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Abstract: This research is among the very few studies seeking a focalized examination on the
relationship between knowledge sharing within a firm and organizational innovation. This specific
study establishes that the knowledge sharing and innovation processes in Islamic banks are integral
parts of the survival and progress of business organizations. Knowledge sharing and creativity
are essential elements in the development of innovative strategies, but few studies have sought to
investigate this relationship. This study proposes a framework with five hypotheses, which predicts
the influences of knowledge sharing and organizational innovation on the Pakistani banking sector.
This survey scrutinizes the impacts of knowledge sharing and innovation, and its primary objective is
to determine how learning in Islamic banks mediates the relationship, and enhances the performance,
of Pakistani Islamic banks. The authors distributed a self-administered survey, and randomly selected
554 employees from Mirpur AJ&K, Rawalpindi and Islamabad, Pakistan. We screened and tested the
data received using SPSS version 25 for analysis purposes to measure the strength of the relationships
which exist among the studied variables. The findings indicate that all of the proposed hypotheses
have significant positive relationships, proving that knowledge sharing and organizational innovation
have mediating impacts upon organizational learning. The findings can also be used to propose a
systematic and holistic framework for attaining an improved performance in Islamic banks through
the mediating role of organizational learning. This study offers empirical evidence and original data
to examine the connection between knowledge sharing, innovation processes and learning culture
in Islamic Banks. The generalizability of these findings is restricted to Islamic banks, and the study
delivers valuable insights and suggestions for imminent research studies.
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1. Introduction

Since the rise of the significant knowledge era, the values in organizations have been changing
rapidly [1]. The continuing viability and success of firms are observed to be heavily reliant on the
firms’ capability to grasp the unseen value of their critically-attained, implicit as well as explicit
knowledge [2]. In the recent past, the products and services of traditional labor and capital-centered
firms have been increasingly substituted through the unceasing revolution by the needs, requirements
and demands of customers with the introduction of knowledge-based businesses [3,4]. Knowledge
sharing is categorically a vital factor for all firms, particularly for banking organizations. In today’s
competitive market, knowledge sharing plays a critically important role, as it improves not only
the scholarly application, but also the creation of new knowledge that is owned by the personnel
working in banks [5]. In an earlier study, Barachini (2009) stresses that firms need to inspire the
workforce to share necessary information and critical knowledge regularly, and to grasp and reuse
their knowledge assets [6]. Researchers and academics are focused upon the idea that organizations
need to develop a culture of knowledge sharing and a supporting environment. Firms need to devise
knowledge-friendly strategies to enable themselves to share, transmit and reuse valuable insights.
Simultaneously, business firms all over the world are taking steps to introduce useful knowledge
sharing methods and procedures into their daily work processes in order to improve creativity,
innovation and organizational performance [7].

In the recent past, some Islamic commercial banks have introduced innovative products and
Islamic services. Pakistani Islamic banks want to attract and maintain their customers instantaneously
and at large, without sharing the basic knowledge about these products. This affects many business
practices, particularly in the Pakistani banking sector. Thus, initiating and successfully implementing
knowledge sharing practices in the banking sector is becoming crucial for banking sector growth in
Pakistan [8]. Realizing the importance of knowledge management, especially knowledge sharing,
the banking sector has initiated the development of knowledge management (KM) teams in their
institutions [9]. Banks all over the world, including in Pakistan, especially the newly emerging Islamic
banks, have realized that to contend with a recognized Pakistani, non-Islamic banking industry, and to
ensure innovation in their Islamic products/services, a well-organized knowledge sharing system is
required [10]. Knowledge sharing practices affect organizational innovation (OI). Useful knowledge
sharing requires an improved organizational learning (OL) system for enhanced performance. Secondly,
creativity and innovation largely depend upon the learning systems prevailing in these organizations.
Therefore, the critical drivers for current research are to study the current knowledge sharing practices
and strategies employed in Pakistani banks offering Islamic products. Their influences on these Islamic
banks in terms of promoting enhancing innovation and creativity, by introducing Islamic products,
enhance their overall performance. This research survey focuses on exploring the mediating impact
of organizational learning through knowledge sharing and innovation processes by Islamic banks,
and how this improves the sustainable performance of Pakistani Islamic banks.

In the past two decades, the literature indicates sustainable business growth in Pakistani Islamic
banks, which is a positive sign in the business world. Business firms focus upon achieving sustainable
growth, as it enhances economic growth in a competitive business environment. It also improves
business firms’ social performance, which refers to “Triple-P” (planet, people and profit). The role of
innovation in bringing sustainable business growth has been the prime concern when suggesting that
organizations commit to the bottom line of “Triple-P.” However, the existing literature mostly examines
the sustainable development and innovation associated with large-sized, multinational business firms,
and the Islamic Banking industry is ignored, and therefore remains under-researched. This study
also explores the roles of knowledge sharing and organizational learning (OL) in the innovation and
sustainable growth of the newly emerging Islamic banking sector in Pakistan by considering the core
concept of innovation within the organizations.
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1.1. Problem Statement

The Islamic banking sector is increasing in size, and Pakistan is one country that has successfully
managed to apply both conventional and Islamic banking practices and systems [10]. Islamic banks
work independently, and attract consumers at large in Pakistan [11]. The problem this study is
going to address concerns proper learning among the employees about Islamic banking practices,
and then the sharing of this knowledge about Islamic banking practices to ensure innovation in
products and services, which is needed to attract and retain customers in the banking sector [12].
This study focuses on the knowledge, abilities and skills of the personnel working in those Islamic
Banks under investigation. Based on past literature, it is revealed that most of the workforce in Islamic
banks lacks an understanding of Shari’ah rules, and this is due to the fact that the majority of the
workforce has come from conventional banks [13]. Comparatively, traditional banks (non-Islamic)
with their non-Islamic banking structure, offer the products and services of Islamic Banks, which
causes uncertainty and dissatisfaction among customers who are seeking Islamic banking products
and services [14]. The strategies and practices of Islamic banks are typically creating problems for the
Islamic banking system, as well as for customers who are seeking to use the products and services
of these Islamic banks. The products and services are based on Islamic principles, and these are
entirely different from conventional banking products or services. The core products and services
of Islamic banks are Wadiah (safekeeping), Mudharabah (profit sharing), Murabahah (cost plus),
Musyarakah (joint venture), and Ijarah (leasing). Thus, the significant differences between Islamic and
non-Islamic products and services characterizes and differentiates Islamic banking from the global
banking system, which affects the equity-participation procedure. Islamic banking products offer
predetermined returns/profits, which are not fixed, and are not guaranteed. Conventional banking is
based upon both debt systems and equity, which are driven by fixed interest rates. These products
and services have clear and fixed costs and profit systems. Secondly, there is also a problem with the
specific implementation of Islamic banking principles [15]. The inefficient and ineffective knowledge
sharing concerning the rules of Islamic banking, procedures and practices between the employees and
the customers raise problematic concerns in Pakistan.

