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Abstract 

An examination of the literature on human resource management (HRM) and inno-

vation reveals a lack of understanding regarding the mechanism through which 

HRM and innovation are connected. To address this, the present study proposes a 

moderated mediation model to elucidate the relationship between HRM, specifically 

its novel High Performance Work Systems (HPWS), and innovative work behaviour 

(IWB). This model suggests that employee creativity serves as a mediator between 

HPWS and innovative work behaviour. Furthermore, the proposed framework incor-

porates the moderating influence of knowledge sharing on the relationships between 

HPWS, employee creativity, and innovative work behaviour. The study employed a 

quantitative methodology with a cross-sectional design, focusing on academic staff 

at federal and state universities in Nigeria. A self-administered questionnaire was 

utilised to gather data from 307 employees. The statistical analysis was conducted 

using SmartPLS 4 software. The findings demonstrated that employee creativity 

served as a partial mediator in the association between HPWS and IWB, explain-

ing 75.6% of the variance. Furthermore, the study confirmed that knowledge shar-

ing moderated the influence of HPWS on both employee creativity and IWB. The 

research proposed a novel explanation for the connection between HPWS and inno-

vative work behaviour, addressing the identified gap that potentially involves numer-

ous variables acting as intermediaries or influencing factors. This suggests the need 

for further exploration to uncover additional potential mechanisms.
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1.  Introduction

In response to mounting challenges from globalization, shifts in higher education 
funding models, and fluctuating supply and demand dynamics, numerous higher 
education institutions worldwide are striving to remain viable and gain competitive 
edges through innovative approaches [1]. Furthermore, in the contemporary era of 
digitalisation and globalisation, the demand for employees possessing creativity and 
innovative capabilities as fundamental attributes is becoming increasingly prevalent 
[2]. Organizations that fail to embrace innovation risk a gradual decline leading to 
their eventual collapse [3]. The key to an organization’s long-term success lies in its 
ability to innovate [4]. This is particularly vital in rapidly dynamic markets like educa-
tion [3]. The dynamic nature of the education field necessitates that universities, as 
hubs of knowledge, promote innovative work practices among their employees to 
excel in the current environment [5]. An example of this is the restructuring of courses 
and curricula, along with the implementation of innovative educational approaches 
[6]. This dynamic landscape demands that employees adopt innovative methods 
and initiatives to effectively fulfil their job responsibilities [5]. However, while there is 
an increasing focus on corporate innovation, limited research exists on methods to 
encourage individual-level innovation within organizations [7].

Nigeria has the largest higher education sector in Africa, accommodating millions 
of students across numerous institutions. However, despite this substantial enrolment, 
the quality of education offered by Nigerian universities has significantly declined in 
recent years [8]. This decline is deeply linked to inadequate funding, insufficient lec-
turers, poor infrastructural facilities, an unstable academic calendar, academic corrup-
tion, insecurity, brain drain, weak leadership, poor research output, and limited staff 
development, all of which profoundly affect innovation [8]. In this respect, Odiaka [9] 
suggested that research examining the understanding of high-performance work prac-
tices, policies and guidelines across organisations and industries would be informative 
in Nigeria. Therefore, adopting HPWS tailored to the unique challenges of Nigerian 
HEIs is critical to rebuilding academic staff capacity, enhancing innovation, and ulti-
mately improving educational quality and performance. Furthermore, considering the 
economic and social challenges Nigeria currently faces—including political instability, 
corruption, high unemployment, and gender inequality—it is essential to prioritize the 
education sector as a key driver for sustainable economic growth.

Innovative behaviour involves the deliberate implementation, rather than just the 
creation, of new and beneficial ideas [10]. Innovative behaviour encompasses the 
methods and steps involved in creating, sharing, applying, and actualizing novel ideas 
[7]. Innovation is a key element of organizational strategy, essential for encourag-
ing creative behaviour among employees and promoting the growth of productivity, 
market advantage, and sustainable success of the enterprise [11]. Moreover, an 
organization’s ability to endure in the face of growing industry rivalry depends on the 
adoption of innovative methods [12]. Innovative behaviour is adopted by employees 
as a tactical method to realize organizational aims and goals. This encompasses 
the creation, handling, and execution of novel concepts that boost the organization’s 
competitive advantage and long-term sustainability. Such deliberate actions contribute 
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to the organization’s sustainability and market advantage [13]. In this context, global researchers have devoted consider-
able focus to methods for achieving innovation [14–16]. However, a significant portion of this research has been directed by 
business models that aim to foster innovation through the exploration of advantageous combinations of technology, knowl-
edge, and science, as well as by examining how these models can be applied and the insights that can be gained from 
them [17]. Importantly, beyond business models focused on technology and knowledge, human resources (HR) play a vital 
role in influencing innovative performance. According to the resource-based view theory, HR is a significant internal asset 
that shapes intangible skills and identifies both innovation capabilities and the competitiveness of a firm [18].

Universities and colleges play a vital role in spearheading and directing innovation [19]. Tri, Nga [3] found that innova-
tion is a key element in securing sustainable competitive advantages, which are essential for adapting to a swiftly evolving 
business environment. Numerous researchers have verified that employee-generated creative ideas are a key component 
of organizational creativity, serving as the primary source of innovation [20]. Innovative work behaviour encompasses the 
generation of novel and beneficial ideas for products, services, processes, and procedures [21]. However, creativity is 
recognized as a vital element linked to innovation, as it involves the application of ideas within innovative work behaviour 
[22]. Tri, Nga [3], highlight that creativity serves as the cornerstone for generating innovative concepts, indicating that cre-
ative thinking initiates the innovation process. According to O’Regan, Ghobadian [23] the creativity of individual employees 
plays a key role in driving innovation within an organization, as it is one of the most significant factors influencing organi-
zational innovation. Yuan and Xie [24] stated that fostering employee creativity is important for enhancing organizational 
innovation and gaining a competitive edge. Although creativity serves as the foundation for innovation by generating novel 
ideas that result in innovative outcomes, there is a scarcity of empirical research examining creativity as a mediating factor 
between external influences and innovation [3,25]. Consequently, these pathways lay the groundwork for understanding 
how connections are established.

When considering innovation in higher education, the faculty’s contribution assumes an exceptionally critical nature. 
The faculty, being the primary catalysts within universities, assume a pivotal and strategic position in a multitude of 
scholarly and research endeavours [19]. The reputation of the institution and the quality of education are both immediately 
impacted by the performance of its faculty, which is increasingly defined by their degree of ingenuity and innovative con-
duct [26]. The innovative conduct of academic staff is highly beneficial, as it can result in both economic and psychological 
advantages through favourable changes in administrative, technological, or social aspects of the organization’s current 
condition [10]. Kim, Nurunnabi [27] also maintain that employee conduct can facilitate the examination of organizational-
level outcomes, as it embodies an individual’s attitudes and behaviours. As a result, their mindsets, views, and actions 
represent the critical edge of tangible outcomes at the organizational level [17]. While innovative work behaviour (IWB) 
among academic staff is essential and has attracted worldwide research attention, there is a significant scarcity of 
research resources on this subject in Nigeria. Therefore, it is imperative to pinpoint the elements that can enhance IWB, 
given its critical role as a primary contributor to an organization’s competitive advantage [28].

