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ABSTRACT: In view of theoretical propositions of knowledge-based view (KBV) and social exchange theory (SET), this 
study tends toexamine the role of incentives to influence the knowledge sharing (KS) practices amidelementary school 
teachers through the mechanism of organizational commitment (OC).For that purpose,an amended instrument 
(questionnaire) was adopted to collect the data from the knowledge workers(elementary school teachers) working in 
governmentschools. The results support the argument that incentives positively influence the both tacit and explicit KS 
practices amid elementary school teachersin the presence of potential mediator OC. Nevertheless,the findings of study 
also provide the fruitful implications for education foundations working in country such as national education foundation 
(NEF), Punjab education foundation (PEF) and elementary and secondary education foundation (KPESEF) to comprehend 
that provision of effective incentives and rewards structures influence OC toward their organization which in 
turnsencourage the KS practices amid elementary school teachers. 
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I. INTRODUCTION 

In current era, commonly referred as ‘knowledge-based economy’ where knowledge-oriented organizations 
such as educational institutions are integral part of economic development (OECD, 1996;Drucker, 
1994;Sánchez & Elena, 2006;Dumay et al., 2015). Recent investigations explored that educational institutions 
correspond to higher economic growth where government interventions can yield better economic growth 
through imparting knowledge and skill amid their ‘knowledge workers’ i.e. teachers (Lu, 2012; Drucker, 
2012;Secundo et al., 2016).Knowledge is one of the valuable resourceof organization used to leverage 
thecompetitive positioning (Stankosky, 2005,Drucker, 1999). In order to gain competitive edge, similar to 
other productive organizations, various  school foundations need to align thecapabilities of their ‘knowledge 
workers’ (school teachers) in view of their utilization andKS capabilities(Albors-Garrigos, et al., 2018). 
Therefore, the governments from emerging economies arenurturing their intellectual capabilities of their 
knowledge workers (teachers) through remodeling the paradigm of primary education structure under the 
domain of knowledge-based view (KBV) (Aubert&Reiffers, 2003). 

Knowing that knowledge is a power toolto drive the knowledge economies,therefore Fortune-500 firms 
invest around $31.5bn annually on knowledge management (KM)initiatives (Ferris et al., 2001; Mowe et al., 
2008). Such KM initiatives influence KS behavior amid knowledge workers and reduce the perceived cost of 
KS in terms of no fear for delay in promotion in case of knowledge is shared amid employees(Bock et al., 
2005).In this regard, incentives may be useful in encouraging and motivating knowledge workers to actively 
contribute in the process of KS. Several research on KM initiatives reported that better incentives influence 
the KS tendency amid knowledge workers within the organization(Alavi & Leidner, 1999; Kaya & Sagsan, 
2015; Ribière & Worasinchai, 2015; Yu, Kim, & Kim, 2004; Zhang & Jasimuddin, 2012). Further research also 
highlights that rewards both material and non-material positively influence the performance of knowledge 
workers and motivate them to perform better for the sustainable performance of organization (Davenport et 
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al., 1998; Milne, 2007; Šajeva, 2014; Ahmed, 2019). In this sense, one of the important issues that has gained 
attention of many scholars and practitioners thatthey are curious about how incentives or rewards influence 
the performance capability of the individuals in aligned with the attainment of organizational objectives. In 
order to achieve that set objectives, the most crucial factor is the involvement of employee i.e. organizational 
commitment (OC). OC increases the degree of cohesion among individuals where rewards may help in the 
attainment of set goals and competitive advantage through innovation and creativity and encouraging them 
to achieve the set objectives efficiently.When organization has effective rewards systemthen individuals get 
more motivated to achieve the organizational goals. Such positive behavior of the employees towards the 
attainment organization goals are known commonly referred to be as OC. 

