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[bookmark: _Toc489998198]Abstract
This study has two objectives: to examine the impact of Human Resource Management (HRM) practices on Knowledge Sharing (KS) and Innovation Performance (IP) in the United Arab Emirates (UAE) and to test the mediating impact of KS in the relationship between HRM Practices and IP. Data were collected from 500 employees working in three organizations operating in the Information and Communication Technology industry in Abu Dhabi. A structured questionnaire containing standard scales of HRM practices, KS, IP, and some demographic variables was used. After testing the scales’ reliability and validity, the proposed relationships were tested via structural equation modeling using SmartPLS. Proposed mediation hypotheses were tested using the Sobel test. The study revealed that HRM practices were positively related to KS and IP. In addition, KS was found to fully mediate the relationship between HRM practices and IP. 
The study has implications for enhancing IP. In general, enhancing the effectiveness of HRM practices can result in higher levels of IP. Moreover, managers should promote KS among employees in order to enhance the impact of HRM practices on IP. In addition, UAE managers should provide employees with effective training programs, performance appraisals, and reward systems to promote KS that will lead to higher levels of IP. 
This study is considered one of the first studies conducted in the Middle East to examine the impact of HRM practices and KS on IP. Moreover, the study is among the first studies to examine the mediating effects of KS in the relationship between HRM practices and IP in the non-western context of UAE. 
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[bookmark: _Toc489998203]Chapter 1: Introduction
Innovation is a critical enabler for firms to create value and sustain competitive advantage in a sophisticated, challenging, and changing environment (Subramaniam and Youndt, 2005). Firms with innovative capabilities succeed in responding to changing environments by adopting or creating new ideas (Monette et al., 2004), which depend mainly on initiatives that come from employees’ expertise, knowledge, and commitment (Youndt et al., 1996). 
Human Resource Management (HRM) practices are tools used by a firm to shape its capabilities to achieve its goals (Collins and Clark, 2003). Previous studies investigated the impact of HRM practices on organizational outcomes from financial and productivity aspects (e.g., Collins and Clark, 2003). While few studies examined the impact of HRM practices on organizational innovation (Laursen and Foss, 2003), this study attempts to address the relationship between HRM practices and innovation performance (IP) through an examination of the mediating effects of knowledge sharing (KS) in this relationship.
Firms should develop and utilize their human capabilities and expertise to be innovative and create new products and services. Firms have used HRM practices to motivate employees and engage them in developing the expertise required to reach their goals, such as innovation (Jacobs and Jones, 1995). HRM practices may allow firms to discover experts and utilize this knowledge in the organization (Scarbrough, 2003). However, it is difficult to transfer knowledge among employees in firms, because it is stored in human brains. Firms need to employ KS and HRM practices to build their innovation capabilities, since KS is the best approach for collaboration among employees to share their knowhow and expertise (Scarbrough, 2003). 

[bookmark: _Toc489998204]Research Problem
Successful KS is a key component of innovation. Significant experience of KS has evolved over many years of applying best practices. However, the information and computer technology (ICT) industry recognizes that there is a need for continuous improvements in order to maintain a high level of KS in its rapidly changing environment. 
[bookmark: _Hlk486427037]This study proposes a quantitative model that argues that human resource management practices enhance innovation in organizations through KS. Previous studies on HRM practices, IP, and KS have mainly been performed in western countries. Furthermore, there are few studies comparing the roles of KS and HRM practices on IP in western and non-western contexts. Therefore, the relationships between HRM practices, IP, and KS need to be further examined in a non-western context, since there are cultural differences that may impact the relation. 
This study is one of the first studies in the Middle East and United Arab Emirates (UAE) to investigate this relationship. This is especially significant in that Abu Dhabi has set the goal of achieving a knowledge-based economy. This comes as part of the strategic vision to transform UAE from an oil-dependent economy to a diversified economy to achieve sustainable development as well as regional competitiveness at the global level (INSEAD, 2015).

[bookmark: _Toc489998205]Purpose of the Study
The main purpose of this study is to examine the relationship between HRM practices and IP in private ICT firms in the UAE. In other words, the research looks into the correlation between four main subconstructs of HRM practices and IP (process innovation and product innovation) of firms in the private ICT sector. Moreover, the study investigates the mediating effects of KS (explicit and implicit) in the relationship between HRM practices and IP. 
In sum, this study attempts to fill the gap in the literature and contribute to the existing research, in the Arab context, by investigating the factors that can promote innovation in organizations and improve KS via HRM practices to increase innovation in organizations. 