The process of innovation is not a straightforward conversion of research and development (R&D) results into suc-
cessful outcomes. In reality, it involves a complex interplay of various factors beyond just technology and knowledge [17]. 
Existing literature has identified several influential elements, with high performance work system emerging as a signifi-
cant predictor of employees’ innovative work behaviour (IWB) [17,29]. High performance work system encompasses HR 
strategies that collectively create a positive work environment, enhancing employees’ capabilities, motivation, and growth 
opportunities [29]. Furthermore, it facilitates improved information exchange and sharing among employees, thereby 
fostering the generation of creative ideas and perspectives [24]. Al-Ajlouni [17] and Shin, Jeong [30] highlighted the need 
for additional research on the relationship between high-performance work system and innovative work behaviour. To 
address this research gap identified by previous scholars, this study proposes a moderated mediation mechanism to 
elucidate the connection between high-performance work systems (HPWS) and innovative work behaviour in the specific 
context of higher education.
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Although previous studies have enhanced our understanding of the elements influencing innovative work behaviour, 
it is critical to identify several significant gaps in the existing literature before drawing firm conclusions. First of all, most 
existing studies on HPWS and innovative work behaviour primarily focus on corporate environments, leaving a signifi-
cant gap in understanding how these relationships manifest among academic faculty members within Nigerian higher 
education institutions (HEIs). The distinct cultural, institutional, and resource-related challenges in Nigerian HEIs create a 
unique context that shapes human resource management practices and influences innovative work behaviours differently 
from corporate settings. This contextual difference highlights the need for targeted research within Nigerian academia to 
better capture these dynamics and their implications. Secondly, although previous studies have established a link between 
HPWS and IWB, there remains a significant gap in research exploring the mediating and moderating effects of employee 
creativity and knowledge sharing [1] in the relationships between HPWS and creativity, as well as HPWS and IWB. 
Enhancing HPWS is believed to foster various positive behaviours among employees, including increased creativity [17]. 
Thirdly, the majority of research on high-performance work systems (HPWS) is predominantly based on data from the 
American-European context [31]. Empirical investigations into how HPWS influence employee creativity and innovation in 
countries outside this mainstream, such as Nigeria, are limited [9].

This research seeks to make significant contributions to the existing literature in at least three key areas. Firstly, it 
has been noted by scholars that developing and implementing human resources management (HRM) practices, such as 
high performance work system are decisive and play a key role in improving employee outcomes [2]. Most of the exist-
ing studies in this area have been conducted within small and medium-sized enterprises (SMEs) [17,32–34], hospitality 
sector [35], manufacturing [36–38], telecommunication sector Jyoti and Rani [39], and firms [40,41]. Only Escribá-Carda, 
Balbastre-Benavent [42], Alsafadi, Al-Okaily [43] empirically examined relationships between HPWS and innovative 
behaviours in the higher education institutions sector. Whilst numerous scholars have made significant contributions to 
understanding the link between high performance work systems and employee outcomes, many have focused on creativ-
ity as the final variable, overlooking the importance of innovative work behaviour [24,34,41]. Second, this study broad-
ens the scope of research on interactive patterns predicting innovative work behaviour by investigating the presence of 
employee creativity mediating effect of HPWS. Specifically, this research offers a perspective on approach and avoidance 
regarding the positive primary and combined effects of HPWS on innovative behaviour, thereby enhancing academic com-
prehension of how employee creativity can specifically enhance innovative actions in the workplace. Third, this study adds 
to the growing body of research on the positive links between HPWS, employee creativity, and innovative work behaviour 
by examining whether knowledge sharing positively influences this relationship. The insights obtained from this study can 
be utilized to enhance HR policies and frameworks, which outline innovative methods, facilitators, interventions, and rec-
ommendations to encourage IWB, particularly within the HEIs sector.

2.  Hypothesis development and conceptual framework

Fig 1 illustrates the conceptual model. The model posits that high performance work system (HPWS) can directly promote 
innovative work behaviour. The model also predicts that HPWS impose direct significant impact on employee creativity. 
Additionally, the effect of employee creativity on innovative work behaviour is positive and significant. Furthermore, the link 
between HPWS and IWB is mediated by employee creativity. Finally, the model suggests that the sharing of knowledge 
moderate the connection between HPWS and both employee creativity and innovative work behaviour.

2.1  Innovative Work Behaviour (IWB)

Innovative work behaviour (IWB) plays a significant role in driving organizational growth in the current era of globalization 
[44]. Despite the efforts of various scholars to define innovative work behaviour [4,45,46], the definition most commonly 
referenced in the literature is offered by Janssen [47], who defined IWB as the purposeful act of creating, introducing, and 
applying new ideas within a work role, team, or organization, with the intention of enhancing the performance of the role, 
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team, or organization. Innovative work behaviour includes a variety of actions, such as generating new ideas, promotion 
of these ideas and assisting in their implementation [48]. As stated by Tri, Nga [3], innovative work behavior involves an 
individual’s efforts to initiate and intentionally introduce new and advantageous ideas, processes, products, or procedures 
within their job. Numerous studies have demonstrated the key role of innovative behavior in enhancing business perfor-
mance, efficiency, and competitive edge [49,50]. Consequently, the education sector also needs to develop and imple-
ment creative strategies to stay competitive by introducing novel concepts and practices [44].

Innovative work behavior (IWB) inspired employees to introduce novel and atypical ideas, strategies, and viewpoints 
[44]. Employees possess the expertise and capabilities to recognise challenges and develop innovative solutions in the 
workplace within their work environment. A substantial body of research on employee-driven innovation demonstrates how 
workplace innovation can effectively enhance a company’s performance [51]. Within the realm of education, IWB encom-
passes the efforts of educational professionals to create, advocate for, and implement innovative concepts, methodolo-
gies, or resources that aim to enhance the quality of instruction, learning experiences, or the broader educational setting. 
This staff competence is vital in boosting the overall quality of service and performance, which are essential for an organ-
isation’s competitive advantage, prosperity, and longevity [2]. It involves transcending conventional practices and pursu-
ing imaginative answers to educational challenges. In spite of the importance of IWB for creating positive organizations 
and remaining competitive, this emerging research field remains underexplored [2]. Consequently, there are numerous 
appeals to expand the current body of knowledge in this area [29], particularly in Africa. However, there has been a scar-
city of studies examining the factors influencing innovative work behaviors within the education sector up to now [44,52].

The second stage of the creative-innovative process, known as innovation, entails the development of a new method or 
product [53]. Asurakkody and Kim [54] characterize innovative work behaviour as a multi-stage process involving the gen-
eration of ideas, exploration of opportunities, championing those ideas, and putting them into practice, ultimately leading 
to new products. Since innovation is rooted in the creation and cultivation of ideas, it is crucial to explore the factors that 
foster innovative work behaviour [42]. Nevertheless, research on innovation faces challenges in pinpointing key factors 
due to the intricate nature of diverse contexts, organizational hierarchies, and processes linked to innovative practices 
[53]. Given the practical challenges involved, researchers have suggested classifying innovation according to different 
levels of analysis, including organizational, individual, and team levels. In this context, scholars have proposed various 
factors that contribute to innovation. These include high performance work practices [2], transformational leadership [55], 
workplace happiness and work engagement [56], perceived creativity [57], organizational climate, psychological empower-
ment, and high performance work system [29], and knowledge sharing [54]. At the individual level, the principles of social 

Fig 1.  Conceptual model.
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exchange theory imply that HRM promotes discretionary behaviours that support innovation [42]. Yet, there remains a gap 
in comprehensive understanding of how to nurture innovation at the individual level [45].

2.2  The link between high-performance work systems (HPWS) and innovative work behaviour

Over the past three decades, research in psychology and management has focused on understanding how HRM prac-
tices influence outcomes for organizations and employees, including aspects like business performance, productivity, 
innovation, and employee performance [45]. Some researchers concentrate on HRM practice frameworks, such as 
high-performance work systems [39,58]. A high-performance work system is a set of human resource management prac-
tices aimed at enhancing employees’ skills, motivation and engagement, thereby enabling an organisation to achieve a 
lasting competitive edge in the market [41]. High-performance work systems (HPWS) are essential as they represent the 
strategic philosophy and practices of human resource management [59]. HPWS encompass a set of strategies aimed at 
achieving outstanding performance from individuals [60]. This involves a distinctive blend of training initiatives, organi-
zational structures, and processes that improve employees’ awareness of their abilities, enhance their innovative poten-
tial, and motivate their active participation in work and decision-making activities [43]. High-performance work systems 
emphasize employee participation and are committed to fostering an organizational culture that focuses on commitment 
rather than control [61]. High performance work systems refer to a system that establishes a work environment enabling 
employees to have more involvement and accountability [62]. HPWS facilitates knowledge sharing among employees 
and encourages the development of innovative ideas [43]. Organizations that implement HPWS tend to invest more in the 
development and progression of their employees. This involves catering to their ambitions for career growth and personal 
development [63].