Prior research asserted that knowledge transformed takes place in two waysi.e. tacit and explicit way 
(Nonaka& Takeuchi, 1995; Tiwana, 2002; Wang & Wang, 2012). Tacit knowledge is an unstructured, 
subjective and informal knowledge presented in beliefs, insights and emotions. It is the basic know-how, 
beliefs and personal experiences resides in the minds of peoples (Holste& Fields, 2010). Unlike tacit 
knowledge, explicit knowledge is a written, structured and codified knowledge transmitted among 
knowledge workers through formal waysto express tacit knowledge (Manaf et al., 2018; Nonaka & Takeuchi, 
1995; Tiwana, 2002). Organizational knowledge created in tacit and explicit KS practices are helpful in 
carrying out assigned tasks and decision making (Acharya et al., 2018; Maravilhas & Martins, 2019). In 
organizational theories, the effect of KM initiatives on organizational performance has been widely studies in 
last few decades (Feng et al., 2005; Noruzy et al., 2013). Numerous research acknowledged the KS as a key 
dimension of KM initiatives significantly influence theorganizational performance (Manfredi Latilla et al., 
2018). To best of authors knowledge, the role of incentives to influence KS practices is studied up to a limited 
extend particularly in context of elementary school teachers. Therefore, the study calls for by advancing the 
knowledge in the discipline through incorporating a mediating framework of OC between the relationship of 
incentives and KS practices in knowledge intensive organizations (Marques et al., 2019). 

The role of KS in paramount amid elementary school teachers, as the elementary schools are the focus of 
knowledge based activities: school teachers are repositories of knowledge and transmit it to students for 
their academic performance (Stewart, 1997; Ortega, 2013; Silvestri&Veltri, 2011). They are loci of knowledge 
as extant of knowledge based activities related to knowledge acquisition and sharing take place inside the 
education institutes (Leitner, 2004; Fazlagic, 2005).Therefore, school teacher are known to be “knowledge 
workers” in primary schools were chosen as respondents. Therefore, the purpose of this study is to examine 
the role of KS initiatives such as incentives and OCamid elementary school teachers which is scare in prior 
literature in context of educations institutions.The educational institutes are knowledge repositories, where 
effective and efficient flow of knowledge help to enhance the performance of education institutes.Therefore, it 
is significant to study KS activities amid knowledge workers (teachers) as they not only help in nurturing the 
personality of children but also play a vital role enhance the socio-economic development of a country. Table 
1 shows the statistics of Educational institutions, enrollment of students and strength of teachers for the 
period of year 2017-2018. 

Table 1: Education Foundations Institutions, Enrollment (by Gender) and Teachers 2017-2018

Source: (Pakistan Education Statistics Report: 2018-2019) 
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II. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT 

In knowledge-based economy, KS is considered as vital to effectiveness and performance of individuals 
whether public or private organization (Quigley et al., 2007; Silvi & Cuganesan, 2006).  Consequently, it has 
been recognized as crucial element for the attainment of competitive advantage (Felin & Hesterly, 2007). 
Moreover, it is challenge for the organization due to two motives. Firstly, as tacit knowledge is found in the 
heads of the individuals, so it is difficult to get transferred. The second reason is the readiness of the sharer to 
share their experiences, knowledge or skills at individual level. It is difficult to manage knowledge resources 
when employees hesitate in sharing their experiences with others. In order to foster KS practices among 
individual within the organization, it is of utmost importance to keenly understand the factors that are 
favorable in increasing these practices on regularly basis.  

The competitiveness of an organization largely relies on the KS among its employees (Riege, 2005, 2007), 
particularly in education sector. The success of KS largely relies on the motivation and willingness of the 
individuals to get engaged in sharing of experiences, expertise and knowledge (Lin, 2007; Pacharapha & 
Ractham, 2012;Wiewiora et al., 2013).KS is important on all level such as at the individual level (Carmeli et 
al., 2013; Foss et al., 2009; Gilson et al., 2013; Reychav & Weisberg, 2009), team level (Bligh et al., 2006; Hu & 
Randel, 2014; Liu et al., 2011; Liu & Phillips, 2011; Srivastava et al., 2006), and organizational level (Hussinki 
et al., 2017; Kianto & Andreeva, 2014). It is necessary for the employees and organization to keep the flow of 
KS so that best performance may be yielded both at employee and organizational level. There is a possibility 
that individuals hesitate in sharing their knowledge at workplace if they perceive that KS may harm their 
interests and, in this way, organizational interests get threatens. So it is crucial for the scholars, academicians 
and researchers to examine the factors that affect KS as commitment of the employees (Bock et al., 2005). As 
only motivated committed and more satisfied employees keep the flow of KS and perceive less costs of KS. 
Individuals share their knowledge when they are facilitated with such a rewards system that fosters KS or 
when they are directed by such leadership that leads them to the way of more committed with the 
organization, more motivated, more satisfied and with no fear of loss while sharing knowledge, experiences 
and expertise with other co-workers.  