[bookmark: _Toc489998206]Research Questions
Based on a review of the literature, this research attempts to answer four research questions and test thirty-six hypotheses regarding the relationship between HRM practices, KS, and IP. 
The current research attempts to answer the following questions:
· RQ1. Do HRM Practices have effects on IP?
· RQ2. Do HRM Practices have effects on KS?
· RQ3. Does KS have effects on IP?
· RQ4. Does KS mediate the relationship between HRM Practices and IP?

To address these questions, this research examined the direct relationships between the four HRM practices, implicit and explicit KS, and process and product IP. Moreover, the current research aimed to investigate the indirect relationship between the four HRM practices and process and product IP through the mediating role of explicit and implicit KS. 

[bookmark: _Toc489998207]Significance of the Study
This study attempts to fill a gap in the literature and contribute to the existing research by investigating factors that could increase IP and promote KS in organizations in an Arab context.  
	This research also aims to increase the level of understanding of the importance of influence of HRM practices on IP. The current study contributes to the investigation of the role of KS in the relationship between HRM practice and IP. In other words, it contributes to the literature and managerial practices in the ICT sector by providing empirical evidence of the impacts of KS and HRM practices on IP. It increases our knowledge and understanding of how KS affects the relationship between HRM practices and IP in ICT firms in the UAE. The study draws a conclusion about the nature of the relationships between these variables when these relationships are mediated by KS, such as the influence of implicit knowledge. Moreover, it investigates how adopting proper KS practices as a tool can affect and increase innovation within ICT firms. This study is one of the first empirical studies of its kind to demonstrate the roles of KS as mediator between HRM practices and process and product innovation. 


[bookmark: _Toc489998208]Organization of the Study
This dissertation contains seven chapters. The sequence and structure of these chapters are as follows:

Chapter 1: Introduction
This chapter includes an introduction and background of the problem; it defines the research setting, discusses the problem statement, the purpose of the research, research questions, research hypotheses and the theoretical framework, the importance of the study, definitions of terms, limitations, and a conclusion.

Chapter 2: Literature Review and Research Questions
This chapter introduces the research aims in reviewing the literature and describes the review methodology (literature search). This is followed by an examination of HRM practices, KS, IP, the relation between these three constructs, and their associated empirical research. A review is then provided of the literature that supports this study. At the end of this chapter, gaps in this field, which are the focus of this study, are highlighted, and three research questions are developed in order to enable the subsequent investigation.

Chapter 3: Theory
In the theory chapter, the research arguments and the conceptual framework, as well as the research hypotheses, are described. 

Chapter 4: Data and Methodology
This chapter describes the research methodology adopted by the researcher, the research design chosen, the data collection method and sample characteristics, ethical considerations, measures, and the analytical strategies employed, such as descriptive statistics, correlation analysis, factor analysis, SEM, and the Sobel test.

Chapter 5: Results and Discussion
This chapter shows the findings from the analysis of the quantitative data collected through the questionnaire survey instrument. It includes findings of reliability and validity and an analysis of the data presenting the relationships between study variables, regardless of whether they are direct or indirect relationships. This is followed by a discussion of the findings of the study in order to compare the results with previous research in the field.

Chapter 6: Implications and Suggestions for Future Research.
This chapter discusses the implications of the study’s findings for both theoretical and practical application. It also presents the limitations of the current research and provides some suggestions for future studies. 

Chapter 7: Conclusion
This chapter offers a brief summary of the current research and discusses the useful lessons that might help managers in the ICT sector to increase innovation in their firms and promote KS across their teams. 

[bookmark: _Toc489998209]Chapter 2: Literature Review, and Research Questions
This chapter seeks to provide a review of the literature in order to help contextualize and define the relationship between HRM practices, KS, and IP. By reviewing the literature around these constructs, a theoretical framework is built, which is used later in the study to assess the findings from the primary data collection. The review comprises seven main sections. The first three sections provide an overview of the literature on HRM practices, KS, and IP. Section four reviews the relationship between HRM practices and KS, section five reviews the relationship between KS and IP, and section six review the relationship between HRM practices and KS. Finally, section seven illustrates the relationship between the three previous mentioned constructs and the moderating effects of KS in the relationship between HRM practices and IP. 