Current scholarly works have emphasised the significance of novel integrated human resource management (HRM) 
practices incorporating high-performance work systems (HPWS). The high-performance work system as the latest form 
of strategic human resource management, has been extensively examined by scholars [32]. This focus stems from the 
key role these practices play in enhancing employee productivity and boosting organisational performance [17,43]. By 
aligning HR practices to regard employees as esteemed owners and collaborators, organizations can enhance value 
and bolster their chances of achieving and sustaining a competitive edge [64]. High-performance work systems (HPWS) 
can facilitate the exchange of information amongst staff employees, thereby encouraging them to develop innovative 
ideas [65]. Research has indicated that organisations implementing HPWS are more inclined to invest in their workforce, 
value employee involvement in decision-making processes, and address staff members’ aspirations for career advance-
ment and personal growth [41]. [32] suggested that employee innovative behaviour can be effectively enhanced through 
high-performance work systems. Khawaldeh and Alzghoul [66] posit that the inherent elements of HPWS, namely adapt-
ability and flexibility, contribute to creating an atmosphere that welcomes creative ideas and innovative methods, thus 
encouraging their growth and progression. Nonetheless, there are only a limited number of empirical studies that have 
examined the link between HRM practices and organizational innovation, with even fewer exploring innovative work 
behaviour [42,45]. Consequently, this research hypothesises that a high-performance work system characterised by its 
systematic approach and comprehensive nature is likely to foster and encourage innovative behaviour among employees.

Current research emphasises that innovation is the responsibility of every member within an organisation, as the 
success of a company is determined by the attitudes and behaviours of its workforce. Consequently, high-performance 
work systems (HPWS) must address different aspects that impact employee performance, with a particular focus on 
fostering creativity [17]. This encompasses the development of interpersonal adaptability, effective communication skills, 
and cultural awareness, alongside the organisation’s commitment to investing in training programmes, educational 
initiatives, and technological advancements [67]. Jiang, Wang [68] suggest that this can be accomplished by recruiting 
highly skilled employees, providing them with training and knowledge resources, while simultaneously maintaining reward 
structures and communication channels that foster a more motivating work environment. This approach, implemented 
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through HPWS, ultimately encourages employees and promotes their creative behaviours [17]. The social exchange 
theory expands upon these concepts and reinforces the significant link between HRM and creativity. Social Exchange 
Theory (SET) suggests that high-performance work systems (HPWS) lead to better employee outcomes because when 
employees sense that they are valued by their organization, they tend to respond with favourable attitudes and behaviours 
[35]. This conclusion is further corroborated by various research studies, including those conducted by Alsafadi, Al-Okaily 
[43], Chiang, Hsu [69], Rasheed, Shahzad [70] and Tang, Yu [41]. Nonetheless, the literature emphasises examining how 
HPWSs impact employee behaviour. In accordance with our research objectives, this investigation centred on how per-
ceptions of HPWSs influence specific behaviours, namely innovative work behaviour (IWB). Considering the arguments in 
the above paragraphs, this study put forward the following hypotheses:
H1: High performance work system (HPWS) significantly affect innovative work behaviour.

2.3  The link between high-performance work systems (HPWS) and employee creativity

High-performance work systems (HPWS) have been widely recognized as an effective approach to enhancing organi-
zational performance [33]. According to Chan and Chu [71], high-performance work systems (HPWS) comprise a range 
of integrated human resource management practices designed to improve performance outcomes at both the employee 
and organizational levels. The influence of HPWS on organizational outcomes is best understood through its impact on 
individual employee perceptions, which in turn shape their attitudes and behaviours. Among the positive individual out-
comes associated with HPWS, enhanced employee creativity stands out as a significant contributor to overall organiza-
tional success [72]. The relationship between high-performance work systems and employee creativity is understood as 
an exchange process in which employees receive preferred human resource management practices—such as HPWS—
from their organization, which consequently encourages them to enhance their creativity [17]. While the impact of high-
performance work systems (HPWS) on creativity is widely acknowledged, there remains a notable gap in comprehensive 
research exploring how human resource systems influence employee creative behavior [71]. Escribá-Carda, Balbastre-
Benavent [42] emphasize the importance of investigating the underlying mechanisms linking HPWS and employee cre-
ativity in order to better understand these processes and to optimize HR practices that foster innovation.

The literature on high-performance work systems (HPWS) often explicates the positive effects of HPWS on employee 
outcomes through the lens of social exchange theory [73]. Employees who perceive benefits from the high-performance 
work systems (HPWS) implemented by their organizations often feel a responsibility to reciprocate by increasing their 
effort and dedication [17]. In doing so, they are motivated to engage in creative behaviors, such as investing additional 
effort in understanding problems, seeking solutions, and generating a wide range of alternatives [74]. Complementing 
this perspective, several studies employ the Ability-Motivation-Opportunity (AMO) framework to argue that HPWS equips 
employees with the essential abilities, motivation, and opportunities needed to foster creativity [33,41]. In essence, HPWS 
fosters employees’ intrinsic motivation, autonomy, and relevant job-related skills, which theoretically lead to enhanced 
creative performance [74]. High-performance work systems (HPWS) represent a strategic approach that leverages the 
strengths of organizational management to enhance employees’ capabilities in generating diverse and creative ideas [34]. 
Hence, HPWS is widely conceptualized as a valuable job resource that nurtures and promotes employee creativity [72].
H2: High performance work system (HPWS) significantly affect employee creativity.

2.4  Employee creativity as a mediator of HPWS-innovative work behaviour relationship

In organizations, creativity is often seen as the production of new and practical ideas [48]. Creativity pertains to the 
cognitive and behavioral actions applied when attempting to implement novel ideas [53]. Creativity can be defined as the 
ability to generate effective solutions to challenges or to conceive innovative and engaging ideas across various fields, 
which result in the designing the products and/or artifacts and influence thinking [75]. The concept of employee creativ-
ity refers to the ability of workers to come up with innovative and meaningful ideas within the organization [24]. Creative 
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professionals tend to excel in producing innovative and novel ideas, often surpassing their competitors [22]. Creativity 
requires curiosity and imagination to gain new insights, merge resources, and devise innovative approaches to meet 
unfulfilled market demands [76]. Creative individuals effectively utilize cutting-edge information technologies, demonstrate 
creative thinking, and apply inventive approaches when tackling complex challenges in their professional or personal lives 
[25]. As a result, enhancing employees’ creative potential is an essential element in achieving organizational success [77].

In universities, the creativity of faculty members is essential due to worldwide progress [43]. It represents the concep-
tion of innovative and valuable ideas, resulting in the development of new products and services that enhance university 
advancement, sustainable growth, and competitive advantage [78]. A faculty member’s creativity is characterized by their 
capacity to produce novel and valuable concepts, which significantly impacts organizational innovation [21,79] or innova-
tion within a university or company [80]. As employee creativity grows, it is anticipated that the innovative ideas and clever 
solutions they generate will boost their efficiency and performance levels [25]. Given that employees are a vital source of 
innovation, the challenge lies in how to encourage innovative work behavior (IWB), which refers to employees’ proactive 
approach in creating and implementing new ideas at work [81]. Moreover, the duty of a creative faculty member is to nur-
ture their students’ creativity by employing modern and innovative methods to impart scientific knowledge and information 
[82]. It enables students to explore various approaches to foster an environment conducive to creativity and to introduce 
contemporary innovative concepts [83]. Recognizing the importance of a faculty member’s creative abilities, several stud-
ies have explored the factors and influences that contribute to these processes [17,53].