Incentives may also be helpful in motivating and engaging employees in KS practices. Till now social capital 
approach has been considered for the investigation of the predecessors of KS(Han et al., 2010; Kharabsheh, 
2007; Matzler & Mueller, 2011; Mueller, 2014; Van Den Hooff & Van Weenen, 2004) in knowledge 
management literature, however, this research work attempts to check the influence of incentives on KSP 
through the lens of social exchange theory by considering OCas potential intermediary. This research work 
intends to fill the gaps found in knowledge management literature.  

INCENTIVES AND KS PRACTICES 

Incentives play crucial role in motivating individuals to share knowledge. Social exchange theory suggests 
that incentives and KS practices are positively associated (Al Dari et al., 2018; Kankanhalli et al., 2005). 
Incentives foster KS by encouraging the workers (Ramsten & Säljö, 2012). Incentives consist of two kinds i.e. 
monetary and non-monetary incentives. These types demonstrate different impacts on KS(Kubo & Saka, 
2002; Mueller, 2012). Incentives may encourage the individuals through intrinsic or extrinsic ways. The 
literature regarding the link between incentives and KS suggest that financial incentives largely influence the 
performance of individuals while striving to attain the overall organizational objectives (Kubo & Saka, 2002). 
Incentives and KM is positively connected (Wang & Shi, 2019). One of the most critical determinant of the 
development and progress of organization is KS(Černe et al., 2013).  It is hard to encourage individuals to 
voluntarily share the knowledge embedded in their heads with the individuals who need that particular 
knowledge to carry assigned job tasks and to do so, there is a need to encourage and motivate the individuals 
for willingly share their skills and expertise (Erden et al., 2012). Researchers and scholars argue that 
incentives may encourage and motivate individuals to voluntarily share their skills and experiences with 
their colleagues. 

When incentive systems are designed according to the performance and expectations of the individuals, they 
intend to actively participate in the process of knowledge creation and its transmission to others (Bollinger & 
Smith, 2001). The vitality of the incentives is also stressed in the literature regarding organizational behavior. 
It is also emphasized in Vroom expectancy theory that when individuals are rewarded according to the 



 
1939| WasimulRehman                     Role of Incentives in Knowledge Sharing Practices amid Elementary School Teachers:  

                 Mediating Role of Organizational Commitment 

performance and expectations of the dedicated individuals, they intend to become more committed, 
motivated and satisfied towards their jobs (Cabrera et al., 2006). Several authors (Chen et al., 2015b; Chiang 
& Hung, 2010) have investigated the influence of incentives on KS in emerging economies (Lai & Tong, 2010; 
Rahman et al., 2018) and developed economies (Fey & Furu, 2008). The findings of their research yielded 
both negative and positive influences of incentives on KSP. KS may get diminished when individuals are not 
rewarded according to their performance and expectations (Alam et al., 2012). Incentives and KSP are 
significantly and positively linked(Masa'deh et al., 2016). Various theories have been presented to explain the 
role of incentives to encourage individual for sharing their skills and expertise with their colleagues like 
incentive theory supported this viewpoint (Kalman et al., 2002). Along with this theory, Social Exchange 
Theory also supported the viewpoint that incentives are significantly and positively linked with KSP. 
According to SET, when individuals are affiliated with each other, trust each other and feel personal 
obligation to help others in carrying their assigned tasks, are more inclined to share knowledge with them 
(Cropanzano & Mitchell, 2005).  

Thus, incentives may negatively influence the KSP of the knowledge workers when they are already internally 
very encouraged (Zhang, 2005). The incentives system for KS is required to be re-investigated (Liebowitz, 
2019) in the elementary education system of developing countries such Pakistan. The literature regarding 
incentives system to foster KS is controversial as Donate and de Pablo (2015)found that there is no link 
between incentives and KSP, however, research conducted by Fullwood et al., (2013) and Wang and Hou 
(2015) presented the positive association between incentives and KSP. Keeping in view the controversies 
regarding the link between incentives and KSP, current work intends to examine the influence of incentives 
on KSP. These arguments lead current research towards the development of following hypothesis:  