1.2. Research Objectives and Questions

This study aims to address the research gap identified and the problems discussed in this study
through empirical research on organizational innovation. Organizational innovation is becoming a
dire need of Islamic banks operating in Pakistan and other regions worldwide to solve the problems
identified in this research. This study examines the association between knowledge sharing and
innovation by Islamic banks with a mediating effect on Islamic banks’ learning.

The objectives of this study are as follows:

1. To assess the relationship between knowledge sharing and innovation in Pakistani Islamic banks;
2. To assess the relationship between knowledge sharing and learning in Pakistani Islamic banks;
3. To assess the relationship between learning and organizational innovation in Pakistani

Islamic banks;
4. To assess and test the mediating effect of learning on knowledge sharing and innovation in

Pakistani Islamic banks.

This specific survey places an emphasis on accomplishing the research objectives mentioned
above, and it sought to find the answers to the following questions:

Does a relationship between knowledge sharing and innovation exist in Pakistani Islamic
banks? What is the association between knowledge sharing and learning in Pakistani Islamic banks?
Is there any relationship between learning and organizational innovation in Pakistani Islamic banks?
Does organizational learning mediate the relationship between knowledge sharing and organizational
innovation in Pakistani Islamic banks? This specific research article comprises several sections. The first
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part of the paper presents the introduction, and the second section describes the literature review
analysis, including an investigation of the study background and an outline of the hypotheses.

Chapter three focuses on the methods and materials. Chapter four describes the data, results,
and the analysis concerning the objectives and research questions defined in the introduction section.
Chapter five explains the essential discussions related to the acceptance of the proposed hypotheses
based upon the study results. Section six displays the main conclusions and survey findings. The last
section contains the recommendations and study implications.

2. Critical Literature Review and Hypothesis Building

2.1. The Linkage of Knowledge Sharing and Innovation in Pakistani Islamic Banks (KS and OI)

Knowledge is an excellent source of learning, and organizational learning is always competitive
in the ever-changing market. Organizations require the creation and storage of knowledge, and
the subsequent sharing of this knowledge with employees, individuals, teams and groups working
with them. Knowledge sharing refers to the dissemination of organizational knowledge to all of the
organization’s stakeholders [16]. Knowledge sharing has a critical role in firms’ business growth, since
it supports businesses to generate new ideas, products, or services [17]. Knowledge sharing among
employees ensures the transfer of thoughts, information, insights and experiences, and consequently,
becomes a source of creativity and innovation in organizations [18]. The sharing of knowledge
promotes the transmission of learning between teams, groups and individuals working within the
organizations [19,20]. The purpose of knowledge sharing is to make the experience available to all
the employees of the organization, whenever and wherever it is required to ensure the meaningful
participation of employees [21], which makes the organization competitive [22,23]. In the past few
decades, the literature provides evidence that the Islamic bank industry is growing, both in Islamic and
non-Islamic sectors [24]. The growth of the Pakistani Islamic bank industry has been impressive over
the last two decades [10,15]. Islamic banks follow Islamic principles, procedures, and rules (Sharia’h)
in their transactions [25,26]. Past literature endorses the fact that knowledge sharing strategies
significantly influence a firm’s success through their innovative performance processes. Darroch and
McNaughton (2003) identify the fact that companies which employ better knowledge sharing practices
remain more creative, and have better economic presentation [27]. They use the example that getting
and sharing knowledge about the market in which a bank is serving is vital for encouraging innovation
in banks’ products and services that best fit customer needs [28]. In another study, López-Nicolás and
Meroño-Cerdán (2011) measure the association of knowledge sharing strategies with creativity and
innovation processes in Spanish firms, and they conclude that knowledge sharing policies stimulate
firms’ productivity by expanding their set of innovative skills and capabilities, helping to achieve
sustainable performance [29]. Based on the above-mentioned existing literature on KS and OI, this
proposed study tests the following hypothesis to assess the relationship between knowledge sharing
and organizational innovation in Pakistani Islamic banks, and its effect on achieving sustainable
performance in the Pakistani banking sector.

H1. A significant positive association exists between knowledge sharing and organizational innovation in
Pakistani Islamic banks and the attainment of sustainable performance.

2.2. Linkage of Islamic Banks Knowledge Sharing and Organizational Learning (KS and OL)

Generally, knowledge sharing and learning are an integral part of attaining sustainable performance
in Pakistani banks or organizations; however, knowledge sharing and organizational learning have a
close relationship in Pakistani Islamic banks. Organizational Learning in Islamic banks consists of
the process that leads to knowledge management, which offers organizational innovation in further
stages. Knowledge management positively impacts organizational learning through a positive impact
on innovative behaviors and a change in organizations [30,31]. Knowledge management provides a
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procedure which develops, stores, captures, shares, absorbs and utilizes organizational knowledge.
These constituents of knowledge management are critical to improving organizational performance.
Knowledge sharing is an integral part of an organization’s process of knowledge management.

Moreover, knowledge sharing is an important factor in an organization’s success and survival [32].
The knowledge absorbtion process is also a vital phase of knowledge management (KM). It facilitates
knowledge sharing in businesses, and it improves organizational innovation performance [33]. There
are many concerns in managing and sharing knowledge in organizations; for example, it is an expensive
task, and both people and technology are involved in managing and sharing knowledge. There are also
many political issues involved. Knowledge sharing is usually unnatural, as people are not inclined to
share their experience if it is valuable [34]. In knowledge management, knowledge sharing seems to be
the critical factor [35,36]. There are various kinds of knowledge management categorized in different
ways; however, “tacit” and “explicit” knowledge are the typical basic categories of knowledge. The
literature on knowledge management identifies different topologies for knowledge, with “explicit”
and “tacit” being noteworthy knowledge types [37]. Explicit knowledge comes in written, codified,
articulated or verbalized form. It is easily transferred and transmitted to others. Tacit knowledge is not
in scriptural or coded form. The people themselves hold this kind of knowledge, which they might
have learnt through experiences and situations. As this knowledge type is not in written form, it is
challenging to transmit and share it with others [38,39]. Knowledge also exists at individual and social
levels. Personal knowledge is the knowledge held by individuals, and social knowledge is owned by
the whole community or by a group of people [40,41]. Spender (1996a; 1996b) combines personal and
social knowledge with explicit and tacit knowledge to distinguish four types of knowledge [42,43].
Conscious knowledge is based on facts and figures, models and frameworks which an individual
has and can retrieve from their memory [44]. Automatic knowledge includes the behavioral values,
moral and social values, perceptions and beliefs of an individual, as well as a group or community,
which, over a period of time, are adopted or gained by individuals or community groups [45].
Objectified knowledge is shared and codified knowledge that is explicitly used for professional uses
within organizations [46,47]. Collective knowledge is a kind of knowledge that is rooted in the
forms of communal and organizational practices, and resides further in the tacit experiences of the
workforce [40,48]. Previous studies document that the concept of knowing comprises of thinking,
acquiring, understanding, learning and sharing elements, which have a tradeoff connection [30,31].
In an earlier study, Yang (2007) recognize that knowledge sharing empowers firms to retain the
individual learning flow throughout the firm, and it assimilates for day-to-day use, and he also argues
that employees develop a common understanding through sharing their knowledge, thoughts, beliefs,
experiences and insights; for example, common perceptions and the utilization of daily applications
refer to organizational knowledge. Such sharing practices not only enhance workers’ competencies
through learning, but also contribute to overall organizational success [49]. This research study takes
organizational learning capacity as a concept, and uses a definition given by the study of DiBella (1996).
Within an organization, OL refers to the process or firms’ capacity to maintain or improve their
experience-based performance [50]. Organizational learning involves the acquisition of knowledge
(developing skills and beneficial relationships), knowledge sharing (dissemination to other individuals
of what someone has acquired), and finally, knowledge utilization (learning integration, which is
assimilated, widely available, and might also be generalizable to new circumstances). Frequently,
learning capability is necessary for the sustainable growth and development of businesses in the
banking industry, which can grasp and use the acquired knowledge in daily banking operations to
enhance organizational innovation through knowledge acquisition. The capability to learn frequently
is necessary for sustainable growth and the development of businesses as it allows businesses to
grasp and use the acquired knowledge in daily operations to enhance organizational innovation
through knowledge [51–53]. The method of successful organizational learning through knowledge
and information sharing among employees empowers firms and their employees to imitate their
critical actions and behaviors, in order to gain understanding from an organizational setting at the
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workplace, allowing them to recognize situations and later to understand the conditions and respond
in an appropriate way [6,54].

