 

 

Scale Mean if Item 

Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 
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Table 8: Codes of Variable Constructs and what they represent 

Code The statement it represent 

TC1 Employees in my organization are committed to achieving team goals 

TC2 Employees in my organization work together as a team to achieve a common goal 

TC3 Employees in my organization coordinate team efforts to achieve a common goal 

TC4 The collaboration in my team is effective 

LMX1 Do you know where you stand with your leader (follower) . . . [and] do you usually 

know how satisfied your leader (follower) is with what you do? 

LMX2 How well does your leader (follower) understand your job problems and needs? 

LMX3 How well does your leader (follower) recognize your potential? 

LMX4 Regardless of how much formal authority your leader (follower) has built into his or her 

position, what are the chances that your leader (follower) would use his or her power to 

help you solve problems in your work? 

LMX5 Again, regardless of the amount of formal authority your leader (follower) has, what are 

the chances that he or she would “bail you out” at his or her expense 

LMX6 I have enough confidence in my leader (follower) that I would defend and justify his or 

her decision if he or she were not present to do so 

LMX7 How would you characterize your working relationship with your leader (follower)? 

KS1 Members of our team share their special knowledge and expertise with one another 

KS2 If a member in our team has some special knowledge about how to perform the team 

task, he/she will tell other members about it 

KS3 There is virtually no exchange of information, knowledge, or sharing of skills among 

members of the team 
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KS4 More knowledgeable team members freely provide other members with hard-to-find 

knowledge or specialized skills. 

KS5 Members of our team provide a lot of work-related suggestions to each other 

KS6 There is a lot of constructive discussion during team meetings. 

KS7 Members in our team provide their experience and knowledge to help other members 

find solutions to their problems. 

KA1 I use the knowledge and skills that my co-workers have shared with me 

KA2 I believe that my co-workers use the knowledge and skills I share with them 

KA3 I actively use knowledge to solve new problems or to deal with circumstances 

KA4 I actively apply knowledge learned from mistakes or experience 

KA5 I easily find out sources of knowledge and apply them to problems and challenges 

 

From the Item-Total Statistics Table provided earlier above, the item with the lowest Correlation 

Item-Total Correlation is KS3 whose Correlation Item-Total Correlation is -0.313. This indicates 

that KS3 is the item that lowers the reliability and validity of the measurement instrument or the 

survey questionnaire. If it is deleted, the Cronbach’s Alpha value of the measurement instrument 

becomes 0.957 which is significantly higher than the current Cronbach’s Alpha value of 0.944. In 

other words, deleting item KS3 will increase the internal consistency of the variable constructs 

with respect to the sampled population. As such, KS3 was overlooked or unconsidered in the 

subsequent analyses including in testing the hypotheses.  
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the sig. value is greater than 0.05 which is the standard p-value for estimating the statistical 

significance between independent and dependent variables.  

A lower sig. value or p-value < 0.05 indicates a statistically significant association between the 

independent variables and dependent variables. This implies that the observed association are 

highly likely to have occurred exclusively by chance, suggesting a less meaningful association 

between the constructs of the independent variable (Team Collaboration), and dependent variable 

(Knowledge Sharing and Knowledge Application).  
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CHAPTER FIVE 

 HYPOTHESIS TESTING & RESULTS 

5.1 Measurement models  

A measurement model was adopted to further explore certain aspects of the variable 

constructs. The adopted model was Confirmatory Factor Analysis (CFA) which is a Structural 

Equation Modelling (SEM) used to test whether or not, the observed variables contribute to 

unobserved or latent variables as well as the conceptual model presented in chapter 1. The 

structural model developed from the outcome of CFA analysis.  

5.1.1 Confirmatory Factor Analysis (CFA) of the Constructs  

With the help of IBM SPSS Amos, Confirmatory Factor Analysis (CFA) was performed 

on the variable constructs to explore how well the observed variables (or the variable constructs 

of both the independent and dependent variables) contribute to the unobserved variables (also 

known as latent variable). The outcome of this analysis is presented in the tables below showing 

the standardized regression weights of the variables. 