H1: Incentives positively and significantly impacts tacit KS practices 

H2: Incentives positively and significantly impacts Explicit KS practices 

INCENTIVES, ORGANIZATIONAL COMMITMENT AND KS 

Knowledge is referred to as the most crucial asset for the organization (Ouriques et al., 2019), therefore, 
increasing numbers of studies are focusing on the transmission of KS(Chumg et al., 2016; Massaro et al., 2015; 
Phamet al., 2018; Van Den Hooff & De Ridder, 2004; Zhang et al., 2015) for the attainment of competitive edge 
over other firms in the market (Loebbecke et al., 2016; Mao et al., 2016; Torres et al., 2018). Yet, KS is not 
always carried naturally, as it is dependent on the willingness of the individuals to share their personal 
experiences among workers at various levels within the organization (Husted & Michailova, 2002). In-fact, 
one of the most critical problems in KS is that when employees do not want to share their knowledge(Gagné, 
2009; Huber, 2001). So, it is crucial to determine the factors that foster KS among workers (Van Den Hooff & 
Van Weenen, 2004) what are the factors that may be used as mechanisms to enhance the KS is a really 
important area of this. 

The detailed literature review revealed that the factors that may influence or through which KS may be 
fostered have not be extensively focused in the KS literature(Chang & Yang, 2008). KS does not take place 
naturally (Johannessen et al., 1999; Robertson & O’Malley Hammersley, 2000). The literature indicates that 
basic issue that firm are encountering is that individuals hide their knowledge and hesitate in sharing that 
knowledge and those employees need to be encouraged to share what they possess in their minds (Akhavan 
et al., 2016; Bavik et al., 2018; Myers, 2015; Omotayo, 2015; Swacha, 2015; Wang & Hou, 2015). 

Recently, authors and scholars have argued that when employees are more committed; take active 
participation in KS activities (Caniëls et al., 2017; Hanaysha, 2016;Martin-Perez & Martin-Cruz, 2015). 
Commitment of workers impacts the behavior and is strongly relevant with results of interests like KS as it 
encourages the individuals to handle the natural hesitation to take part in KSP due to the perception that 
knowledge is a source of power (Andrews et al., 2018; Mudambi & Navarra, 2015; Mytelka, 2018; Shiryaev et 
al., 2016). Yet, OC mediates the relationship among organizational factors and KSP, as very less number of 
studies has focused on link between organizational factor like incentives and KSP (Naim & Lenkla, 2016; 
Olaisen & Revang, 2017). The objective of current research is to make addition in the concerning literature by 
filling the identified gap. This paper makes significant contributions like in the knowledge management 
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literature by taking into consideration the association between incentives and KS practices through the 
mechanisms of OC.  

This study stresses the requirement to attain higher levels of commitment of employees by their organization 
to retain them (Kinnear & Sutherland, 2000). When firms persuade the higher levels of OC from the 
individuals, it may get significant benefits from them (Chen et al., 2015a; Guay et al., 2016). OC takes place 
when employees are emotionally attached with the firm and expect from the firm to get them rewarded for 
their best performance (Astakhova, 2016; Coccia & Igor, 2018; Martin-Perez & Martin-Cruz, 2015;Top et al., 
2015). Incentives deal with the issue of what encourages and direct the attitude of employees, so, incentives 
become the reason of OC by encouraging the individuals to spend time (Mowday et al., 1979). As when the 
needs of the employees are satisfied, they feel obligated and reciprocate the same way with energy impact KS. 
Summarizing, OC is a function of incentives that individuals obtain from their assigned tasks and 
consequently, OC must be cultured among the individuals within the organization  (Nonaka et al., 2000). 
Rewards systems encourages desired attitude of individuals by employing both intrinsic and extrinsic 
incentives. Mixed results are presented by the impact of incentives on OC. Few of the research works indicate 
that extrinsic incentives are stronger determinant as compared to intrinsic incentives (Gardner & Lally, 
2018), however, other have reverse results. This leads to following hypotheses, 

H3: Incentives is positively and significantly associated with OC 

H4: OC is positively and significantly associated with tacit KS practices 

H5: OC is positively and significantly associated with explicit KS practices 

H6: OC mediates the relationship between incentives and tacit KS practices 

H7: OC mediates the relationship between incentives and explicit KS practices 

RESEARCH MODEL OF THE STUDY 

 

 

 

 

 

 

 