[bookmark: _Toc470783475][bookmark: _Toc489998210][bookmark: _Toc470783476]The ICT Industry in UAE
Most of the UAE countries have realized the importance of human resource management practices in ensuring the success of any project, whether at organizational or international levels. Khan and Rasheed (2014) evaluated the relationship between HRM practices and project success in Pakistan. The study found that the major HRM practices that influence a project’s success are staffing, training and development, compensation systems, and performance appraisals. Moreover, the HRM must adhere to Islamic Work Ethics (IWE). The study also found that IWE influence the HRM practices of recruitment and selection (Khan & Rasheed, 2014). Similarly, Parakandi and Behery (2016) argued that the human resources in the UAE have a crucial role in establishing sustainable organizations by being socially responsible to their society. These researchers further claim that sustainability relates to the balance between the employees’ life and work roles, despite the increased need to establish a competitive advantage. The resultant effect of these HRM practices is the increased ability to attract and retain a highly talented workforce. Therefore, Parakhandi and Behery (2016) note that most of the UAE organizations use a work-life balance (WLB) program to strike this balance and eliminate the challenges associated with work and life incompatibilities. WLB programs are important in allowing workers in this region to abide by their culture without being interrupted by the working schedule. Parakhandi and Behery (2016) further illustrate the urge of using WLB within HRM practices in overcoming the notion of wasta in this region. Therefore, there is a need for HRM practices to account for sustainability, especially those practices related to innovation. 
[bookmark: OLE_LINK1][bookmark: OLE_LINK2][bookmark: OLE_LINK3]Hameed et al. (2016) emphasize the need for nations to remain competitive in the international market. The study affirms that most countries and organizations have achieved this goal by investing in science, technology, and innovation (STI). Their findings are in line with the findings of Zaidan (2016), which suggested that the explosion of the Internet had supported virtually all aspects of life. Hameed et al. (2016) and Zadian (2016) both argue that STI and the Internet are the new drivers of economic change in the UAE. Alfaki and Ahmed (2015) claim that the UAE has enjoyed impressive economic progress, with its growth domestic product (GDP) increasing exponentially. These authors argue that the UAE Vision 2021 is essentially an investment in STI and research and development (R&D). UAE is attempting to achieve this vision by collaborating with Asia and the west as a way of diversifying their economy through STI (Hameed et al., 2016). Hameed et al. (2016) further claim that the aim of encouraging global interaction is to attract foreign expertise in research and innovation. This comes after the Minister of Education and Scientific Research noted that scientific research in UAE is weak (Hameed et al., 2016). Therefore, UAE has substantially invested in STI to meet this challenge. In this case, therefore, it is clear that there is a need to coordinate the targeting of these investment decisions to enhance the STI capabilities of UAE nations. This highlights the clear role that HRM has in facilitating this process, ultimately helping to develop STI and R&D within UAE organizations. 
An effective way of facilitating IP and knowledge management is to improve the information and communication technology (ICT) in organizations. Zadian (2016) and Alfaki and Ahmed (2015) argue that the UAE leads in adopting and implementing ICT in the Middle East and North Africa (MENA) region. Zadian (2016) records that the Internet has been a major factor in supporting the tourism and the e-commerce industries. Nevertheless, Hameed et al. (2016) emphasize that technological advancement in UAE is still low. The authors support their claims using the global entrepreneurship monitor (GEM) 2011 report data, which show that only 2.3% of firms in this region are high-tech or medium-tech ventures. Moreover, the report reveals that there has been a slight reduction in the number of technological ventures made since 2006 (3%) to 2011 (2.3%) (Hameed et al., 2016). Additionally, with its insufficiency in technological and innovation tools and facilities, the competitiveness of UAE in the global market has fallen (Alfaki & Ahmed, 2015). Alfaki and Ahmed (2015) further claim that UAE has continued to depend on foreign technology imports since there is an insufficiency of technological equipment and products. In effect, HRM has a key role in sourcing the right persons and strategies that will be used to enhance the ICT power of the UAE’s enterprises.  