Table 10: Standardized Regression Weights and Factor Loadings 

   Estimate S.E. C.R. P Label    Factor Loadings 

LMX2 <--- LME 1.000     LMX2 <--- LME .840 

LMX6 <--- LME 1.070 .067 15.984 *** par_1 LMX6 <--- LME .877 

LMX7 <--- LME 1.023 .063 16.198 *** par_2 LMX7 <--- LME .883 

LMX4 <--- LME 1.042 .069 15.018 *** par_3 LMX4 <--- LME .845 
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   Estimate S.E. C.R. P Label    Factor Loadings 

LMX1 <--- LME .863 .069 12.593 *** par_4 LMX1 <--- LME .754 

LMX3 <--- LME .913 .073 12.506 *** par_5 LMX3 <--- LME .751 

LMX5 <--- LME .906 .082 10.981 *** par_6 LMX5 <--- LME .684 

KS4 <--- KS 1.000     KS4 <--- KS .833 

KS5 <--- KS 1.022 .065 15.702 *** par_7 KS5 <--- KS .882 

KS7 <--- KS 1.020 .069 14.853 *** par_8 KS7 <--- KS .852 

KS2 <--- KS .940 .076 12.432 *** par_9 KS2 <--- KS .758 

KS6 <--- KS .954 .067 14.291 *** par_10 KS6 <--- KS .831 

KS1 <--- KS .911 .075 12.080 *** par_11 KS1 <--- KS .743 

KA4 <--- KA 1.000     KA4 <--- KA .905 

KA3 <--- KA .939 .046 20.533 *** par_12 KA3 <--- KA .909 

KA5 <--- KA 1.003 .058 17.232 *** par_13 KA5 <--- KA .844 

KA1 <--- KA .980 .054 18.025 *** par_14 KA1 <--- KA .861 

KA2 <--- KA .912 .057 16.131 *** par_15 KA2 <--- KA .818 

TC3 <--- TC 1.000     TC3 <--- TC .857 

TC1 <--- TC 1.096 .077 14.318 *** par_16 TC1 <--- TC .824 

TC2 <--- TC .893 .067 13.338 *** par_17 TC2 <--- TC .787 

TC4 <--- TC .990 .064 15.483 *** par_18 TC4 <--- TC .866 

 

From the above table, the regression weights are presented in the ‘estimate’ column. The symbol, 

“***” implies that the p-value is less than 0.05(or p-value < 0.05). The latent variables or factors 
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include LME, KS, KA, and TC while their corresponding observed variables include LMX1, 

LMX2, LMX3, LMX4, LMX5, LMX6, LMX7, KS1, KS2, KS4, KS5, KS6, KS7, KA1, KA2, 

KA3, KA4, KA5, TC1, TC2, TC3, TC4, respectively. All the observed variables are strongly and 

positively associated with their respective latent variables, and this is evident by the high 

regression weights of each association between the latent and observable variables (as shown in 

the above table). Additionally, all the factor loadings (which are standardized regression weights) 

are above the typically recommended value of 0.7, indicating a strong relationship between the 

latent and observable variables. Furthermore, all the p-values are less than 0.05, p-value < 0.05 

(as indicated by ‘***’) evincing a strong association between the latent and observable variables. 

The subsequent subchapter presents the developed structural model of the latent and observable 

variables.  
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5.1.2 Structural Model of the Variable Constructs  

 

Figure 2: Structural Model of the Variable Constructs 

5.1.2.1 Reliability and Validity of the Structural Model  

The reliability and validity of the above developed structural model was assessed as an 

extension or phase of the CFA. The key criteria involved in this assessment included Composite 

Reliability (CR), Average Variance Extracted (AVE), Maximum Shared Variance (MSV), and 

Maximum Variance Extracted (MaxR (H)). The results indicates no concerns with reliability and 

validity of the model. The table below shows the results of the analysis.  
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Table 11: Reliability and Validity of the Model 

 CR AVE MSV MaxR(H) LME KS KA TC 

LME 0.929 0.653 0.448 0.938 0.808    

KS 0.927 0.678 0.545 0.930 0.634*** 0.824   

KA 0.939 0.754 0.545 0.943 0.670*** 0.738*** 0.868  

TC 0.901 0.696 0.444 0.905 0.641*** 0.620*** 0.666*** 0.834 

 

As seen in the results presented in the table above, all Composite Reliability (CR) values are 

relatively high ranging from 0.901 to 0.939 suggesting good internal consistency for each of the 

latent factors. AVE values indicate better convergent validity. Higher AVE values indicate good 

convergent validity for every latent variables or factors. From the table above, the AVE values are 

comparatively high ranging from 0.653 to 0.754, implying good convergent validity for each latent 

variable. MSV measures discriminant validity. Lower MSV values suggest better discriminant 

validity, indicating that each latent factor is distinct from the others. From the analysis outcome 

presented in the above table, all MSV values are relatively low, ranging from 0.444 to 0.545, 

suggesting an acceptable discriminant validity. The convergent validity of the model is also 

assessed by MaxR (H). A high MaxR (H)) value indicates good convergent validity. From the 

results presented above, all MaxR (H) values are relatively high and ranges from 0.905 to 0.943. 