The existing literature suggests that knowledge sharing permits the banking sector to enhance
organizational learning to achieve sustainable growth. The study proposes a correlational and
explanatory (or causal) hypothesis based upon the literature mentioned above.

H2. Knowledge sharing positively influences organizational learning in Pakistani Islamic banks.

2.3. Linkage of Islamic Banks/Organizational Learning and Innovation (OL and OI)

The organization can progress at large when it enhances the learning system and process by
introducing innovative products and services. Therefore, it will rationally affect improvement in
its products and services, as the learning process of the business firms are rare, causing them
to lose openings developed through the emerging needs of the customers. In a previous study,
Aragón Correa et al. (2007) identifies a significant relationship between organizational learning and
organizational innovation [55]. Further, they claim that, theoretically, organizational learning impacts
corporate innovation, allowing the achievement of sustainable performance [56]. Considering various
dimensions of organizational learning, past literature provides evidence that organizations practice a
higher level of innovation in their processes following competitive learning processes, allowing them
to achieve sustainable performance [57]. Santos et al. (2009), had a similar finding in their study:
That organizations introduce innovative products and services through a very competitive business
environment [58]. Several scholars argud and identify the idea that organizational learning narrates the
prerequisites of corporate innovation, and it positively influences the innovation process [59,60]. These
scholars realize that organizational learning enhances the rate of creativity/innovativeness in products
and services, and previous literature indicates that an association between an increased percentage of
organizational learning and the expansion of creativity in the firms exists [60–62]. The development of
learning emphasizes the requirement for continuous evaluation and adaptation, and it refers to the
rational debate that an organization’s principles reinforce the willingness to adopt innovation and the
inclination of different thoughts [63,64]. Accordingly, this study proposes the following hypothesis:

H3. Organizational learning positively influences organizational innovation in Pakistani Islamic banks.

2.4. The Relationship among Learning, Knowledge Sharing, and Innovation (OL, KS, and OI) in Islamic Banks

Organizational learning provides a platform for the development, retention and dissemination
of knowledge within business organizations, thus ensuring that a reasonable level of organizational
learning is significant for knowledge sharing [65]. Organizations’ employees/workforce might change
their job attitudes through knowledge sharing, which will subsequently affect their job behavior by
stimulating the innovation process and achieving sustainable performance. Therefore, organizational
learning might lead to the development of required information within business firms, which might
create and extend an organization’s internal knowledge sharing process, boosting the innovation
process of the organization. Researchers achieve credible findings and initiate an investigation of
knowledge sharing management, and scholars are increasingly examining the mechanism of knowledge
sharing through OL. Experts have debated the influences of knowledge sharing business firms, and
learning stages and workers have shared their motivational levels and frequently linked them with
their capabilities [66]. The existing body of literature documents that qualifications, work experience,
working relationships and individual income might meaningfully impact the particular KS, motivation
and willingness [67]. A previous study reveals that organizations with employees who possess
less job experience typically have higher intentions of carrying out KS, and scholars identify the
same findings [68,69]. The outcomes of that study indicate that new employees tend to develop
relations with colleagues, creating a channel for KS. Regarding the elements of knowledge sharing
motivations, researchers conclude that “a greater professional level” is the primary motivator of sharing
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for individuals who make a higher income, while employees who are not part of management are
usually interested in sharing to develop “coworkers’ relationships.”

Bilgihan et al. (2016) identify the idea that trust among employees encourages knowledge sharing
behaviors in organizations. Trust typically plays a more significant role in employees being willing
to share and metaphorically use knowledge. The willingness or desire of an employee to share or
use knowledge depends on the knowledge levels of their co-workers who are trusted recipients
of knowledge. The interpersonal trust between, and reputation of, coworkers, significantly affects
employees’ personal experiences within the business organization in terms of sharing, absorbing and
transferring knowledge [70,71]. However, belief is also a necessary element that stimulates knowledge
sharing among individuals [72]. Hence, knowledge sharing encourages the use and exchange of
knowledge within an organization, which provides opportunities for employees to gain the latest
experience that helps them to produce innovative performances. In turn, firms can achieve sustainable
profit in a competitive business environment. Likewise, efficiency in an organizational innovation
helps business firms to introduce new products or services, and it helps to modernize the obsolete
structural and operational processes, which additionally might result in improvements to products
and services to satisfy buyers and other stakeholders. Thus, the existing body of literature helps to
categorize it in two phases. The first stage focuses on emphasizing the processes and mechanisms by
which knowledge sharing contributes to organizational innovation performance, and the second phase
identifies the factors which can mediate this mechanism. Based on the above-cited existing literature,
this survey review identifies that organizational learning mediates the relationship between knowledge
sharing and innovation in Pakistani Islamic banks. Based on the study review, the following hypothesis
is proposed to examine this association between knowledge sharing and innovation in Islamic banks
through the mediation of organizational learning:

H4. Organizational learning mediates a relationship between knowledge sharing and organizational innovation
in Islamic banks.