Alfaki and Ahmed (2015) urge the development of an innovation system network of rules, procedures, and institutions that facilitate the identification, creation, dissemination, and use of technology and knowledge in creating sustainable economic growth. Moreover, an effective way of enhancing the innovation levels is to use effective R&D activities and establish a robust education system (Alfaki & Ahmed, 2015; Hameed et al., 2016). Ewers (2013) claims that the wealthy state of the UAE nations has enabled them to import, buy, and rent diversified development capacity. Consequently, UAE nations face a serious problem of having insufficient knowledge and innovation capabilities, which has led them to depend on foreign proficiency in exploiting their capabilities and resources. Ewers (2013) points that UAE nations face an insufficiency of human capital that has acted as a barrier to economic progress; and hence, an over-reliance on foreign knowledge. Therefore, it is important to evaluate HRM’s role in promoting knowledge management and IP to enable the UAE nations to be independent in themselves, unlike the current state of relying on foreign assistance. 
Nevertheless, Pervan, Al-Ansaari, and Xu (2015) argue that Dubai is one UAE nation attempting to position itself in a better position in the global market by transitioning its economic growth from hard to soft products and services, and especially from oil infrastructure to knowledge infrastructure. According to Pervan, Al-Ansaari, and Xu (2015), 90% of the nation’s small and medium-sized enterprises (SMEs) compete locally with a minimal level of innovation, since this competition is based on traditional practices. The limited level of innovation has made these nations compete poorly in the global market (Pervan, Al-Ansaari, & Xu, 2015; Ewers, 2013). Being conscious of this fact, Dubai moved to the extent of making major importations and re-exportations via its airport and ports, thus emerging as a global destination (Pervan, Al-Ansaari, & Xu, 2015). Ewers (2013) also notes that the UAE countries have encouraged foreign firms to invest in their local economies by maintaining an open local market, while at the same time tightening the intellectual property laws. Furthermore, Pervan, Al-Ansaari, and Xu (2015) assert that the move by Dubai of inviting foreign investors has enhanced its innovation capability and capacity, where this innovation is now regarded as the key driver for improved performance as well as competitive advantage. While encouraging foreigners to move into the country and support their knowledge and innovation developments, UAE countries encourage them to use open innovation models. According to Pervan, Al-Ansaari, and Xu (2015), open innovation facilitates the growth of innovation following the use of purposive inflow and outflow meant to accelerate internal innovation, while expanding the firm’s external boundaries. Consequently, Dubai aims to use open innovation in promoting the growth of its SMEs, described by Pervan, Al-Ansaari, and Xu (2015) as an effective move in reducing the operating costs of these firms towards innovation. The role of HRM is to identify the inadequacy of skills in these organizations and determine the skills that need to be imported.
Foreigners have thus played a substantial role in promoting the growth of innovation in the UAE countries by sharing knowledge with the locals. Ewers (2013) argues that the UAE nations have insufficient knowledge required to lead these countries to develop sustainable competitive advantages in the global context. As a result, these nations are collaborating with foreign universities as a way of promoting learning through KS. Alfaki and Ahmed (2015) suggest that the education system in UAE is a major factor impeding the spread of effective innovation and KS practices, as there is a lack of the appropriate skills and abilities to absorb new technology and process the new ideas that are a prerequisite for improved innovation. Ewers (2013) comments, however, that aspects of the local knowledge capacity of the UAE are well grounded in terms of competence, knowledge, skills, and organizational culture. Therefore, Pervan, Al-Ansaari, and Xu (2015) and Ewers (2013) believe that integrating local knowledge with new technology and foreign knowledge will leverage the skills and knowledge of UAE’s citizens. Zadian (2016) maintains that the use of the Internet is one of the most effective moves made by the SMEs in this region to enhance their innovation and KS. The integration of foreign influences within the economic sector of the region has also assisted in meeting the UAE’s vision of increasing its R&D efforts, technology use, and innovation. Alfaki and Ahmed (2015) also comment on this move by asserting that welcoming foreigner investors has prepared the UAE nations for the future expansion of the areas of research, technology, and innovation. Therefore, the UAE nations now need to address insufficient HRM practices in order to overcome the cultural impediments of the region (Khan & Rasheed, 2014). Moreover, the UAE nations have made a call for foreign intervention to enhance their skills, knowledge, and idea generation in order to better their KS and innovative practices (Zadian, 2016; Pervan, Al-Ansaari, & Xu, 2015; Ewers, 2013). HRM has a key responsibility in promoting R&D as well as technology use in SMEs and promoting KS in local settings that will later progress to national and international levels. 