This indicates a good convergent validity. Additionally, there exists some statistically significant 



45 

 

correlation between the latent factors as evident by the symbol,”***”. For instance, KS and KA 

have a correlation of 0.738 while KS and TC have a correlation of 0.62, suggesting significant 

relationships or interrelatedness between the latent factors.  

5.2 Test of Hypotheses  

As mentioned in chapter one, the primary intention of this study was to explore the 

association between Team Collaboration (as the independent variable), and Knowledge Sharing 

and Knowledge Application (as the dependent variables). In addition, the study investigates the 

moderating effect of Leader-Member Exchange (as the moderating variable) on the relationship 

between the independent and dependent variable. The moderating analysis performed earlier using 

MGLM suggest that there is a significant effect of the moderating variable on the relationship 

between the independent variable and the dependent variables. However, the magnitude and nature 

of this effect is still unknown, and hence in this subsection, the second and third hypotheses 

outlined in chapter one is tested to reveal whether or not, highly effective Leader-Member 

Exchange strengthens or weakens the association between Team Collaboration, and Knowledge 

Sharing, and Team Collaboration and Knowledge Application. The CFA performed earlier has 

enabled establishment of a well-fitting model, revealing existence of a strong association between 

the unobservable or latent variables, and observable variables. As such, the first and second 

hypotheses can now be tested using an appropriate statistic.  

5.2.1 Test of Hypothesis First and Second  

H1: Team Collaboration is Positively Linked to Knowledge Sharing  
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From the outcome presented in the table above, Team Collaboration (TC) Constructs and 

Knowledge Application (KA) constructs have a statistically significant relationship (with r = 

0.394, p-value < 0.01). The direction of this relationship is positive as evident by the positive 

Pearson’s Correlation values for the different pairs of variables constructs. The strength of the 

relationship is relatively moderate as r = 0.394 lies between r = 0.3 and r = 0.5(or 0.3 < |r| < 0.5). 

As such, we accept the hypothesis that Team Collaborating is Positively Linked to Knowledge 

Application. Nevertheless, the magnitude of this association is moderate.  

5.2.2 Test of Third and Fourth Hypothesis  

H3: LMX moderates the effect of Team Collaboration on Knowledge Sharing such that a higher 

quality LMX translates to a strong association between Team Collaboration and Knowledge 

Sharing 

H4: LMX moderates the effect of Team Collaboration on Knowledge Application such that a higher 

quality LMX translates to a strong association between Team Collaboration and Knowledge 

Application 

To test the above hypothesis, a generalized regression model was performed on the constructs of 

moderating variable (LMX) with respect to the relationship between the constructs of the 

dependent variable (Knowledge Sharing and Knowledge Application), and the independent 

variable (Team Collaboration). The outcome of the analysis is given in the Multivariate Test table 

shown below. 
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CHAPTER SIX 

DISCUSSION, RECOMMENDATION, AND 

CONCULISON 

6.1 Discussion and implications of the results 

This study was set to explore the relationship between Team Collaboration and Knowledge 

Sharing, and Team Collaboration and Knowledge Application. And the moderating effect of 

Leader-Member Exchange on the relationship between Team Collaboration and Knowledge 

Sharing, and Team Collaboration and Knowledge Application. The findings of the analysis 

undertaken in the preceding chapter indicates that Team Collaboration positively associates with 

Knowledge Sharing, and Knowledge Application. However, Leader-Member Exchange has been 

found to have no significant effect on these relationships. The first findings indicating a positive 

relationship between Team Collaboration and Knowledge Sharing is in line with various 

discussions in literature regarding Team Collaboration and Knowledge Sharing. Team 

Collaboration involves a collective effort by employees aimed at pursuing a common goal at a 

team or organizational level. It is characterized by different individuals or employees with diverse 

backgrounds working together in a team by bringing their distinctive skills and expertise to a 

collective pool with an objective of achieving a common objective.  