The ongoing success of organizations is predicated on their continuous capacity for innovation. Yet, what research-
ers identify as innovation is actually the outcome of two interconnected elements: creativity and its implementation [84]. 
Creativity and innovative behaviour are frequently connected because scholars often perceive them as the initial and final 
stages of a multi-step process, or they regard them as closely related [2]. In spite of this commonly recognized viewpoint 
and the interactionist model of creativity, a growing body of scholars challenges this simplistic view, emphasizing a more 
complex relationship and arguing that creativity fundamentally differs from innovation [2]. According to Amabile [85], cre-
ativity involves generating new and valuable ideas, while innovation is described as the process of refining and applying 
these ideas to ensure they are practical and usable. Creativity forms the basis for innovation while innovation can be seen 
as the effective implementation of creative ideas within an organization [86]. There is a general consensus that creativity 
is essential for fostering a higher level of innovative behavior within an organization [85,87]. Chaubey, Sahoo [88] sug-
gested that innovation and creativity are interconnected processes. The emergence of a valuable idea often paves the 
way for innovative advancements. Individuals who are able to come up with novel, new, and practical ideas, they are more 
likely to be innovative, which subsequently enhances innovation within groups and organizations [89]. Tri, Nga [3] stated 
that creativity is considered a key element for fostering innovative work behaviour. In a similar vein, Yuan and Xie [24] 
found that employee creativity plays a significant role in driving organizational innovation. Although employee creativity is 
fundamental to the innovative work behavior (IWB) model, as it transforms ideas into practical workplace enhancements, 
there is limited research examining whether creativity can boost IWB, particularly in educational settings [90]. Neverthe-
less, the progression of studies in this field has demonstrated an ongoing interest in uncovering the antecedents and 
influences linked to creativity and innovation [53].

In the previous section, the researcher established that HPWSs have a direct influence on employee creativity and 
innovative work behaviour. High-performance work systems (HPWS) that emphasise employee investment, provide 
opportunities for growth, and encourage participation in organisational decision-making processes lead workers to feel 
supported and consider themselves integral to a reciprocal social exchange relationship [24]. This perceived support often 
results in employees exhibiting a more positive demeanour, which in turn facilitates and nurtures their creative abilities. 
Research conducted by Huang, Sardeshmukh [91] on teachers in Chinese public schools revealed a favourable correla-
tion between high-performance work systems (HPWS) and the creativity of teachers. Similarly, Al-Ajlouni [17] examined 
the influence of HPWS on employee creativity and organizational innovation. Nevertheless, research utilising employee 



PLOS One | https://doi.org/10.1371/journal.pone.0338031  December 31, 2025 9 / 27

creativity as a mediating factor remains scarce [25,92]. Although these investigations have shown innovation outcomes at 
the organizational level, they have not thoroughly explored the specific impacts at individual level [53]. Drawing from the 
concepts of the dynamic componential model of individual creativity [22], which suggests that innovative work behaviour 
(IWB) is dependent on an individual’s level of creative cognitive abilities, and in line with the Job Demands-Resources 
(JD-R) model [2,93], creativity is considered a personal resource that employees can utilise to demonstrate innovative 
behaviour. Consequently, this research hypothesised that the extent and regularity of IWB would be further enhanced 
when a creative employee is supported by high-performance work systems (HPWSs). Thus, employee creativity was 
proposed as a mediating factor in the relationship between HPWS and IWB. Therefore, the following hypothesis has been 
formulated:
H3: Employee creativity significantly affect innovative work behaviour.
H4: Employee creativity mediate the relationship between high performance work system (HPWS) and innovative work 
behaviour.

2.5  Knowledge sharing attribution as a moderator

Knowledge sharing has emerged as one of the most significant research subjects in management [94]. Knowledge serves 
as a strategic asset of organizations that should be disseminated throughout the company to be effectively leveraged as a 
competitive advantage [95]. Knowledge sharing involves a series of deliberate actions where individuals exchange data or 
significant knowledge to collaborate with others in the creation of innovative ideas and the implementation of policies [54]. 
Similarly, knowledge sharing is a process of sharing information and data which can enhance workplace performance by 
improving employees’ abilities in areas such as learning, decision-making and problem-solving [96]. According to Khawal-
deh and Alzghoul [66], knowledge sharing refers to various methods and initiatives that enable the exchange of informa-
tion, skills, and deep insights amongst members of an organisation. This exchange subsequently promotes learning and 
cultivates innovative ideas. Broadly speaking, the sharing of knowledge encompasses the exchange of experiences and 
organizational insights related to business operations through communication channels among individuals [97]. Hence, 
organizations that encourage and support their staff in sharing knowledge within teams and across the organisation are 
likely to foster the creativity and stimulate new business prospects. This, in turn, can drive organisational innovation initia-
tives [98].

Universities and colleges serve as venues for scholars to exchange ideas and knowledge [99]. According to Sallis and 
Jones [100] academics are skilled professionals who generate, utilise, disseminate, and implement knowledge through 
activities such as instruction and scholarly inquiry. Educational institutions inherently foster knowledge sharing to a degree 
unmatched by other professions, potentially yielding diverse results, which include the creation of protocols, involvement 
in research committee, conferences and publications, scientific discussions, and the production of documents, as well as 
the enhancement of expertise (Asurakkody & Kim, 2020). When employees exchange information with their colleagues, it 
expands the collective knowledge of the workforce and enhances the potential for generating innovative concepts [101]. 
The knowledge that is generated and stored will act as a resource to aid scholars and researchers in advancing the cycle 
of knowledge and enhancing the institution’s standing in the academic marketplace [102]. The influence of knowledge 
sharing in these settings may surpass that of business organizations [103]. Therefore, to gain a competitive advantage 
and improve their performance, HEIs must formulate strategies that use the knowledge that academics possess [95].

Previous studies have largely overlooked the impact of knowledge sharing on individual creativity and innovation [104]. 
Knowledge sharing is essential for both the creation and implementation of organizational knowledge, which are key com-
ponents in driving innovation within a company [94]. Kremer, Villamor [105] stated that knowledge sharing is a critical fac-
tor that promote innovation. According to Belso-Martinez and Diez-Vial [106], companies that enhance their participation 
in knowledge sharing generally experience an improvement in their ability to innovate. Knowledge sharing fosters com-
munication and builds mutual trust among employees as they share their experiences and knowledge, which positively 
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influences employees’ IWB and boosts organizational performance [107]. Faris Hussain, Hanifah [108] highlighted the 
importance of individual knowledge sharing to foster innovative behavior. Empirical studies generally support a positive 
link between knowledge sharing (KS) and employees’ innovative work behavior (IWB) [58,109]. Consequently, gaining 
knowledge and skills through collaboration has proven to be an effective and efficient approach to achieving successful 
innovation [94].

The realization of creativity requires various resources, including time, materials, collaborative efforts, substantial 
labour, knowledge sources, and intense cognitive exertion. Among these, knowledge stands out as a fundamental 
resource that enhances individual creative abilities [104]. Amabile [85] highlights the vital role that knowledge plays 
in fostering creativity among employees. According to Lee [104], knowledge sharing among organizational members 
is essential for fostering individual creativity, as it facilitates collaboration and enhances domain expertise within the 
organization [110]. Knowledge sharing promotes the circulation of knowledge, combines recognition resources, and 
encourages divergent thinking and novel ideas. This process also conserves significant time and resources, all of 
which are essential for fostering creative performance [40]. Lee [104] discovered a positive correlation between the 
degree of knowledge-sharing among Korean students in higher education institutions and their personal creative out-
comes. According to Kim and Park [111], it is important for employees to exchange their knowledge at work because it 
enhances their creativity. Maulding [53] argued that knowledge sharing plays fundamental role in support of creativity 
within organization settings. Hence, employees within an organization must consistently depend on their colleagues’ 
knowledge (expertise and experience) or utilize the available explicit information within the organization to tackle new 
tasks and sustain their creativity [112].