[bookmark: _Toc470783477][bookmark: _Toc489998211]Human Resources Management Practices
Human resources management (HRM) practices refer to the activities of the department mandated to translate an organization’s strategic rhetoric into workplace reality (Marchington, 2015). According to Marchington (2015), the roots of HRM practices lie in welfare and personnel management in firms, mandated to ensure that appropriate employment relationships exist in the workplace and that legal regulations in this regard have been followed. Martin, Farndale, Paauwe, and Stiles (2016) add that HRM practices play a major role in establishing a relationship between the people management practices and policies of an organization, and its business strategies and practices. Hoch and Delubohn (2013) also point out that HRM plays a key role in integrating the human resource process with the information system of an organization. The HRM thus becomes the center of operations of every organization in managing its workforce and leading the enterprise to success (Hoch & Delubohn, 2013; Marchington, 2015).
	Marchington (2015) asserts that the term “human resources management” originated in the USA, paving the way for the inclusion of this term in the literature in the mid-1960s. HRM at the outset was regarded as an integrative, proactive process and an important component of employer commitment to long-term engagements (Marchington, 2015). Therefore, HRM was perceived as an asset and not a cost; Marchington (2015) adds that the Harvard framework appreciated HRM practices, as they not only focused on management and shareholder interests, but also took into account the key role of the employees in an organization. Marchington (2015) argues further that HRM in the UK was implemented in the late 1980s, where it was utilized in various fields such as psychology, personnel management, sociology, economics, and industrial relations. HRM concepts were underpinned by the notion that the employment relationship was uneven and contested; thus, if employers wanted their organizational goals to be in line with those of their employees, they needed to make extra efforts that were facilitated by appropriate HRM practices (Hoch & Delubohn, 2013). Marchington (2015) concludes that the need to engage workers and make them committed supported the establishment of HRM practices. 
According to Stone, Deadrick, Lukaszewski, and Johnson (2015), the importance of HRM lies in attracting and retaining a talented workforce. HRM identifies and selects a qualified, motivated, and diversified workforce that fosters innovation, enhances creativity, and assists in satisfying the organization’s customers (Stone et al., 2015). Marchington (2015) concurs that HRM has a central role in recruiting and selecting a talented workforce and identifies this as a key feature of “Soft HRM.” Stone and Deadrick (2015) expand on this by pointing out that HRM designs the recruitment requirements that uncover the skilled applicants. Along with this important role, HRM designs job descriptions, thus facilitating the autonomy of employees and their participation in the decision-making process (Stone & Deadrick, 2015). These authors maintain that such career designs enhance the innovation and collaboration of the team members. 
	Stone et al. (2015) suggest that HRM is important in every organization in enhancing the skills, knowledge, and abilities of the employees through training and development. Stone and Deadrick (2015) support the same idea in that effective HRM stresses the training and development of appropriate skills. In support of these findings, Tzabbar, Tzafrir, and Baruch (2016) suggest that enhancing the skills of the employees contributes positively to operational and financial performance. Depending on the desired skills, abilities, and knowledge, HRM designs the training and development programs that embed the employees with these skills. Marchington (2015) agrees that soft HRM practices are important in providing employees with extensive training and development that helps in developing their skills. Effective training helps in the transfer of knowledge and in the acquisition of new skills that are important in improving the innovation capabilities and performance of the organization (Stone et al., 2015). Stone and Deadrick (2015) suggest that training is also an effective mode of embracing workplace diversity that enables organizations to serve a diversified society.
	Stone and Deadrick (2015) add that HRM identifies the appropriate work environments to facilitate increased performance from employees. These authors add that HRM establishes a working culture and creates an effective working atmosphere that supports the activities of employees (Stone & Deadrick, 2015; Stone et al., 2015). Marchington (2015) affirms these claims, pointing out that HRM has the role of arranging liaisons and designing procedures with senior management with regard to organizational culture. Gallardo-Gallardo, Dries, and Gonzalez-Cruz (2013) add that HRM practices are important in fostering talent by defining the organizational culture and the environment in which employees work. The environment and organizational culture set by HRM determines the productivity of employees. The HRM should maximize this productivity by establishing an innovative culture that also promotes KS among employees. 
	Stone and Deadrick (2015) comment that HRM is important in designing the rewards and compensations offered to the workforce. This recognizes the fact that the compensation and reward system is a complex and challenging aspect of organizational management (Stone & Deadrick, 2015). As a result, HRM is crucial in designing a reward system that allows the employees to have a fair compensation profile that is in line with their experience and contributions. Stone et al. (2015) note that HRM uses effective compensation systems to retain a talented workforce; the authors suggest that effective use of the reward system by HRM allows the organization to motivate and retain its skilled employees. Hoch and Dulebohn (2013) argue that the reward system in an organization should be fair in distributive and procedural terms, and should aim at enhancing the performance of teams as well as promoting positive attitudes among employees; this will promote innovation and KS practices. HRM is thus important in ensuring that the employees are effectively rewarded for being the members of a team as well as for their personal performances (Hoch & Dulebohn, 2013; Stone et al., 2015). 