2.5. Research Framework

Based upon the hypotheses of the current study and the literature cited in thesubsequent research
framework, this study proposes the below model, which significantly affects employees’ experiences in
sharing, absorbing and transferring knowledge within an organization. Figure 1 shows the impact of
knowledge sharing on organizational innovation through a mediating effect of organizational learning.
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3. Methods and Materials

3.1. Research Instruments

This study proposes a model consisting of three factors to present the study framework. In this
model, knowledge sharing (KS) in Islamic banks is the independent factor, organizational innovation
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(OI) is the dependent factor, and learning by Islamic banks is the mediating variable. This study selects
survey items from previous studies with suitable adjustments in some mandatory sections.

3.2. Designing a Questionnaire

This study develops and distributes revised items of the selected variables through a self-structured
survey that was completed by selected respondents of the targeted population to collect the desired
data through a random sampling technique. This study invited participants, such as Branch Heads,
Assistant Vice Presidents (AVPs), Managers of Operations, Marketing Managers, Relationship Managers,
Managers of Sales and Credit Officers, from various banks. Participants were well-informed and
trained on the study purpose, and we assured participants that all data received were kept strictly
confidential. The survey also obtained information about the respondents’ general profiles; for instance,
age, education level, gender, profession and residential area. The study invited respondents from the
Mirpur division, Rawalpindi and Islamabad, Pakistan. The questionnaire utilized a five-point Likert
scale, which required individuals to rate their agreement from 1 (strongly disagree) to 5 (strongly agree).

3.3. Sample Size—Target Population

The population sample size contains the correct responses and focuses strictly on respondents
from the Mirpur division, Rawalpindi and Islamabad, Pakistan. The respondents were required to be
educated to at least a degree level. This study invited participants from six Pakistani Islamic banks,
namely the Meezan Bank, Albaraka Bank, Dubai Islamic Bank, First Dawood Islamic Bank, Bank
Islami Pakistan and the Emirates Global Islamic Bank, and respondents were selected from a list of
the top Islamic banks in Pakistan published by the State Bank of Pakistan (SBP) in a report in 2018.
We contacted the officials of the selected banks through personal visits and phone calls to clarify the
purpose of this study, as well as to request that their officers/employees would contribute actively to
this survey. The researchers omitted some respondents, as they were hesitant to answer questions
during the pilot test, and they were not willing to participate in the study. We educated and trained
the respondents about the survey’s purpose, and the researchers gave the respondents 14 days to
understand and to fill out the survey. The banks permitted their employees to participate in the survey,
and we selected the scales from the literature to make an initial set of constructs. This study used a pilot
study to check the effectiveness of the review well before starting the initial review. The participants of
the pilot study were academicians, managers and officials with profound information and awareness
of knowledge sharing, OI, and OL. Overall, we distributed 554 questionnaires among the employees
of the six selected Islamic banks, and received back 287 complete and valid questionnaires (51.80%).
The authors received 267 (48.20%) incomplete forms, which was a similar response rate to previous
studies measuring knowledge sharing in a similar population [73]. We employed the technique of
Armstrong and Overton (1977) to measure the possible non-response bias. We applied the Chi-square
test and t-test to link the initial one hundred responses and the final one hundred responses based on
the demographics, which comprised education level, age and gender. There was no observation of the
substantial difference between the two selected sets of respondents at p-values higher than 0.05, which
suggested that no common method bias existed.

3.4. Data Processing of the Questionnaires

The researchers distributed 554 surveys among the employees and managers of six Pakistani
Islamic banks operating businesses throughout Pakistan, and received back complete and valid forms
of inquiries (51.80%). We received 287 adequately-filled-out forms of the survey, and scrutinized them
to confirm the accuracy of the data. This study processed the collected data and analyzed it by applying
the analytical tool, a software package called the Statistical Package for the Social Sciences (SPSS-V-23).
In the final step, the statistical analysis interpreted the results to provide useful insight and valuable
evidence for the evaluation of the underlying factors. Figure 2 presents the three phases of the data
collection procedure and see questionnaire items (Appendix A) which presents all the constructs. In the
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first phase, the authors selected the knowledge sharing of Islamic banks as an independent variable
that influences the sustainable performance of Islamic banks. Organizational learning mediates a
relationship between knowledge sharing and innovation (OI) in Islamic banks.

In phase two, through a pilot study, we gained a clear understanding of the reliability of the
questionnaire items and modified it accordingly. In the third and final phase, we conducted the survey
and received data from the respondents. Figure 2 presents data collection proce.
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Table 1 demonstrates the results of the detailed characteristics of this study sample. From a
sample of 287 participants, 232 (80.80%) were male, and 55 (19.20%) were female employees of the six
Islamic banks operating in Pakistan. The items used were relevant to the factors explored, such as KS,
organizational learning and organizational innovation in the respective banks.

Table 1. Demographic Characteristics.

Characteristics Frequency (f) Percentage (%)

Gender
Male 232 80.8

Female 55 19.2
Experience

1–5 years 95 33.1
6–10 78 27.1

11–15 63 22.0
>15 51 17.8

Age
21–30 years 69 24.0

31–40 123 42.9
41–50 57 19.9
>50 38 13.2

Education
Intermediate 23 8.0
Graduation 119 41.5

Masters 145 50.5
Total 287 100

3.5. Variable Measurement

This study evaluates and measures the reliability and the validity of the selected instruments
applied by scholars in the earlier research studies by taking the dimensions of the scales. The study
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also incorporates constructs by selecting relevant items by using a five-point Likert-scale to evaluate
the scale items from 1 (strongly disagree) to 5 (strongly agree).

3.5.1. Knowledge Sharing of Pakistani Islamic Banks

This study reviews and evaluates knowledge sharing in Islamic banks by using five constructs
adopted from a previous research study by Bock and Kim (2002), as explained in Table 2. These
five constructs were knowledge sharing attributes including attitudes, behaviors and willingness of
participants to share their knowledge and information, as well as the expectations of the procedure of
knowledge sharing in terms of rewards and deep associations with their peers and colleagues [75].

Table 2. Constructs of knowledge sharing (KS).

Construct Definition References

Expected rewards One’s belief that he/she will have rewards after
sharing his/her knowledge with others. [76–79]

Expected associations One’s belief that after sharing knowledge, his/her ties
with other employees will strengthen. [80–84]

Expected contribution One’s belief that after sharing his/her knowledge, the
overall performance of the firm will increase. [85–88]

Attitude toward KS Level of someone’s pleasant emotions after sharing
his/her knowledge [89–92]

Knowledge sharing behavior Level of knowledge shared by someone. [93–96]

3.5.2. Organizational Innovation

The literature contains a variety of measures used to determine innovation from a productivity
point of view (e.g., innovative processes and products), inputs (research and development spending),
or timings (innovators, early adopters, late adopters, and laggards). Consistent with Manu (1992),
the current research employs three kinds of innovation as measures—administrative, product and
processes—to describe the level of innovation, the resources banks spend on such changes and whether
the innovation is reactive or proactive [97]. See Table 3 below;

Table 3. Constructs of organizational innovation (OI).