A potential key advantage of HR systems may be the fostering of an environment that encourages the exchange of 
knowledge and the sharing of ideas and information during interactive processes [40]. The body of existing research 
consistently affirms that high-performance work systems (HPWS) significantly influence the process of knowledge shar-
ing. For instance, Despita, Yuliani [113], Almadana, Suharnomo [114], and Abbasi, Shabbir [115] have highlighted the 
significant role of HPWS in promoting knowledge sharing in organizational environments. Chuang, Jackson [116] similarly 
observed that HRM systems functioned as stimuli to foster knowledge-sharing behaviours. HPWS plays a role in enhanc-
ing trust and encouraging community involvement, which in turn increases the likelihood of knowledge dissemination [66]. 
Further, HPWS involves the incorporation of recognition and reward systems that are strategically crafted to foster a cul-
ture of appreciation and motivation, with an emphasis on encouraging employees to share knowledge [82,117]. The effec-
tiveness of High-Performance Work Systems (HPWS) in stimulating employee creativity and innovative work behavior 
(IWB) is enhanced when an organization actively encourages knowledge sharing. Consequently, this research proposes 
that knowledge sharing acts as a moderator, strengthening the positive link between HPWS and both employee creativity 
and IWB among academic personnel. This leads to the formulation of the following hypothesis:
H5: Knowledge sharing moderates the effect of HPWS on IWB. This relationship is stronger when knowledge sharing is 
greater.
H6: Knowledge sharing moderates the effect of HPWS on employee creativity. This relationship is stronger when knowl-
edge sharing is greater.

3.  Methodology

3.1  Design and procedure

According to Bell, Harley [118] and Alnehabi and Al-Mekhlafi [119], the steps in quantitative research can follow a 
straightforward path from developing a theory to obtaining results. This research employed a quantitative cross-sectional 
approach to investigate the connections among high-performance work systems, employee creativity, innovative work 
behavior, and knowledge sharing. The study focused on full-time academic staff from four leading universities located in 
South-Western Nigeria. These universities were all government-accredited and were selected based on criteria such as 
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age, funding levels, and rankings. They demonstrated exceptional performance, not only being top-rated in the region 
but also at the national and international levels [120]. The constructs were measured at the individual level. Participants 
in the study were assured that their information would remain completely confidential and be utilized solely for academic 
research purposes.

Prior to commencing data analysis, this study determined the minimum sample size. This research identified the 
appropriate sample size by utilizing the Krejcie and Morgan [121] table for determining sample sizes [122]. In partial least 
squares based structural equation modelling (PLS-SEM), Karaboga, Erdal [25] proposed that a sample size between 100 
and 200 is adequate. Additionally, Hair, Black [123] suggested that when conducting research with Structural Equation 
Modelling, the sample size should be no less than 100. Thus, the sample size of this study is 314 academic staffs working 
Nigerian federal and state universities, which is adequate for evaluating proposed relationships. In line with suggestions 
from well-known literature [124,125], this study used convenience sampling. Academics, in particular, face significant time 
constraints due to the demanding nature of their roles, which encompass research, teaching, and community service 
duties. Consequently, the convenience sampling technique provided both accessibility and adaptability [126].

Data were collected through Google Form questionnaire that was distributed to academics at the university via email. 
An email was sent to academics outlining the study’s purpose, and those interested in participating in the survey are 
expected to complete it. Participation in the survey was optional, and the study received approval from the researchers’ 
Ethics Committee. Informed consent was obtained in written form from each participant prior to their involvement in the 
study. The questionnaire was distributed during the period from June 2023 to September 2023. This specific time frame 
was chosen intentionally, as it coincided with the end of the semester when participants were likely to have more available 
time to complete the survey. A total of 300 emails were distributed, resulting in 249 responses being collected. Out of the 
total 249 responses, 63% (156) were from males and 37% (93) from females. The survey achieved a 79% response rate. 
A majority of participants (85%) held doctoral degrees, while the remaining 15% possessed master’s degrees. The aca-
demic positions of respondents varied, with 13% being Lecturers, 65% serving as Assistant Professors, and 22% holding 
positions as Associate or Full Professors.

For the statistical analysis in this research, data coding and assumption verification were conducted using SPSS 
version 26. Structural Equation Modeling (SEM) was employed to assess latent variables and evaluate construct validity 
[127]. Structural equation modeling (SEM) is a technique used in multivariate statistical analysis that allows researchers 
to examine the structural relationships between observed variables and latent constructs [128], determining the relative 
influence of each variable on the study’s proposed model. To evaluate the conceptual model shown in Fig.1, SmartPLS 
analysis was conducted. This study employs PLS analysis because it is a component-based method that does not impose 
stringent requirements on sample size or residual distribution [129]. Additionally, PLS analysis allows for the concurrent 
assessment of both a theoretical structural model and a measurement model [130]. In past research, PLS-SEM has 
been employed to analyze data related to employee creativity and innovative work behavior, making it a suitable choice 
for exploratory studies that integrate explanatory and predictive approaches [25,42]. SmartPLS 4.0 software is utilized to 
analyze measurement model, ensuring they possess the correct psychometric properties, and to test the research model 
and hypotheses, particularly focusing on the structural model.

3.2  Scales

This survey aims to explore how university staff members perceive their capacity for creativity and innovation in their work 
environment. This research employed a questionnaire for data gathering, which included four variables: HPWS, employee 
creativity, innovative work behaviour, and knowledge sharing. This research employed scales that have been utilized in 
numerous prior studies, as all these variables have been previously identified and measured (Refer to S1 File Appendix 
A in supporting information, Table A1. Research instruments). By doing so, the study made use of instruments that have 
already demonstrated reliability and validity. However, the questionnaires were adapted to align with the specific scope 
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and objectives of this study. The questions were based on a five-point Likert scale, offering respondents five levels of 
agreement. The Likert scale is a common tool in the Social Sciences [17]. The scales were as follow:

3.2.1  Innovative work behaviour (IWB).  Innovative behaviour involves effectively putting creative ideas into practice 
within a company [131]. Innovation involves both creating and applying new ideas, which demands a diverse set of 
behaviours from individuals [132,133]. While some people may display the full range of innovative behaviours, others may 
only demonstrate one or a few of these actions [132,133]. Innovative work behaviour was measured using a 6-item scale 
[132,133]. Responses were made on a five-point Likert-type scale ranging from 1 = “strongly disagree” to 5 = “strongly 
agree.” Cronbach’s alpha on this scale was 0.89. A sample item is “I often promote and champion ideas to others”.

3.2.2  Employee creativity (EMP-CRE).  Creativity is defined as the generation of original and practical ideas by an 
individual or a small group collaborating [131]. In this study, employee creativity was measured using a 13‑item scale 
developed by Nasifoglu Elidemir, Ozturen [2], originally designed to assess creativity from the manager’s perspective. To 
fit the study’s focus, all items were rephrased from the third-person (e.g., “He/She suggests new ways to achieve goals 
and objectives”) to the first-person (e.g., “I suggest new ways to achieve goals and objectives”), thereby capturing self-
assessed creativity directly from employees. This adaptation ensured alignment with the research objective of evaluating 
creativity from the employees’ viewpoint rather than through managerial evaluation. Self-reporting enabled respondents to 
provide richer, context-specific insights into how they perceive and demonstrate creativity in their roles. To ensure validity, 
content expert reviews and pilot testing were conducted to assess item clarity and relevance, followed by statistical 
evaluation of reliability and construct validity. The modification retained the original meaning and construct validity of the 
scale while making it appropriate for a self-report format. All items were rated on a five-point Likert scale ranging from 1 
(strongly disagree) to 5 (strongly agree).

3.2.3  High performance work system (HPWS).  HPWS was evaluated using a 12-item scale, which was modified 
from Wang, Zhu [134] for the purposes of the present research. for this study. Participants were asked to rate how much 
their organization provides these practices. The following are some examples: “To improve interpersonal skills, the 
company will provide training opportunities” and “The company encourages me to work hard”. The Cronbach’s α for this 
scale was 0.88, reflecting an acceptable level of measurement reliability.

3.2.4  Knowledge sharing.  In this research, knowledge sharing was assessed using four items from the scale created 
by Xu and Suntrayuth [135]. An example item is “In my daily work, I take the initiative to impart academic knowledge to 
colleagues.” The Cronbach’s α for this instrument was 0.895, indicating that the measurement reliability is acceptable.