[bookmark: _Toc489998212]Recruitment and Selection
Marler and Fisher (2013) note that a major HRM practice is the recruitment and selection of a skilled and a talented workforce. According to this study, the integration of technology in HRM practices has yielded e-recruiting systems that enhance the employment process. According to Marler and Fisher (2013), the use of such systems is effective and efficient in providing feedback to the applicants as well as preventing overloads from unqualified candidates. However, Stone et al. (2015) suggest that e-recruitment methods are inappropriate in enhancing the selection of a diversified workforce. To justify this, the authors explain that it is unlikely that women, old-aged, and ethnic minorities will use such systems in making job applications. Moreover, Stone et al. (2015) claim that the goal of recruitment is to facilitate successful placement, while that of selection is to hire a diversified and talented workforce. These authors add that HRM uses selection and recruitment as an effective way of transforming the operations of an organization. HRM therefore needs to ensure that the organization has attracted and retained a talented workforce that will help it meet the needs of its diverse customers. Dries (2013) comments that recruitment is the major HRM practice in identifying a talented workforce. In an era of scarcity of talent, Dries (2013) notes that HRM needs to engage in aggressive searching and selection of high-profile candidates who will equip the organization with the required skills and improve its innovation capabilities. The availability of technology enables HRM to use e-recruitment systems that provide timely responses to potential candidates. Therefore, HRM should use technology to promote the recruitment and selection of a talented workforce that will equip the organization with innovation skills and KS practices.
Effective HRM understands the needs of the organization in terms of the skills required and addresses these needs in the recruitment process. Stone et al. (2015) argue that HRM develops recruitment strategies depending on the gaps in knowledge, skills, and abilities in the organization. Saridakis, Lai, and Cooper (2016) restate this by claiming that HRM is a source of competitive advantage for an organization in its recruitment of a highly skilled and motivated workforce. HRM should make strategic moves when recruiting employees; not simply maintain headcount, but actively identify those employees who will lead the organization to the next level by promoting its innovation capabilities. These authors claim that during the recruitment process, HRM should give all candidates an equal chance in order to accommodate a wide pool in terms of diversity and talent. Moreover, HRM should engage in effective recruitment and selection practices that will allow the employees to develop competencies enabling them to put extra effort in their work (Saridakis, Lai, & Cooper, 2016). Consequently, these competencies should enable the employees to be innovative and incorporate new practices or products that will improve the performance of the organization.
Ueno (2014) introduces a new aspect of recruitment and selection in his study on the way HRM practices support each other. According to this study, effective recruitment and selection can help in reducing training costs. To achieve this, Ueno (2014) claims that HRM should make use of appropriate selection criteria as well as a formal recruitment process. As a result, Ueno (2014) recommends that HRM should invest heavily in selection and recruitment practices that will guarantee reductions in training costs. Ueno (2014) further claims that the use of effective recruitment and selection practices is effective in facilitating the selection of a team-oriented workforce that, in turn, improves the teamwork of the organization. This is the key to innovation and a team willing to share knowledge for the better of the organization. Elaborating on this, Xing, Liu, Tarba, and Cooper (2014) highlight that HRM should focus on candidates who can form a team, which strongly promotes the success of teamwork within the organization. The selection of team-oriented personnel is thus a key factor that accelerates the success of teamwork by promoting KS among team members. 