  

 

 

 

Figure 1: Theoretical Framework 

Hypotheses: 
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III. RESEARCH METHODOLOGY 

Instrumentation 

To fulfill the key objectives of this study, data wasgathered on the variables of incentives,OC and KS practices. 
So, the survey questionnaire comprises of two sections was developed. First section reports the information 
of demographics characteristics of respondents i.e. knowledge workers (elementary school teachers). All 
measurement reported from existing literature; four items for incentives(Yao et al., 2010; Kim & Lee 2006; 
Nelson 2006; Wang & Noe, 2010), fourteen items were used to measure the OC(Buchanan, 1974; Cook & Wall, 
1980; Meyer & Allen, 1997; Salancik, 1977) and ten items were adapted from the work of (Wang et al. 
2014;Wang & Wang, 2012; Liebowitz & Yan 2004; Liebowitz & Chen 2001).Responses of knowledge workers 
(school teachers) on the variables of the hypothesized model were obtained on a five-point Likert Scale 
ranging from 1= strongly disagree to 5= strongly agree. 

Data Collection Procedure 

The role of KS in paramount amid elementary school teachers, as the elementary schools are the focus of 
knowledge based activities: school teachers are repositories of knowledge and transmit it to students for 
their academic performance (Stewart, 1997;Ortega, 2013;Silvestri&Veltri, 2011). They are loci of knowledge 
as extant of knowledge based activities related to knowledge acquisition and sharing take place inside the 
education institutes (Leitner, 2004;Fazlagic, 2005).Therefore, school teacher are known to be “knowledge 
workers” in primary schools were chosen as respondents.According to report of Pakistan Education 
Statistics( 2018, 2019),there are various education foundations are operating in Pakistan such as Punjab 
Education Foundation (PEF), Sindh Education Foundation (SEF), Baluchistan Education Foundation (BEF), 
Elementary and Secondary Education foundations etc.There are 12516 schools and 117,015teachers are 
working for educating children under the domain of these education foundations.To this aim, therefore only 
one province (Punjab) of Pakistan was targeted for data collection because more than 60 percent of these 
institutionsare working in the Punjab province where almost 85 percent school teachers are employed for 
educating children (Table 1). Nevertheless,while data collection, the respondents were clearly informed 
about the objectives and ethical considerations of research. In this regard 1000 questionnaires were 
distributed, 785 were received back and out these 8 were discarded due to incomplete responses. Hence 777 
were used for data analysis which reflects the overall response rate of77.7%.To perform data analysis, SPSS 
version 21, AMOS version 22 and Process Macro version v.3.5 were used.  

Analysis and results 

Descriptive Statistics 

The descriptive statistics were used for the analysis of demographic profile of respondents, mean and 
standard deviation of variables used in this study. By keeping in view, the objective if this study the 
elementary schools are taken as population. As per the structure of school education system in Pakistan the 
elementary education ranges from pre-primary to middle schools (Early Childhood Education to grade 8). 
According to Ministry of Federal Education & Professional Training, (2018-19), there are total of 222.7 
thousand schools teaching elementary level education, with 9997.8 thousand teachers, across the country 
(10-Education.pdf (finance.gov.pk).Table 2presents the information of the respondents of the study based on 
Gender and age of the respondents. It shows that out of 777 respondents, 457 (58.8%) are male teachers and 
320 (41.2%) were female teachers. Moreover, the maximum respondents were from age group between 
thirty to forty years, (42.2%). 

Table 2: Demographics 
Demographic 
Characteristics 

Frequency % age 

Gender 
Male 457 58.8 
Female 320 41.2 
Age 
20-30 years old 307 39.5 

http://www.finance.gov.pk/survey/chapters_19/10-Education.pdf
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30-40 years old 328 42.2 
40-50 years old 103 13.3 
above 50 years old 39 5.0 
   

 

Next the descriptive statistics of variables was calculated. Table 3 shows the mean, standard deviation and 
correlation among variables.  