4.  Results and findings

The study employed Structural Equation Modeling (SEM), which consists of measurement and structural models. The 
measurement model validates the measurements through confirmatory factor analysis (CFA), while the structural model 
examines the relationships between variables [136]. Prior to implementing SEM, various assumptions had to be verified to 
ensure the data’s reliability for subsequent statistical analyses.

4.1  Measurement model

In line with the recommendations by Hair, Hollingsworth [137], the evaluation of the measurement model involved con-
ducting factor analysis, assessing reliability and internal consistency, and examining both discriminant and convergent 
validity. Fig 2 presents the measurement model used in this study. This research employed Cronbach’s alpha (CA) and 
composite reliability (CR) to assess reliability. Table 1 displays the CA and CR values for employee creativity (0.964, 
0.968), high performance work system (0.961, 0.966), innovative work behaviour (0.921, 0.938), and knowledge sharing 
(0.845, 0.885) respectively. According to Hair et al. (2011), CA and CR values exceeding 0.70 are deemed satisfactory. 
The findings of this study demonstrate that all values fall within an acceptable range. Moreover, a possible multicollinear-
ity between HPWS, employee creativity, knowledge sharing and innovative work behaviour detected using the variance 
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inflation factor (VIF). Yesuf, Getahun [138] suggest that the Variance Inflation Factor (VIF) should remain below 5. The 
observed VIF values ranged from 1.000 to 3.114, falling within the acceptable limits. This indicates that the dataset was 
not affected by multicollinearity problems.

The study demonstrated both convergent and discriminant validity. Convergent validity was confirmed through Aver-
age Variance Extracted (AVE) values, which surpassed the 0.50 threshold recommended by [137]. Specifically, the AVE 
values exceeded this limit for HPWS (0.702), employee creativity (0.699), knowledge sharing (0.563), and innovative work 
behaviour (0.717), thus validating convergent validity. Further support for this validity was evident in the acceptable load-
ing levels of all questionnaire items, ranging from 0.563 to 0.717 (as shown in Table 1). Additionally, discriminant validity 
was verified using two methods: The Fornell–Larcker criterion and the Heterotrait–Monotrait ratio of correlations, align-
ing with the guidelines proposed by Fornell and Larcker [139] and Henseler, Ringle [140] These results are presented in 
Tables 2 and 3. As demonstrated in Table 2, Fornell and Larcker’s test results exceed the correlations between variables. 
Additionally, the HTMT values fell below the 0.90 threshold, in accordance with the criterion established by Henseler, Rin-
gle [140] (refer to Table 3 for these values). These findings substantiate the discriminant validity of the present study.

4.2  Structural model

After confirming the measurement model, the structural model was assessed to examine the underlying relationships (see 
Fig 3). According to the suggestions of Henseler, Ringle [140] and Hair, Hollingsworth [137], this assessment involves 
analysing the obtained coefficient of determination (R2), path coefficients (β), and their significance using (T) statistics, 
along with the Stone–Geisser (Q2) criterion, to evaluate the predictive relevance of the inner model. Endogenous latent 
variables with coefficients of determination (R2) values of 0.756 and 0.346 exhibit substantial and weak explanatory power, 

Fig 2.  Measurement model.

https://doi.org/10.1371/journal.pone.0338031.g002

https://doi.org/10.1371/journal.pone.0338031.g002
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Table 1.  Statistical reliability.

Construct Items Loadings Alpha CR AVE VIF

Employee Creativity EC_01 0.845 0.964 0.964 0.699 3.100

EC_02 0.826 2.800

EC_03 0.855 3.203

EC_04 0.830 2.856

EC_05 0.837 2.950

EC_06 0.840 3.004

EC_07 0.823 2.712

EC_08 0.833 2.923

EC_09 0.825 2.795

EC_10 0.841 3.041

EC_11 0.820 2.756

EC_12 0.845 3.103

EC_13 0.848 3.114

HPWS HPWS_01 0.839 0.921 0.922 0.702 2.955

HPWS_02 0.847 3.051

HPWS_03 0.838 3.035

HPWS_04 0.841 2.926

HPWS_05 0.828 2.790

HPWS_06 0.827 2.920

HPWS_07 0.844 2.987

HPWS_08 0.842 2.977

HPWS_09 0.832 2.944

HPWS_10 0.843 2.967

HPWS_11 0.838 2.890

HPWS_12 0.836 2.909

Knowledge sharing KS_01 0.744 0.845 0.848 0.563 2.491

KS_02 0.781 3.029

KS_03 0.741 2.449

KS_04 0.733 2.582

KS_05 0.766 2.673

KS_06 0.735 2.111

Innovative work behaviour InnWB_01 0.842 0.921 0.922 0.717 1.584

InnWB_02 0.880 1.794

InnWB_03 0.844 1.677

InnWB_04 0.852 1.601

InnWB_05 0.855 1.663

InnWB_06 0.807 1.661

https://doi.org/10.1371/journal.pone.0338031.t001

Table 2.  Discriminant validity (Fornell– Larcker).

Employee creativity HPWS Innovative work behaviour Knowledge sharing

Employee creativity 0.836

HPWS 0.455 0.838

Innovative work behaviour 0.803 0.645 0.847

Knowledge Sharing 0.400 0.147 0.342 0.750

https://doi.org/10.1371/journal.pone.0338031.t002

https://doi.org/10.1371/journal.pone.0338031.t001
https://doi.org/10.1371/journal.pone.0338031.t002
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respectively [123]. Table 4 shows that R2 (Creativity) = 0.346 and R2 (IWB) = 0.756, the structural model for innovative 
work behaviour had satisfactory in-sample predictive power. The coefficient of determination (R2) for creativity was 0.346, 
signifying that employee creativity explained 34.6% of the variance in innovative work behaviour. This represents a moder-
ate level of variance. The Stone–Geisser value (Q2) was above the zero threshold, suggesting that employee creativity 
has predictive power over innovative work behaviour. Therefore, the findings of this study were significant, and the predic-
tive relevance of the study model was confirmed [141].

Table 3.  Discriminant validity (Heterotrait– Monotrait).

Employee creativity HPWS Innovative work behaviour Knowledge sharing

Employee creativity

HPWS 0.471

Innovative work behaviour 0.851 0.684

Knowledge Sharing 0.440 0.162 0.385

https://doi.org/10.1371/journal.pone.0338031.t003

Fig 3.  Structural model.

https://doi.org/10.1371/journal.pone.0338031.g003

Table 4.  Saturated model results.

R-square R-square adjusted Q2 predict SPMR

Employee creativity 0.346 0.341 0.332 0.034

Innovative work behaviour 0.756 0.753 0.471

Standardized root mean square residual (SRMR); determination of coefficient (R2); cross-validiated redundancy (Q2).

https://doi.org/10.1371/journal.pone.0338031.t004

https://doi.org/10.1371/journal.pone.0338031.t003
https://doi.org/10.1371/journal.pone.0338031.g003
https://doi.org/10.1371/journal.pone.0338031.t004
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According to the PLS–SEM findings, (H1) testing the direct effects of high performance work system on innovative work 
behaviour revealed a significant relationship (β = 0.334, t = 9.597, p = 0.000). H2 found a significant relationship between 
high performance work system and employee creativity (β = 0.420, t = 12.401, p = 0.000). Hence, H2 was supported. The 
results of the study indicated that the relationship between employee creativity and innovative work behaviour was signifi-
cant (β = 0.651, t = 24.346, p = 0.000). Thus, H3 was supported (see Table 5).

Hypothesis H4 proposes that employee creativity mediates the relationship between HPWS and innovative work 
behaviour (IWB). Applying Baron and Kenny [142]’s mediation procedure, three conditions were met: (1) HPWS signifi-
cantly predicts IWB, as demonstrated in H1; (2) HPWS significantly affects employee creativity, which in turn also signifi-
cantly predicts IWB; and (3) the indirect effect of HPWS on employee creativity through creative resources is statistically 
significant (β = 0.274, t = 10.007, p = 0.000). These results therefore provide partial support for H4. The findings revealed 
that employee creativity partially mediates this relationship, as both direct and indirect effects were significant, thus con-
firming hypothesis H4. Notably, previous research has often overlooked or considered employee creativity solely as a final 
outcome of HPWS. The results of this study indicate that employee creativity facilitates innovative work behaviour among 
academic staff members.