[bookmark: _Toc489998213]Training and Development
Prior the implementation of training programs, HRM should orient newly recruited employees. According to Saridakis, Lai, and Cooper (2016), orientation is an important HRM practice that equips employees with basic information about the organization they have joined. Orientation allows the employees to familiarize themselves with the organization and learn about its culture, mission, vision, and policies, among other aspects (Saridakis, Lai, & Cooper, 2016). Consequently, Daniels, Wang, Lawong, and Ferris (2016) recommend face-to-face orientation rather than computer-based orientations. Supporting this argument, the authors maintain that physical orientation is better than virtual orientation, since the former is important in supporting socialization among newly recruited employees, thus stimulating KS. By contrast, the authors claim that HRM should first investigate the impact of integrating technology into their orientation practices by identifying the drawbacks associated with its use to ensure that the barriers that such technology poses are identified and overcome (Daniels et al., 2016). Daniels et al. (2016) also claim that orientations should be done prior to training to ease the training process. 
Long, Ajagbem, and Kowang (2014) confirm the need for training to be addressed as an HRM practice. This is especially true for small and medium enterprises (SMEs), where employee training programs have played a vital role in boosting their success. Once HRM has identified, selected, and recruited the desired workforce, it becomes crucial for HRM to train and develop the skills and abilities of these employees in meeting the demands of the organization. Along these lines, Saridakis, Lai, and Cooper (2016) suggest that HRM aims at developing the knowledge, abilities, and skills of the employees through training and personal development. The development of skills, knowledge, and abilities is an effective practice in encouraging innovation among employees. In addition, training and development is an effective practice of improving the labor productivity of an organization, as training has a direct effect on the personal contribution of employees (Saridakis, Lai, & Cooper, 2014). Their research also showed that effective training and development is significant in equipping the employees with organizational competencies. Long, Ajagbem, and Kowang (2014) support these claims by restating that training has a role in strengthening and nurturing the competencies of employees. On the other hand, Daniels et al. (2016) comment that training and development as an HRM practice has been deeply explored in a variety of areas such as socialization, coaching, and mentoring. However, training and development is not the key to the talent development, nor is it the only way to meet the needs of employees. Daniels et al. (2016, p. 10) note that, “Extensive use of training programs for mostly highly educated employees may not align with these employees’ needs.” This is an indicator that training is not the only way to meet the needs of the employees. However, training is a key HRM practice and is intended to develop the personnel of the organization. Long, Ajagbem, and Kowang (2014) add that training functions as a backbone for the implementation of strategies in an organization, as well as for promoting an innovation-oriented mindset and practices.
According to Daniels et al. (2016), training and development is an effective HRM practice that has a direct impact on human resource outcomes. Saridakis, Lai, and Cooper (2016) argue that training is a strategic HRM practice that should not be offered to new recruits only, but also to existing employees in an organization. Supporting these claims, these authors maintain that training should be used as a tool to enhance the competitive advantage of the entire workforce in the organization. This explanation covers the organizational role of training in equipping employees with new skills and allowing them to develop and increase their innovative practices. Training is important in enhancing the value of the workforce, thus improving their performance (Saridakis, Lai, & Cooper, 2016). Moreover, appropriate training and development is an effective employee retention practice under the role of HRM. This is achieved when HRM offers training programs to employees with the aim of growing their careers and satisfying their life ambitions. Hancock, Allen, and Soelberg (2016) note in this regard that training facilitated by HRM allows employees to advance in their careers and provides a reason for them to remain in the organization. Moreover, training and development allow the organization to equip its employees with access to more advanced and trending skills and knowledge, which helps in retaining employees. In addition, training fosters the trust and loyalty of the employees towards the organization (Hancock, Allen, & Soelberg, 2016), which is an important aspect in facilitating KS practices and the retention of employees. Supporting these claims, Long, Ajagbem, and Kowang (2014) comment that training helps to establish a positive commitment from the employees, which is important in eliminating a negative turnover rate in the workforce (Hancock, Allen, & Soelberg, 2016). 
Providing a different perspective, Jabbour (2013) assesses the role of training in maintaining sustainability and achieving corporate social responsibility. This study recommends environmental training as a key to the sustainable development of the organization. The study adds that environmental training is important in facilitating conservation and environmental management as well as in recycling resources. Jabbour (2013) adds that technology itself is not sufficient in facilitating effective environment performance, hence the need for offering environmental training, which is important to enable employees to green their organization. Therefore, this study proves its worth in showing other possibilities of training employees as an HRM practice, in this case with the aim of achieving sustainability and promoting corporate social responsibility. These practices should promote the use of sustainable innovation, which is important in encouraging corporate social responsibility on the part of a firm. Herington, McPhail, and Guilding (2013) support these claims by arguing that offering training to employees is an effective way of demonstrating the accountability of the organization towards its employees, who are its major stakeholders. These researchers found that most of the employees that were surveyed reported trouble when adapting to new working environments within the organization after being shifted to new jobs or after being assigned to new roles. These employees recommended that HRM should ensure that employees have been equipped with sufficient training in their new roles or positions, even if they are still in the same firm. These interviewees justified their claims by arguing that they were new to these roles and positions; thus, there was a need for HRM to train them for ease of adoption. The implementation of such training and development programs in an institution is a role of HRM. Herington, McPhail, and Guilding (2013) also report that most of their interviewees claimed that they faced substantial problems in persuading departmental managers to take on the traditional responsibilities of HRM, with the key aspects being recruiting and selection and training. Consequently, these interviewees claim that HRM should be allowed to carry out its training function by itself. 
Tzabbar, Tzafrir, and Baruch (2016) comment that training is one of the HRM practices that is directly related to organizational performance. The training offered to employees determines their performance, which in turn determines the organizational performance (Tzabbar, Tzafrir, & Baruch, 2016). Supporting this idea, Ahlvik and Bjorkman (2014) mention that training as an HRM practice is important in developing organizational teams. This is especially the case when team members have different skills that are important to the organization, and training allows team members to socialize and blend these skills in improving their respective performances. These authors continually recommend that HRM should adopt joint training when dealing with different teams to facilitate the transfer of knowledge and skills among these teams, thus promoting innovation. Ueno (2014) also claims that training is a key tool used by HRM to empower teamwork. Ueno (2014) further posits that training for teamwork is an important tool for building and improving the coordination of teams. Along similar lines, training for communication is important in establishing an efficient communication system. In addition, Ueno (2014) suggests that once HRM has offered the staff effective communication training, it becomes easy for the organization to deliver courteous, responsive, empathetic, and caring services to its customers, thus improving customer return to the organization. This is also important in promoting the sharing of knowledge among the team members in an organization.