Table 3: Descriptive statistics and zero-order correlations. 
 Variables Mean SD 1 2 3 4 
1 Incentives 2.997 1.183 1    
2 Organizational 

Commitment 
3.011 1.166 0.791** 1   

3 Tacit KSP 3.013 1.276 0.602** 0.630** 1  
4 Explicit KSP 2.985 1.313 0.796** 0.763** 0.730** 1 
N = 777; **p < 0.01. 
 

THE RELIABILITY AND VALIDITY OF SCALE 

The results of reliability, convergent validity and discriminate validity of the items are presented in Table 4. 
For the reliability of scales, individual item reliability (tested through factor loading) and internal consistency 
reliability (based on the Cronbach’s alpha values) were reported.  Table 4 shows all factor loading values of 
all items lie between 0.911 to 0.943, greater than threshold value 0.5 (Hulland, 1999) and alpha values of all 
constructs lie between 0.843 to 0.969, greater to cutoff point 0.7 (Pallant, 2010). Thus, all constructs were 
reliable. 

On the other hand, for validity, the convergent validity and discriminant validity were tested. The convergent 
validity was further tested by the composite reliability (CR) and Average Variance Extracted (AVE). Table 4 
shows that all the constructs demonstrated CR and AVE values equal to or greater than their threshold values, 
respectively (Hair et al., 2010).  

Next, the difference between Cronbach’s alpha values of a construct to its average correlations with other 
model variables was calculated to measure discriminate validity (Sila&Ebrahimpour, 2005). Table 4 shows 
the presence of discriminant validity, as the alpha value of each construct is larger than the average of its 
correlations with other variables (Ghiselli et al., 1981).i.e. Incentives = 0.189, OC= 0.196, Tacit KSP = 0.214, 
and explicit KSP = 0.237.  

Table 4: Summary of Reliability and Validity 
Variables 
(No. of Items) 

Factor Loading Cronbach’sAlpha 
> 0.7 
 

Composite 
Reliability 
CR> 0.7 

Average 
Variance 
Extracted  
AVE > 0.5 

Average 
correlation 
with other 
variables 
(x)  

Discriminant 
validity 
(alpha - x) 

Incentives 
(4) 

0.833, 
0.846,0.823, 
0.794. 

0.843 0.894 0.679 0.654 0.189 

Organizational 
Commitment 
(14) 

0.939, 0.954, 
0.936, 0.945, 
0.907, 0.828, 
0.905, 0.920, 
0.918, 0.807, 
0.868, 0.871, 
0.858, 0.853 

0.959 0.893 0.808 0.763 0.196 

Tacit KSP 
(5) 

0.889,0.930,0.911, 
0.908,0.869 

0.942 0.956 0.813 0.728 0.214 
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Explicit KSP 
(5) 

0.929,0.943,0.935, 
0.921,0.911 

0.967 0.969 0.861 0.730 0.237 

 

HYPOTHESIS TESTING 

The projected hypotheses variables were estimated by employing PROCESS macro for SPSS by Hayes at 
bootstrapping samples at 95% confidence intervals. Following Hayes (2018),first of all, direct influence of 
incentives on KS practices was investigated. Then indirect influence of incentives on KS practices was 
measured through the potential mediator (OC) was examined. 

DIRECT EFFECTS 

Table 5 introduced hypothesized mediation findings. The direct effect of independent variable on 
independent variable showed that incentives has a significant and positive effect on tacit KSP at beta 0.167 
with CI (0.096, 0.238) and explicit KSP at beta 0.050 with CI (0.019, 0.120). Hence, H1 and H2 are accepted. 
This means that when individuals are rewarded with expected incentives, they are more likely to get 
encouraged and are willing to share their knowledge their colleagues. Similarly, the direct effect of incentives 
on OC was examined and result showed positive and significant effect at beta 0.720 with CL (0.672, 0.767) 
and accept the H3. The result showed when individuals are rewarded with expected incentives; they are more 
likely to get encouraged and committed towards carrying their assigned tasks and share their knowledge 
with others. Next, other direct effect of OC to TKSP and OC to EKSP were also showed positive and significant 
effect at beta 0.711 with CI (0.639,0.783) and beta 0.859 with CI (0.788,0.929) respectively. Therefore, H4 
and H5 are also accepted. The result show when individuals are more committed, they are more likely to get 
encouraged and committed towards carrying their assigned tasks and share their knowledge with others. 