Construct Definition of the Construct References

Product innovation
Product innovation is the outcome of processes involving time, individuals,

teams and training to develop and offer new products or services. It refers to a
tendency to introduce new products or services.

[97–101]

Process innovation
The innovation process requires numerous changes. It also refers to the tendency
to introduce new products or services. The innovation process demands a quick

reaction to new procedures introduced by competitors in the market.
[97–100,102]

Administrative
Innovation

Administrative innovation refers to the novelty within the systems of the
organizations. Managers look for new and useful administrative systems. It also

relates to a tendency to introduce new administrative systems.
[97–99,101]

3.5.3. Organizational Learning

This study emphasizes the utilization of the model of organizational learning introduced by Huber.
This study analyzes the literature and examines the previous studies conducted by Lei et al. (1999) and
Slater and Narver (1993), as well as empirical studies executed by Hurley and Hult, (1998), Baker and
Sinkula (1999), Jerez-Gomez et al. (2005), and Tippins and Sohi (2003), on the concept of organizational
learning [59,103–107]. This study adopts the items on organizational learning from the previous work
of Perez Lopez et al. (2004) [108]. Table 4 demonstrates the selected constructs of instruments, which
contain four dimensions of the corporate learning process: Knowledge acquirement, distribution,
interpretation and corporate memory.

This present study assesses organizational learning as a single concept through a proposed model
containing its four sub-dimensions. See Table 4 below;
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Table 4. Constructs of organizational learning (OL).

Construct Definition References

Acquiring Knowledge

The personnel often participate in shows and events to
gain knowledge.

Our firm has an original and consolidated research and
development policy. The firm regarly tests creative thoughts and

tactics in the workplace.

[105,106,108]

Distributing Knowledge

This firm takes proper actions to ensure the distribution of the best
practices between diverse activities. Some people in the firm

participate in different divisions or teams, and they perform as
connections among them. Some personnel have the responsibility

of gathering, accumulating, and disseminating workers’
recommendations.

[104–106,108]

Interpreting Knowledge

All employees of our firm convey a similar goal to which they are
dedicated. Workers exchange experiences and knowledge

through mutual conversions. Our firm usually practices and
encourages teamwork.

[103,106,108]

Organizational Memory

This firm has a complete record of employees/experts concerning
their area of specialization. If anyone needs to, he/she can find it at
any time. Our firm has a complete database of its customers. All

employees have access to the business firm’s databases and
records. The firm updates the databases regularly.

[103,104,106–108]

3.5.4. Control Variables

Regarding the demographics of the sample in this study, control variables such as gender and
education were selected to explore the possible variations between Islamic banks and their potential
impacts on organizational innovation development. Wang and Hou (2015) also selected gender and
education as control variables in their study [73].

3.6. Methods Used for Analyzing Data

This study applied AMOS, a method of the analysis of moment structures, to measure validity, and
in the next stage, the study examined the SEM structural model by performing a structural equation
modeling to test the model’s hypotheses, which consisted of the responses of respondents working in
the top six Islamic banks of Pakistan. The authors collected the survey forms from the respondents,
screened them, and included only the properly filled out forms. This study applied SPSS and AMOS
software version 24 for proper analysis, and the results revealed decent validity and a satisfactory level
for the confirmatory factor analysis (CFA).

4. Results and Analysis

4.1. Evaluating the Measurement Model

We calculated the Cronbach’s alpha values of all of the items on the scales to examine the reliability,
which was 0.82 to 0.93. All of the Cronbach’s alpha values were higher than 0.70, which was appropriate
according to the standard [109] described by Nunnally and Bernstein (1994). The study applied CFA to
measure the discriminant and convergent validity of the proposed research model. The factor loading
values were 0.67 to 0.99, which is beyond the standard range of 0.60, at p < 0.001, and the sum of the
composite reliability (CR) presents values within the limits of 0.82 to 0.92, which is also above the
threshold level of 0.70. The results show AVE (the sum of the average variance extracted) values from
0.55 to 0.79, which is was more than the cut-off point of 0.50.

The study applies various methods and tools to assess and evaluate the convergent validity, and
the results indicate that all of the constructs of this proposed study present a satisfactory level for the
research instrument. Hair et al. [110] suggests a threshold level of 0.5, and this proposed model also
measures reliability, discriminant validity and the concurrent validity of all items before examining the
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hypotheses of this designed model. Table 5 provides the standard deviation (SD), mean (M), AVE,
factor loading, Cα and CR values of all items and constructs.

Table 5. Reliability and Validity.

Construct Mean SD Item Loading AVE CR Cα

KS 3.58 0.52 KS-1 0.73 *** 0.71 0.92 0.93
KS-2 0.95 ***
KS-3 0.68 ***
KS-4 0.99 ***
KS-5 0.78 ***

OI 3.72 0.60 OI-1 0.88 *** 0.79 0.92 0.92
OI-2 0.85 ***
OI-3 0.92 **

OL 3.52 0.50 OL-1 0.76 *** 0.55 0.82 0.82
OL-2 0.77 ***
OL-3 0.67 ***
OL-4 0.75 ***

Note: ***p < 0.001.

This study measure the average variance extracted (AVE) values by adopting Fornell and Larcker’s
(2018) measures of AVE for the assessment of discriminant validity (CV) [111]. Table 6 demonstrates
the square root values of the AVE for the entire constructs (see the diagonal elements in italics). They
indicate satisfactory relationships among the constructs of this proposed model and prove that the
discriminant validity (DV) is acceptable.

Table 6. AVE and Correlations.

Construct KS OI OL RG RE

Knowledge sharing 0.74
Organizational innovation 0.49 0.84

Organizational learning 0.63 0.46 0.79
Gender –0.14 –0.01 –0.33 1

Education 0.12 0.13 0.18 0.01 1

This study determines the fitness of the model through various critical indicators, including the
goodness-of-fit index model (GFI), the Chi-square minimum/df (CMIN/df), and the root-mean-square
error (RMSE) of the approximation. Further, the incremental fit measures, including the
adjusted-goodness-of-fit index (AGFI), the normed-fit-index (NFI) value, and the comparative-fit-index
(CFI) value, were measured. The parsimonious fit measures including the parsimony-normed-fit-index
(PNFI) value and the parsimony-goodness-of-fit-index (PGFI) values were measured. Table 7 represents
that all of the fitness indicators met acceptable standards, and the results indicate that the model of this
current research has acceptable validity and reliability.

Table 7. Fit index of the confirmatory factor analysis (CFA) model.

Fit Index Score Recommended Threshold Value

Absolute Fit Measures
CMIN/df 1.549 ≤2 a; ≤5 b

GFI 0.894 ≥0.90 a; ≥0.80 b
RMSEA 0.040 ≤0.80 a; ≤0.10 b

Incremental Fit Measures
NFI 0.920 ≥0.90 a
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Table 7. Cont.