Wolfe & Shepherd (2015) point out that employees are highly likely to collaborate when working 

in a team with an objective of achieving a shared goal. Such collaborations typically forms an 

avenue for knowledge exchange among employees working within a team to achieve a common 

goal. Nevertheless, Laursen & Foss (2003) emphasize that Team Collaboration that nurtures and 
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encourages knowledge exchange or knowledge sharing activities amongst employees working in 

a team towards a common goal can mainly be achieved with the existence of mutual respect, high 

level of trust, and open communication among team members. The implication of the outcome 

regarding Team Collaboration and Knowledge Sharing particularly to organization is that effective 

team collaboration has the potential of enabling employees to highly embrace sharing knowledge, 

expertise, and experiences with each other, and this can lead to improved learning within the 

organization as well as enhances the overall knowledge base of the organization. Additionally, 

effective team collaboration promotes exchange of ideas and perspectives which increases 

innovation and creativity within the organization.  

Team collaboration has also been established to positively relate with knowledge application. This 

finding is in line with various discussions on knowledge management in literature. Ouakouak & 

Ouedraogo (2019) highlight that knowledge application is crucial in enhancing organizational 

efficiency, and sharing knowledge alone is insufficient if organizational efficiency is to be realized. 

Once employees acquire knowledge through various means including knowledge sharing means, 

they should embrace finding ways on how to implement or apply the knowledge in improving the 

effectiveness of the organization’s performance. One way that employees can apply knowledge is 

solving problems. Alavi & Leidner (2001) point out that application of shared knowledge in 

problem solving leads to the realization of its value. Employees working in teams can encircle 

using knowledge gained through sharing or other means to solve problems that they encounter at 

the team level which hinders them from achieving the common goal. The fundamental implication 

of this finding to organization that organizational effectives can be enhanced through team 

collaboration and knowledge application. Employees working in teams can leverage their 

collective knowledge and problem solving abilities to improve organizational performance and 
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efficiency. Moreover, knowledge utilization can lead to value creation since knowledge is a 

valuable asset to an organization, but the actual value can mainly be realized when knowledge is 

applied and effectively utilized.  

The last findings reveals that Leader-Member Exchange does not have any moderating 

(strengthening or weakening) effect on the positive relationship between Team Collaboration and 

Knowledge Sharing, and Knowledge Application. Leader-Member Exchange theory suggests that 

a good leader-member relationship results in mutuality from the member (Kuvaas, Buch, Dysvik, 

& Haerem, 2012). In other words, when leaders and their subordinates or followers have a healthy 

or high quality relationship, the followers will likely reciprocate by working extra hard or putting 

extra effort in their typical roles at work (Dansereau, Graen, & Haga, 1975). However, unhealthy 

leader-member relationship triggers poor performance behaviour from the members.  Illies, 

Nahragang, & Morgeson (2017) point out that every distinctive leader-member exchange provokes 

distinctive reaction from the member or follower which are sometimes expressed inform of 

attitude, and job performance.  

While various prior studies agree that the quality of leader-member relationship has a bearing on 

employee or follower’s behaviour and attitude towards their role, the findings of this study 

indicates that the quality of leader-member exchange does not have a bearing or effect on the 

relationship between Team Collaboration and Knowledge Sharing, and Knowledge Application. 

This implies that the nature and quality of association between leaders and their followers does not 

have any effect on how the follower collaborates with colleagues in a teamwork. This contradicts 

a suggestion by Wang, Chin, & Lin (2020) who pointed out that employees having healthy 

relationship with their leaders, characterized by trust, respect and mutual obligation are more likely 

to engage in knowledge sharing behaviour. It also gainsays suggestion by Cha, Kim, Lee, & 
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Bachrach (2015), that health leader-member exchange pertaining to exhibition of transformational 

leadership behaviour by leaders positively impacts members to apply knowledge at a team-level. 

The implication of this finding is that organizations should put a greater emphasis on fostering a 

culture of collaboration and knowledge sharing within teams regardless of the quality of leader-

member relationships. Organizations should also consider revisiting leadership development and 

training and this is because, in spite of the outcome of this study, the importance of effective 

leadership is not negated by the finding. As such, organizations should continue to invest in 

leadership development programs to equip leaders with the essential skills that enables them to 

promote teamwork, and support collaboration as well as knowledge sharing and application within 

their teams.  