Lastly, this research also examined the moderating effect of knowledge sharing on the relationships between HPWS 
and employee creativity, as well as HPWS and innovative work behaviour (see Table 6). Previous studies have not 
explored this moderating mechanism [108]. The influence of HPWS on innovative work behaviour and employee creativity 
is altered when the moderating variable (knowledge sharing) increases by one standard deviation [143]. The significant 
beta coefficient (β = 0.109, t = 4.716, p = 0.000) for the interaction terms of HPWS, employee creativity, and innovative work 
behaviour supports the hypothesis that knowledge sharing affects the impact of HPWS on IWB and employee creativity. 
Consequently, when knowledge sharing is high, the positive effect of HPWS on IWB and employee creativity is stronger. 
Therefore, both H5 and H6 were confirmed. SmartPLS was utilized to conduct a simple slope analysis, which illustrated 
the moderating effect as shown in Figs 4 and 5.

The analysis revealed that when knowledge sharing is elevated, HPWS has a more pronounced positive impact on 
innovative work behaviour (IWB) and employee creativity. This suggests that under conditions of high knowledge sharing, 
employees exhibit greater levels of innovation and creativity. Conversely, when knowledge sharing is low, the positive 
effect of HPWS on these outcomes is weaker, indicating that limited knowledge exchange may constrain the ability of 
HPWS to enhance employee innovative behaviours and creative output. In essence, the simple slope analysis helps clar-
ify that knowledge sharing plays a vital moderating role: it enhances the effectiveness of HPWS in promoting employee 
innovation and creativity. This highlights the importance for organizations to foster a culture of knowledge sharing to fully 
leverage the potential of HPWS in driving innovative and creative performance among employees.

Table 5.  Results of hypothesis testing (direct effect).

Beta STDEV t-value P values Decision

Employee creativity - > Innovative work behaviour 0.651 0.027 24.346 0.000 Supported

High-Performance_ Work System - > Employee creativity 0.420 0.034 12.401 0.000 Supported

High-Performance_ Work System - > Innovative work behaviour 0.334 0.035 9.597 0.000 Supported

https://doi.org/10.1371/journal.pone.0338031.t005

Table 6.  Results of hypotheses testing (mediating moderating effect).

Beta STDEV T value P values Decision

High performance work system - > Employee creativity - > Innovative work behaviour 0.274 0.027 10.007 0.000 Supported

Knowledge Sharing x High-Performance_ Work System - > Employee creativity - > 
Innovative work behaviour

0.109 0.023 4.716 0.000 Supported

https://doi.org/10.1371/journal.pone.0338031.t006

https://doi.org/10.1371/journal.pone.0338031.t005
https://doi.org/10.1371/journal.pone.0338031.t006
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Fig 4.  Simple slop analysis for knowldeg sharing moderation model (HPWS and employee creativity).

https://doi.org/10.1371/journal.pone.0338031.g004

Fig 5.  Simple slop analysis for knowldeg sharing moderation model (HPWS and inovative work behaviour).

https://doi.org/10.1371/journal.pone.0338031.g005

https://doi.org/10.1371/journal.pone.0338031.g004
https://doi.org/10.1371/journal.pone.0338031.g005
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5.  Discussion

This research proposed a moderated mediation model to elucidate the relationship between HPWS and innovative work 
behaviour. The framework was examined at the individual level, focusing on academic staffs’ experience of high perfor-
mance work systems on IWB, as this approach provides more meaningful insights into outcomes at the institutional level. 
The research utilizes social exchange theory to suggest that employees’ perceptions of HPWS impact their innovative 
actions both directly and indirectly through the mediation of employee creativity and the moderation of knowledge-sharing 
behaviour. The research focused on Nigerian higher education institutions. The relationship between high performance 
work systems (HPWS) and innovative work behaviour has been examined in various empirical studies. Whilst some 
research has demonstrated a significant correlation [32,144–146], a study conducted by Abdillah and Asfar [147] found 
no significant link between HPWS and innovative work behaviour among elementary school teachers in Pekaian District. 
The inconsistent findings, including the non-significant direct relationship, may be explained by the influence of additional 
variables on the association between HPWS and innovative work behaviour.

This research underscores the significance of a high-performance work system (HPWS) in fostering innovative work 
behaviour (IWB). Drawing on social exchange theory’s reciprocity norms, the study posited that HPWS would encourage 
employees’ IWB, a hypothesis subsequently confirmed by the findings. The positive impact of HPWS on IWB stems from 
the favourable signals it sends to employees regarding their value to the organisation. These signals may be conveyed 
through the AMO (ability, motivation, and opportunities) theory by enhancing employees’ capabilities (via training and 
development), encouraging them to exceed their job requirements (through involvement in decision-making), and pro-
viding opportunities for growth and job security [145]. However, employees may reciprocate with extra-role behaviour 
and increased innovation, aligning with the principles of social exchange theory. This evaluation was significant because 
the investigation of this relationship is primarily carried out in settings outside of education [17]. Therefore, this research 
aimed to explore this significant relationship within the educational setting in Nigeria by employing a cross-sectional 
method.

The results of this research support the claim that a set of strategic HRM practices can have a positive impact on 
employee behaviour [32,34]. According to Yuan and Xie [24], the implementation of a high-performance work system 
is critical for fostering the creation of innovative and significant concepts. Research by Tang, Yu [41] highlights that 
development-focused HR practices, as part of HPWS, have a beneficial impact on employee creativity. Van De Voorde, 
Paauwe [148] observed that combining HRM practices into a cohesive HPWS package produces a synergistic outcome, 
leading to enhanced employee functionality and performance in the work environment. However, this perspective was 
challenged by Kroon, Van de Voorde [149], who contended that implementing HPWS could potentially be detrimental 
to employee well-being, as these systems might foster exploitation. This study’s results, however, refuted this criticism, 
revealing that the application of HPWS is advantageous, as it positively influences employee creativity and innovative 
behaviour.

Employee creativity and innovative behavior are essential drivers of organizational success, especially within public 
sector institutions [150]. The employee idea journey begins with creative behavior (idea exploration and generation) and 
progresses to innovative behavior (idea championing and implementation) [151]. This research demonstrated a significant 
and positive correlation between employee creativity and innovative work behaviour (IWB) aligning with the outcomes 
reported by Al-Ajlouni [17]. While considerable attention has been given to studying employee creativity in corporate 
settings, there is a notable lack of research examining academic staff creativity within university environments [43,58]. A 
creative faculty member possesses the ability to find better solutions to challenges across various aspects of life, including 
their work. Rather than approaching issues through conventional logical means, they can employ innovative methods and 
examine situations from diverse perspectives, thereby enhancing the quality and effectiveness of the educational process.

This research contributes to the existing body of knowledge on employee creativity by demonstrating that the adop-
tion of High-Performance Work Systems (HPWS) fosters creative thinking among staff members, a finding that stands in 
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contrast to the conclusions drawn by Al-Ajlouni [17]. Previous studies has investigated the link between high-performance 
work systems (HPWS) and employee creativity as an end result [34,41]. Nevertheless, Riana, Wiagustini [34] suggest that 
creativity serves as the initial stage of creative behaviour, generating innovative ideas that could eventually lead to innova-
tion. Partially inspired by this invitation to address a gap in the existing literature, this investigation proposes and evalu-
ates a hypothesis concerning the impact of HPWS on innovative work behaviour through employee creativity. The results 
broaden previous studies on the association between HPWS and innovative work behaviour. Furthermore, our obser-
vation that employees perceive HPWS as a demonstration of creative behaviour and respond with innovative behaviour 
offers additional empirical support for social-exchange theory.