Fit Index Score Recommended Threshold Value

AGFI 0.869 ≥0.90 a; ≥0.80 b
CFI 0.974 ≥0.90 a

Parsimonious Fit Measures
PGFI 0.727 Greater is good
PNFI 0.803 Greater is good

Note: a: Acceptability: Yes, acceptable; b: Acceptability: Marginal.

4.2. Evaluation of the Structural Model

In this proposed study model, we measured and affirmed the validity and reliability values of
these selected measurement models. In the next phase, we evaluated the process by describing how to
measure/assess the outcomes of an inner structural model. This study review applied a statistical tool,
SEM (Structural Equation Modeling) to determine the proposed/formulated hypotheses. Figure 3 and
Table 8 present the findings of this study. Figure 3 presents the outcomes of the model.
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Table 8. Structural model results.

Hypothesis Relationships Proposed Effect Estimates p Results

H1 KS–OI + 0.732 *** <0.001 Supported
H2 KS–OL + 0.565 *** <0.001 Supported
H3 OL–OI + 0.226*** <0.001 Supported
H4 KS–OL–OI + 0.129 *** <0.001 Supported

(C/V) Gender–OI + –0.035 0.358 Not supported
(C/V) Education–OI + 0.187 *** <0.001 Supported

Note: + = positive effect, C/V = Control variables, *** p < 0.001

4.2.1. Analysis of the Study Model Showing a Direct Effect

The results of the survey presented in Table 9 and Figure 3 describe the immediate impacts of the
independent and dependent variables. H1 claims, “A significant positive association exists between
knowledge sharing and organizational innovation in Pakistani Islamic banks and the achievement of
sustainable performance.” The findings confirm the presence of a statistically significant, positive and
considerably large impact, and the results confirm all of the proposed hypotheses of the study with an
overall satisfaction level.
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H1 describes the positive relationship between knowledge sharing in Islamic banks and
organizational innovation, and the study outcomes (KS = 0.732, p = 0.000) confirm H1.

In formulating H2, this review claimed, “Knowledge sharing positively influences organizational
learning in Pakistani Islamic banks.” Accordingly, H2 describes a positive effect of knowledge sharing
on learning in Islamic banks, indicating an organizational learning environment. The findings of
Table 9 endorse H2 (KS = 0.565, p = 0.001).

For H3, the study review stated, “Organizational learning positively influences organizational
innovation in Pakistani Islamic banks.” The study developed H3, and claims that learning in Pakistani
Islamic banks (OL) has a positive impact upon organizational innovation. The study outcomes, as
shown in Table 9, endorse H3 and the study findings (OL = 0.226, p = 0.001) confirm the validity of H3.

Concerning the validity of H4, this model proposed, “Organizational learning in Islamic banks
mediates a relationship between knowledge sharing and organizational innovation in Islamic banks.”
The results presented in Tables 8 and 9 endorse H4 and confirm its validity. The results (OL = 0.129,
p = 0.001) indicate that organizational learning in Pakistani Islamic banks mediates the relationship
between KS, and OI in Islamic banks, as indicated in Tables 8 and 9. The results (Gender = −0.035,
p < 0.358) also depict that there is no significant linkage between gender and organizational innovation
(OI) in Islamic banks.

Table 9. Analysis of total, indirect, and direct effects.

Dependent Factor/Predictor OL OI KS

Direct effect

OI 0.565 0.732 0.275
OL 0.129

Total effect—OI 0.683
Indirect effect—OI 0.408

Note: OL represents organizational learning, OI represents organizational innovation, and KS represents
knowledge sharing.

4.2.2. Analysis of Total and Indirect Effects

This study proposed hypotheses for examining the linkages among selected variables of the
proposed study model. The study survey was performed to analyze and assess the direct effects of
knowledge sharing on organizational innovation practices in Islamic banks. This research review
also inspected the indirect impact of knowledge sharing practices in Pakistani Islamic banks on
bank/corporate learning culture.

The results presented in Table 9 represent the findings of this survey, and they endorse the
proposed model’s hypotheses. The findings of this review show the impacts of knowledge sharing
and innovation for attaining sustainable performance in Islamic banks through the mediation of
organizational learning. The results of this review reveal that the indirect effect of knowledge sharing
on organizational change is more significant than its direct impact, as indicated (0.408 > 0.275) in
Table 9. This study selected gender and education as control variables, and the results show that
an appropriate level of education is associated with a significant positive effect on the progress of
OI. The findings indicate that a higher level of employee knowledge influences an organization’s
innovation capacity. The estimated value of education (Edu. = 0.187, p < 0.001) endorses the impact of
the education level of the employees on OI.

5. Discussion

This detailed study review investigates the effects of knowledge sharing on organizational
innovation practices in Pakistani Islamic banks through the mediating impact of corporate learning
practices. The proposed study model was used to perform a focalized investigation to explore the
direct influence of knowledge sharing in Islamic banks on innovation practices in banks and other
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organizations operating in various cities of Pakistan. This research review also examines the indirect
effects of knowledge sharing on learning processes in Pakistani Islamic banks. Organizational learning
in Islamic banks refers to the procedures which create, retain and transfer knowledge among the
employees of an organization. However, organizations improve over time, and they gain experience,
establishing a broader body of knowledge, which improves their organization ability, for instance,
organizational methods can enhance production efficiency and lead to the development of beneficial
relationships with investors. Knowledge comes from four different units, and an organization
gains knowledge in four forms of learning through organizational communities such as groups and
individuals, and through organizational and inter-organizational methods. The rate of organizational
learning is influenced by employees’ personal capacity, proficiency, structures and technological
improvements in the organizations, routines and methods of coordination [112]. Organizational
learning occurs through the processes of organizational communities such as individuals and various
groups, departments and divisions, and it changes as a result of organizational experience [113].

The methods of successful and advantageous organizational learning enhance knowledge sharing
among employees within the organizations, and empower business firms to initiate critical actions and
behaviors to gain the organizational settings in order to identify the real situation. Later, it helps the
employees to understand the conditions and respond to circumstances accordingly [6,54].

The existing body of literature on knowledge sharing permits the banking industry to improve
organizational learning, allowing it to attain sustainable growth. Earlier studies provide evidence that
the idea of knowing consists of understanding, thinking, acquiring, learning and sharing information,
which shows a tradeoff connection [30,31]. Yang (2007) reports that knowledge sharing permits
organizations to gain individual learning flow, and it integrates the day-to-day consumption of
knowledge. In addition, he argues that the employees of an organization typically develop a common
understanding by sharing gained knowledge, thoughts, beliefs, experiences and insights, common
empathy, and the use of applications, factors which refer to organizational knowledge. Knowledge
sharing practices enhance the skills of the employees through the learning process, and they also
contribute to the overall performance and growth of an organization [49]. Knowledge sharing and
organizational learning are critical for organizations to attain sustainable production, and these
are closely associated with each other. Knowledge sharing has evolved to represent indispensable
knowledge, and researchers consider it to be a requirement of the innovation process. Therefore, the
introduction of practical and effective organizational learning approaches is an efficient and effective
source of organizational learning [30,31].