6.2 Limitations of the study  

The target population for this study were individuals working and living in the Middle 

Eastern and North Africa region (MENA). However, data was collected beyond this geographical 

region which implies that the sample population is potentially not a representative of the target 

population. Hence the findings of this study cannot be applicably generalized to the targeted 

population. This was the fundamental limitation to this study. Additionally, the sample size 

(N=202) is relatively small and this limits the study findings as it might not have provided 

sufficient statistical power to detect meaningful effects on the relationship between the variables. 

For instance, the moderating effect of the moderator variable (leader-member exchange), and the 

relationship between team collaboration, and the dependent variables (knowledge sharing and 

knowledge application).  
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6.3 Suggestions for future studies  

Future studies on this subject should consider using much larger sample size (of at least 

500 sample population size) that is focused on the geographical context of the research to not just 

avoid discrepancies associated with generalizability of the findings, but to augment the findings’ 

generalizability.  Future research should also consider undertaking multiple levels of analysis 

which will enable exploring the associations between Team Collaboration, Knowledge Sharing, 

Knowledge Application, and Leader-Member Exchange at different levels of analysis such as 

individual, team, and organizational level. This would provide a more nuanced understanding of 

how the studied constructs interact and influence the outcomes at various levels.  

6.4 Managerial Implications 

Based on the findings of this study, organizations and other relevant entities should actively 

promote and nurture a collaborative culture where teamwork, knowledge sharing, and 

collaboration are encouraged and valued. This can be achieved through establishing recognition 

and reward schemes, and team work norms and expectations. Organizations should also provide 

or create platforms and prospects that enables knowledge sharing. This can include internal 

knowledge-sharing platforms, cross-functional team meetings, and facilitation of practices where 

employees can exchange idea and expertise. Lastly, leaders should model and exhibit collaborative 

behaviours by themselves via active participation in collaborative efforts, knowledge sharing 

activities, and promotion of culture of collaboration.  
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6.5 Conclusion  

The central interest of this study was to investigate the relationship between Team 

Collaboration and Knowledge Sharing, and Team Collaboration and Knowledge Application. In 

addition, this study was also interested in exploring the moderating effect of Leader-Member 

Exchange on the relationship between Team Collaboration and Knowledge Sharing, and 

Knowledge Application, respectively. Based on the findings of this study, Team Collaboration 

positively associates with Knowledge Sharing, and Knowledge Application. This implies that 

when team members collaborate effectively, it promotes the sharing of knowledge among team 

members, and facilitates the application of that knowledge to address challenges and problems as 

well as improve performance. The findings also indicate that the quality of Leader-Member 

Exchange does not have a direct moderating effect on the relationship between Team Collaboration 

and Knowledge Sharing as well as Knowledge Application. This suggests that the nature and 

quality of the relationship between leaders and followers may not influence the collaborative 

behaviours and knowledge-related activities within teams.  
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APPENDIX 
 

 

APPENDIX A: SURVEY 

I would like to invite you to participate in a research project by completing the following 
questionnaire/ survey. I am a student at the Lebanese American University and I am 
completing this research project as part of my MSc in Human Resource Management. The 
purpose of this questionnaire / survey aims to understand the relationship between 
knowledge sharing and knowledge application in the workplace, and the impact of leader-
subordinate relationship and team collaboration on this model. 

There are no known risks, harms or discomforts associated with this study beyond those 
encountered in normal daily life. The information you provide will be used to enhance and 
improve the current literature of the aforementioned variables. You will not directly 
benefit from participation in this study. The study will involve 250 participants. Completing 
the survey will take 5 -7 minutes of your time. 

By continuing with the questionnaire / survey, you agree with the following statements: 

1. I have been given sufficient information about this research project. 

2. I understand that my answers will not be released to anyone and my identity will remain 
anonymous. My name will not be written on the questionnaire nor be kept in any other 
records. 

3. When the results of the study are reported, I will not be identified by name or any other 
information that could be used to infer my identity. Only researchers will have access to 
view any data collected during this research however data cannot be linked to me. 

4. I understand that I may withdraw from this research any time I wish and that I have the 
right to skip any question I don’t want to answer. 

5. I understand that my refusal to participate will not result in any penalty or loss of 
benefits to which I otherwise am entitled to. 

 

6. I have been informed that the research abides by all commonly acknowledged ethical 
codes and that the research project has been reviewed and approved by the Institutional 
Review Board at the Lebanese American University 
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