To gain in-depth insights into the relationship between high-performance work systems (HPWS), employee creativ-
ity and innovative work behaviour, this study explored the positive moderating role of knowledge sharing. According to 
Riana, Wiagustini [34], employee creativity and innovative work behaviour can be formed through a knowledge sharing 
culture driven by university academic members. Academics play a vital role in generating knowledge, and enhancing 
the ways in which this knowledge is shared can lead to the advancement of high-quality education and boost insti-
tutional performance [152]. In an academic environment, knowledge is a valuable resource since all institutions are 
knowledge-based [102]. Although knowledge sharing is essential for academic success, there is a lack of research on 
knowledge sharing among faculty members in Nigerian higher education institutions [102]. This study investigated how 
knowledge sharing moderates the relationship between high-performance work systems (HPWS), employee creativity 
and innovative work behaviour.

Kim and Lee [153] highlighted the importance of individuals sharing their knowledge to foster innovative behavior. 
Existing research has recognised knowledge sharing as a key influencing employee creativity and innovative behaviour 
in the workplace [45,54]. The research results indicated that knowledge sharing acted as a moderator in the relationship 
between HPWS, employee creativity, and innovative behaviour. This finding contrasts with the work of Faris Hussain, 
Hanifah [108] who discovered that knowledge sharing did not moderate the link between management support and 
innovative work behaviour. However, the results of this study demonstrated that positive relationship between HPWS, 
employee creativity and innovative work behaviour is stronger when knowledge sharing is high. It was also suggested that 
management should motivate employees to exchange their knowledge to foster innovative behavior [154,155]. Although 
researchers have highlighted the significance of knowledge sharing in promoting innovative behaviour, Rai, Ghosh [156] 
and Faris Hussain, Hanifah [108] underlined the restriction of study on the relationship between knowledge sharing and 
IWB, especially as a moderator. Additional studies are necessary to investigate how knowledge sharing moderates the 
relationship between creativity and innovative behaviour, particularly within higher education institutions, with a specific 
focus on Nigeria.

6.  Implications

This study examined the relationship between high-performance work systems (HPWS) and innovative work behaviour 
among academic staff in Nigeria. It also explored the mediating effect of employee creativity between HPWS and IWB, 
while having knowledge sharing as a moderator. This research addresses the concern raised by Al-Ajlouni [17] regarding 
the slow progress in establishing a definitive causal connection between HRM and innovation, particularly in understand-
ing the underlying mechanisms. To advance this field, the study proposes an integrated mediated moderated framework 
that examines the relationship at the individual level. By focusing on employee self-assessments of their behaviours 
and attitudes, the research makes a significant contribution, as it yielded results that support the proposed model. This 
approach differs from previous studies, which have primarily concentrated on macro-level outcomes such as organiza-
tional innovation [17]. Moreover, the research contributes to the existing body of knowledge on human resource man-
agement (HRM) and higher education institutions. Although scholars and researchers in commercial enterprises widely 
recognize the role of HPWS in promoting innovation and creativity, there is a scarcity of studies examining how HPWS 
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affects creativity and innovative work behaviour in academic settings. This research sought to fill these gaps in the exist-
ing literature.

This study’s findings revealed that academic members perceive HPWS as a catalyst for creativity and reciprocate 
this with IWB; this extends the empirical evidence for social exchange theory. Academics provide universities with 
essential insights into human resource policies and systems, offering innovative approaches, facilitators, interventions, 
and recommendations that support the promotion of innovative work behavior (IWB) [4]. This research also indicates 
that knowledge sharing as a moderator can strengthen the relationship between HPWS, creativity and innovative 
work behaviour. As creativity and innovation stem from employees’ minds and hearts, it is essential for managers to 
foster an environment that encourages idea sharing and experimentation. This supportive atmosphere should allow 
employees to feel comfortable sharing their ideas and experimenting with them, even if it means risking failure [48]. 
This study provides valuable information to higher education system on the relevance of HPWS, knowledge sharing, 
creativity and innovation.

Most research on HPWS and innovative work behaviour concentrates on corporate environments, leading to limited 
understanding of how these dynamics manifest in academic settings, particularly among faculty members. The distin-
guishing features of academia—such as the dual emphasis on research and teaching, different incentive structures, and 
more collegial governance models—can significantly influence how HPWS impact innovative behaviours compared to 
more hierarchical corporate contexts. Additionally, faculty members often operate with different types and levels of auton-
omy and face distinct motivational challenges. Therefore, these differences suggest that the mechanisms linking HPWS 
to innovation may vary between educational and corporate sectors, underscoring the need for focused studies within the 
academic domain.

The moderation of the relationship between High-Performance Work System (HPWS) and employee outcomes by 
knowledge sharing offers significant theoretical insights through the integration of the AMO and Social Exchange Theory 
(SET) frameworks. The AMO model proposes a motivational pathway, arguing that HR practices like HPWS promote 
growth, learning, and development by addressing both personal and organizational needs, thereby enhancing motivation, 
providing opportunities, and developing employee abilities [9]. While HPWS mainly focuses on improving employees’ 
abilities and motivation through initiatives such as training, incentives, and support, the opportunity component is equally 
important. This component includes elements like knowledge sharing, job autonomy, and participation in decision-making, 
which provide employees with the necessary environment and resources to effectively apply their skills and motivation. 
Without these opportunities, enhancements in ability and motivation alone may not lead to significant increases in creativ-
ity and innovation. Therefore, this underscores the importance of promoting opportunity-driven behaviors such as knowl-
edge sharing to fully harness the benefits of HPWS. From the SET perspective, HPWS reflects organizational investments 
that are reciprocated by employee contributions, but the success of this exchange depends heavily on social interactions 
and the quality of reciprocal relationships, which are facilitated by knowledge sharing. When knowledge sharing is high, 
it fosters trust and builds social capital, strengthening the reciprocal exchange process and driving greater employee 
creativity and innovative behaviors.

7.  Limitations

The present study is subject to several limitations. Primarily, it examined knowledge sharing as the sole moderator 
between HPWS, employee creativity, and innovative work behaviour, thus limiting consideration of other potential con-
textual moderators such as organizational climate, leadership style, and team dynamics. Future research should explore 
these additional moderators and also consider the possible mediating or moderating role of innovation propensity to pro-
vide greater insight into the mechanisms linking HPWS to employee outcomes.

This study employed a convenience sampling approach, which, by its nature, limits the generalizability and external 
validity of the findings. Because participants were not selected through a random or probability-based method, the sample 
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may not fully represent the broader population, and results should be interpreted with caution. Future studies would bene-
fit from adopting probability-based sampling methods to improve representativeness and external validity. Moreover, while 
this study utilized a quantitative approach consistent with most empirical work in the field, incorporating mixed methods 
could have facilitated a more comprehensive and nuanced investigation. Finally, the cross-sectional design captured 
attitudes and behaviours only at a single point in time, which limits the ability to infer causality. While the theoretical model 
proposes causal directions, the nature of the data prevents definitive causal conclusions. Longitudinal research would 
better capture the dynamic nature of these constructs and provide a stronger basis for confirming the causal relationships 
proposed in this study.

8.  Conclusion

This study explored the relationships among high performance work systems, knowledge sharing, employee creativity, 
and innovative work behaviour within Nigerian higher education institutions. The findings consistently support the pro-
posed conceptual framework: HPWS positively influence innovative work behaviour among academic staff, and both 
knowledge sharing and employee creativity serve as important mechanisms in this process. Specifically, knowledge 
sharing not only enhances the direct effect of HPWS on innovative work behaviour, but also amplifies employee creativ-
ity, which in turn mediates the relationship between HPWS and innovation. These results underscore the importance of 
collaboration and creativity in turning high-performance work systems into tangible innovation. For leaders and policymak-
ers in Nigerian higher education, creating environments that support knowledge sharing and creative thinking can greatly 
enhance the effectiveness of HPWS, leading to increased innovation and improved institutional performance. Together, 
these insights provide actionable guidance for enhancing institutional effectiveness and promoting sustainable, innovative 
growth.
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