Knowledge management has three major dimensions: Knowledge acquisition, conversion and
the applications of knowledge. In business organizations, knowledge sharing is an integral part
of the process of knowledge management. The model of knowledge management (KM) presents
the following outlines: Knowledge development, knowledge acquisition, knowledge refinement,
knowledge sharing, knowledge transfer and the use of the knowledge. All of these activities lead
to improvements in organizational performance. Knowledge sharing has two dimensions, which
are collecting and donating knowledge, and these are the further sub-dimensions of knowledge
management within the organizational learning environment. Typically, knowledge sharing is a
critical issue in business firms, and it leads to an organization’s success or survival [32]. In a previous
study, Aragón Correa et al. (2007) identify that a positive relationship exists between learning and
organizational innovation processes in business organizations [55]. In addition, they claim that,
theoretically, organizational learning impacts organizational innovation, leading to the achievement of
sustainable performance [56]. Considering the various dimensions of organizational learning, past
literature provides evidence that organizations practice a higher level of innovation in their processes
through the competitive learning processes, thereby achieving sustainable performance [57]. Santos et
al. (2009), claim the same findings in their study, showing that organizations introduce innovative
products and services to compete in a very competitive business environment [58]. In the literature,
scholars argue and identify that organizational learning is a prerequisite of the innovation process,
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and it positively influences the innovation process [59,60]. These scholars realize that organizational
learning improves the rate of change in products or services, and previous literature reveals that there is
a relationship between the increasing rate of learning and the expansion of innovation in firms [60–62].

The developments of learning emphasizes the requirements for continuous evaluation and
adaptation, and it refers to the rational debate that an organization’s principles reinforce its willingness
to adopt innovative strategies, and its inclination to have original thoughts [63,64].

The existing body of literature documents the theory that qualifications, work experience, working
relationships and individual income might meaningfully impact knowledge sharing, motivation and
willingness [67]. A previous study reveals that organizations with employees who have less job
experiences typically exercise greater intentions of knowledge sharing, and scholars identified the
same findings [68,69]. Bilgihan et al. (2016) identifies the idea that trust among employees encourages
knowledge sharing behaviors in organizations. However, belief is also an essential element, which
stimulates knowledge sharing by individuals [72]. Likewise, efficiency in the organizational innovation
process helps with the introduction of new products or services, and it helps to modernize the obsolete
structural and operational processes, which additionally might result in improved products and
services, thereby satisfying buyers and other stakeholders. Thus, the existing body of literature helps
to categorize it into two phases.

The first stage focuses on the processes and mechanisms of how knowledge sharing contributes to
an organization’s innovation performance, and the second phase identifies the factors that can mediate
this mechanism. Based on the above evidence, this study survey identifies that learning in Islamic
banks mediates the association between knowledge sharing and innovation in Islamic banks.

6. Conclusions

The existing body of scientific literature provides evidence that knowledge sharing practices in
Islamic banks significantly affect innovation processes in firms. Thus, firms’ creative capabilities and
the organizational practices of the knowledge sharing environment are critical. Knowledge sharing
permits employees to share their experiences and knowledge, thereby promoting the innovation
process. This study integrates the existing body of literature on knowledge sharing and develops four
hypotheses to examine how knowledge sharing influences the innovation processes carried out by
employees of Pakistani Islamic banks directly and indirectly. The findings of this defined framework
endorse the proposed claims, and the results confirm the validity of all of the assumptions. The results
show a substantial positive linkage between knowledge sharing and organizational innovation in
Pakistani Islamic banks. The results also endorse the presence of a strong and positive association
between organizational innovation and learning in Islamic banks. The survey findings present a
positive association between knowledge sharing and learning in Islamic banks, and the outcomes of
this study assessment indicate that knowledge sharing among employees helps to boost organizational
innovation, both indirectly and directly, by establishing organizational learning systems or developing
a learning culture within the employees of the organizations to stimulate the sharing, debating and
practicing of the concepts of innovation. Titi Amayah (2013) identifies that knowledge sharing by
employees is a critical component for Islamic banks to attain feasible advantages to achieve their
business objectives in terms of knowledge economy [114]. Titi Amayah (2013) also reported that
knowledge sharing is a challenging task for Islamic banks because of continuous personnel knowledge
growth, and the interchangeability of knowledge with organizational memory [114].

The findings of this study survey indicate a direct effect of independent (KS) and dependent OI)
variables, as indicated in Table 9. H1 claims that “A significant positive association exists between
knowledge sharing and organizational innovation in Pakistani Islamic banks and the attainment of
sustainable performance.” The results confirm a statistically positive and substantial impact and agree
with the proposed hypotheses of this study model. H1 describes a positive relationship between
the knowledge sharing in Pakistani Islamic banks and organizational innovation, and the results
confirm H1. H2 states that “Knowledge sharing positively influences organizational learning in
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Pakistani Islamic banks." Therefore, H2 describes significant positive impacts of knowledge sharing
on learning in Islamic banks, and it forms the organizational learning environment in Islamic banks.
The findings shown in Table 9 endorse H2. H3 states that “Organizational learning positively influences
organizational innovation in Pakistani Islamic banks.” The study claims that learning (OL) in Pakistani
Islamic banks has a positive impact on organizational innovation. The study results confirm the
validity of H3, as shown in Table 9. H4 claims that “Organizational learning in Islamic banks mediates
a relationship between knowledge sharing and organizational innovation in Islamic banks.” The results
confirm the validity of H4, as shown in Tables 8 and 9. The results reveal that organizational learning
in Islamic banks mediates the link between knowledge sharing and innovation (KS and OI) in Islamic
banks. The study findings also indicate that there is not a strong association between gender and
organizational innovation (OI) in Islamic banks. The results show that organizational learning in
Islamic banks mediates the relationship between knowledge sharing and innovation in Islamic banks.
Thus, knowledge sharing and organizational learning are an integral part of achieving a sustainable
performance in business organizations, and knowledge sharing and learning are closely interlinked and
associated in Islamic banks. The process of organizational learning leads to knowledge management,
which leads to further innovation. Knowledge management positively impacts learning in Islamic
banks, and it has a positive impact on innovative behaviors and change in organizations [30,31].