INDIRECT EFFECTS 

The table 5 also explains the indirect effects of incentives on tacit KS practices and explicit KS practices 
through mediator OC. The results showed that both the hypothetical relation of incentive to TKSP through OC 
(at beta 0.512 with CI, 0.429, 0.595) and incentive to EKSP through OC (at beta 0.618 with CI, 0.545, 0.688) 
are significant. Thus, both H6 and H7 are accepted which indicates OC partially intervene the link between 
incentives and TKSP and incentives to EKSP respectively. It means when individuals are rewarded, they get 
more encouraged and commitment towards their organization and works hard to align their practices for the 
achievement and accomplishment of organizational goals. Hypotheses testing were done to test the path 
coefficients of the variables were statistically significant or not.  

All of the projected hypotheses of the study have been accepted as well as mediation analysis does refer 
that all the paths does mediate the relationship partially between independent and dependent variables 
and reveal the positive association among incentives, OC, TKSP and EKSP.  

Table 5: Standardized Path Coefficients 

Path relationship Estimat
e  

S.E.  t-value  Bias-Corrected 
Bootstrap 95% 
confidence interval 

Result  

Total Effect 

 INC  TKSP 0.679 0.030 22.564 (0.620, 0.738) Sig. 

 INC  EKSP 0.669 0.032 21.015 (0.606, 0.731) Sig. 

Direct Effects 

H1 INC  TKSP 0.167 0.036 4.615 (0.096, 0.238) Sig. (Accepted) 

H2 INC  EKSP 0.050 0.035 1.423 (0.019, 0.120) Sig. (Accepted) 

H3 INC  OC 0.720 0.024 10.952 (0.672, 0.767) Sig. (Accepted) 

H4 OC   TKSP 0.711 0.037 19.371 (0.639, 0.783) Sig. (Accepted) 

H5 OC  EKSP 0.859 0.036 23.970 (0.788, 0.929) Sig. (Accepted) 

Indirect Effects 
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H6 INCOCTKSP 0.512 0.043  (0.429, 0.595) Sig. (Accepted) 
(Partial Mediation) 

H7 INCOCEKSP 0.618 0.036  (0.545, 0.688) Sig. (Accepted) 
(Partial Mediation) 

 

IV. CONCLUSION AND IMPLICATIONS 

The proposed relationship between variables of this study contributed to the literature both theoretically and 
empirically. Presently, education system of developing countries, particularly Pakistan, are facing serious 
problems with respect to the quality. This study provides possible solution to this issue, that if the rewards or 
incentives, being one of the important organizational factors are utilized and effectively implemented, it will 
not only assist in developing the affiliation among individuals but will also influence their attitudes (OC) 
leading towards enhanced KS practices. Hence, the model proposed and tested in this study can be useful for 
practitioners in education sector of Pakistan. Moreover, the implications of the study are consistent with the 
findings and conclusion of the research as the results of the association between rewards system and KS 
practices of knowledge workers demonstrate positive association. Likewise, the outcomes demonstrate 
positive influence of mediator (i.e. OC) on both KSP (Explicit and Tacit).  

This study concludes that awarding incentives to school teachers play a positive and significant role in the 
improvement of KS practices (both tacit KS practices and explicit KS practices) of teachers in the presence of 
mediator OC. Thus, the findings of this study will help the management of elementary education system to 
understand that there must be a proper incentives and reward mechanisms as it motivate the teachers to 
show commitment toward their organization and this commitment will encourage the teachers to share their 
knowledge effectively, as it will improve the work quality, efficiency and competency that can benefit the 
individual and the organizations positively. Thus, the concept of social exchange theory has given a strong 
theoretical support to comprehend underlying association. Lastly, regardless of numerous cultural 
disparities, current research gives support to the applicability of western theories to non-western culture and 
emerging economy’ setting. 

 

V. RECOMMENDATIONS FOR FUTURE RESEARCH 

This study has considered only one organizational factor ‘incentives’ into consideration. It is recommended to 
examine other individual and technological factors which might influence attitudes, behaviors and KSP of 
teachers in elementary schools of Pakistan. Though the current research filled the gap in the concerned 
literature by examining the influence of intervening mechanism ‘OC’ (comprised of affective, continuous and 
normative commitment) that play significant role in strengthen the effect of organizational factors on KS 
practices of knowledge workers ‘teachers’ in schools. To get more comprehend results and the impact of 
organizational factors on KSP, the researchers are needed to consider more constructs as mediators and 
moderators (such as, trust, perceived organizational support, turnover intensions, absenteeism) in future 
studies.  
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