The primary purposes of the model were to scrutinize the influences of knowledge sharing practices
on organizational innovation processes and to determine how organizational learning applications
help Islamic banks operating in diverse cities in Pakistan. Banks use knowledge sharing to build new
capabilities to initiate marketing activity and adopt various strategies to enhance profitability. This study
develops a conceptual model/framework by utilizing organizational learning and resource-based-view
(RBV) theory, and debates that investment in knowledge sharing and innovation processes might
support the development of marketing-related skills [115]. The findings suggest that it is critical
for Islamic Banks and other organizations to merge knowledge sharing practices in their marketing
strategies to increase customers’ engagement and improve their performance [116]. This study model
indicates that knowledge sharing among employees has significant effects on organizational innovation
through the mediating impact of organizational learning on attaining enhanced performance [117].
The findings of this particular survey provide thought-provoking facts about Pakistani Islamic banks,
and the results contribute to the existing body of literature on KS, OI, and OL, as this study explores the
association between knowledge sharing and innovation processes in Islamic banks using learning as a
mediation variable [118–122]. The findings provide useful managerial insight into the productivity of
knowledge sharing applications within organizations. This specific framework contributes to scientific
knowledge by bridging gaps in the literature. This study significantly contributes, both theoretically
and practically, to information on knowledge sharing and organizational learning, and their effects
on organizational innovation in Islamic Banks operating in Pakistan [123–126]. This study offers
a conceptual background, defines the research procedure and available data set from the selected
respondents, conducts analyses and provides results, links the findings with theory and practices, and
clarifies potential future research areas.

7. Recommendations and Implications

The Islamic banks operating in Pakistan should consider promoting a culture of practicing
knowledge sharing among their employees by introducing the direct integration of knowledge sharing
through organizational strategies, or by motivating and training employees. This might change their
behaviors and attitudes towards the adoption of knowledge sharing for the promotion of innovation
processes. Islamic banks need to emphasize the procedures of knowledge sharing and organizational
learning among existing employees, since the efficiency of the knowledge sharing process depends
upon the behavior and attitudes of the employees at large. The comprehensive analysis conducted in
this study about employees’/workers’ attitudes suggests that the promotion of knowledge sharing
permits Pakistani Islamic banks to develop an ideal, promising and appropriate environment for
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practicing knowledge sharing. Accordingly, Pakistani Islamic bank management needs to emphasize
the launching of policies to educate and train employees through educational development and training
programs. This is a critical and valuable source of promoting knowledge sharing and creativity in
Pakistani Islamic banks. This study also has some limitations. The research survey had a cross-sectional
design; therefore, it offers the cause and effect relations between the selected variables, which might
seem to vary in the long term. Researchers might consider carrying out longitudinal studies in
the future to avoid these limitations and thus provide improved results. These findings cover the
service-providing organizations and Islamic Banks in the context of the Pakistani Islamic banking
sector. Future studies might focus on covering different research settings to present an overall view
of the predicting variables. The findings of this specific study offer insightful evidence through
empirical research, which describe the positive and substantial effects of knowledge sharing and
organizational learning on the development and promotion of corporate innovation to ensure the
long-term sustainable growth of Pakistani Islamic banks. The findings indicate that knowledge-sharing
practices are critical, as knowledge is the most valuable resource of an organization for developing
advantageous relations among co-workers, and motivating employees enhance their knowledge
sharing attitudes and behavior to promote a learning culture and sustainable growth. Knowledge
sharing practices and creativity permit business managers, supervisors and other officers to build an
innovative culture, which encourages the development of organizational innovation process in Islamic
banks operating in Pakistan, leading to sustainable professional progress.
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Appendix A

Table A1. Please Tick (X) in each, which best describes the level of knowledge sharing in your bank.
1 = VR: Very Rarely, 2 = R: Rarely, 3 = M: Moderately, 4 = F: Frequently, 5 = VF: Very Frequently.

Items Knowledge Sharing [76–79,89–96] VR R M F VF

KS-1 I expect to receive monetary rewards in return for my knowledge sharing.

KS-2 I expect to receive additional points for promotion in return for knowledge
sharing.

KS-3 I expect to receive an honor such as educational opportunity in return for my
knowledge sharing.

KS-4 My knowledge sharing would strengthen the tie between me and existing
members in the bank.

KS-5 My knowledge sharing would get me well acquainted with new members in
the bank.

KS-6 My knowledge sharing would expand the scope of my associations with
other members in the bank.

KS-7 My knowledge sharing would draw smooth cooperation from members
in future.

KS-9 My knowledge sharing would help other members in bank to solve problems.

KS-8 My knowledge sharing would make strong relationships with members who
have common interests in the bank.
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Table A1. Cont.

Items Knowledge Sharing [76–79,89–96] VR R M F VF

KS-10 My knowledge sharing would create new business opportunities for bank.

KS-11 My knowledge sharing would improve work processes in the bank.

KS-12 My knowledge sharing would increase the productivity in the bank.

KS-13 My knowledge sharing would help the bank to achieve its performance
objectives.

KS-14 My knowledge sharing with other bank members is good.

KS-15 My knowledge sharing with other bank members is pleasant.

KS-16 My knowledge sharing with other bank members is valuable.

KS-17 My knowledge sharing with other bank members is wise.

KS-18 I will share my knowledge with more bank members.

KS-19 I will always provide my knowledge at request of other bank members.

KS-20 I intend to share my knowledge with other bank members frequently
in future

KS-21 I try to share my knowledge with other organizational members in an
effective way

KS-22 I will open my knowledge to anyone in the organization if it is helpful to
the bank.

Table A2. Please Tick (X) in each item the number that best describe Organizational Innovation for
your bank. 1 = MWC: Much weaker than the competitor, 2 = WC: Weaker than the competitor, 3 = EC:
Equal to competitor, 4 = SC: Stronger than the competitor, 5 = MSC: Much stronger than the competitor.

Items Organizational Innovation [97,100–102] MWC WC EC SC MSC

OI-1 Efforts to develop new products/services in terms of hours/person, teams
and training involved.

OI-2 Pioneer disposition to introduce new products/services.

OI-3 Number of new products/services introduced.

OI-4 Efforts to develop new products/services in terms of hours/person, teams
and training involved.

OI-5 Pioneer disposition to introduce new products/services.

OI-6 Number of new products/services introduced.

OI-7 Novelty of administrative systems.

OI-8 Search for new administrative systems by managers.

OI-9 Pioneer disposition to introduce new administrative systems

Table A3. Please Tick (X) in each item the number that best describe Organizational Learning for your
bank. 1 = SD: Strongly Disagree, 2 = D: Disagree, 3 = N: Neutral, 4 = A: Agree, 5 = SA: Strongly Agree.

Items Organizational Learning [103–106,108] SD D N A SA

OL-1 The personnel often participate in shows and events.

OL-2 Our bank has a resourceful & consolidated research and development
policy.

OL-3 Our bank test creative thoughts and tactics on workplace regularly.

OL-4 Our bank takes proper mechanisms to ensure the distribution of the best
practices between the diverse fields of the activity.

OL-5 Some people in the bank participate in different divisions or teams, and
they perform as connections among them.

OL-6 All employees of our bank convey the similar goal to which they sense
dedicated.

OL-7 Workers exchange experiences and knowledge through mutual
conversion.

OL-8 Our bank usually practices and encourage teamwork.

OL-9 Our bank has a complete record of employees/experts with respect to
their area of specialization. If anyone needs, he/she can find at any time.

OL-10 Our bank has a complete database of its customers.

OL-11 All the employees are having access to bank’s databases and records.
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