[bookmark: _Toc489998214]Appraisal
Another important HRM practice is the measurement of the performance of the employees, which is referred to as performance appraisal. This is the important practice of assessing the performance of both newly recruited and existing employees who have been subjected to training in the drive to meet organizational goals. Performance appraisal facilitates the performance management of the organization, departments, employees, and product or service development (Long, Ajagbem & Kowang, 2014). Despite the substantial role played by performance appraisal, HRM needs to exercise it effectively to ensure that it has a positive impact on the performance of the employees. Long, Ajagbem, and Kowang (2014) warn HRM on the possible negative impacts of performance appraisal, especially when it increases the turnover rates of employees. Analyzing 65 studies, these researchers found that there is a correlation between performance appraisals and employees’ intention to quit their jobs. Long, Ajagbem, and Kowang (2014) claim that such instances occur when there is poor communication of appraisal results. As a result, they recommend that HRM should use effective feedback systems to communicate the results of performance appraisals that encourage and empower employees, rather than discourage them. Therefore, performance appraisals should be used to stimulate KS and generate innovative ideas that will enhance the organization’s performance.
Ahlvik and Bjorkman (2014) claim that performance appraisal is important in assessing the success of all the interlinked HRM practices. Performance appraisal serves as a core HRM practice that reveals the success of other HRM practices intended to enhance the performance of employees. As such, HRM should use such appraisals to assess the progress of the other HRM practices, such as the training and reward system. Effective measurement practices should identify the need for particular developments in the organization. Once the assessment has been made and communicated, the existing gaps should be identified to facilitate the implementation of effective approaches to remedy these deficiencies (Ahlvik & Bjorkman, 2014). Performance appraisal is important in providing a feedback system that captures the development and performance levels of the organization. HRM thus makes use of performance appraisal as the basis for commenting on the development and performance of the organization towards the attainment of organizational goals (Ahlvik & Bjorkman, 2014). Ahlvik and Bjorkman (2014) also note that HRM uses performance appraisals to determine reward decisions. Depending on what the assessment reveals, HRM determines which individuals should receive particular rewards and the extent of these rewards (Ahlvik & Bjorkman, 2014). In this case, HRM uses the performance appraisal to decide on promotion decisions by determining the individuals and areas that need promotion. Therefore, HRM should use appraisals in encouraging the employees to share knowledge and participate in KS practices. Further, Smale, Bjorkman, and Sumelius (2013) claim that performance appraisal is important in determining the future changes in an organization. After HRM has assessed the performance of the organization, it becomes easy to identify those areas of improvement that are important for the organization to achieve its goals. 
HRM should identify appropriate ways of integrating the performance appraisal within the organization to promote positive changes in employee performance. Smale, Bjorkman, and Sumelius (2013) recommend that HRM should formalize procedures and policies to encourage subsidiaries and managers to understand and appreciate the role of performance appraisal in the organizational setting. Such integration, according to this study, should be implemented using people-based mechanisms that function by engaging the employees, rather than shifting the focus of the decision-making process away from them. Tzabbar, Tzafrir, and Baruch (2016) support these claims by warning that the use of formal employee appraisals has a negative impact on the employee perception of the company’s sense of justice. Ultimately, HRM should choose an effective approach to integrate performance appraisals within the organization’s overall practices to have a positive influence on the overall conduct of employees (Smale, Bjorkman, & Sumelius, 2013), through which HRM should ensure that performance appraisal improves the decision-making process of the organization towards fulfilling its developmental strategies (Tzabbar, Tzafrir, & Baruch, 2016). Such decisions should be used to enhance the innovation capabilities of a firm to better its performance. 
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Gupta and Shaw (2014) note that employee compensation as an HRM practice is a sparse and sporadic area of research. Questioning why this area is poorly studied, these authors claim that compensation has a critical influence on the effectiveness and quality of the human capital of an organization. Moreover, compensation influences the quality of the employees, the nature of the people offered jobs, and the probability of these individuals to accept job offers, as well as the overall motivation within an organization (Gupta & Shaw, 2014) and among those employees who decide to remain in the organization. Compensation has a strong effect on the psychological aspects of employees (Gupta & Shaw, 2014). Compensation affects employee behaviors as well as attitudes (Cerdin & Brewster, 2014; Gupta & Shaw, 2014). Gupta and Shaw (2014) note that simple mental associations with money have an effect on increasing pain tolerance and feelings of self-reliance. As a result, HRM has a crucial role in establishing an effective compensation system that will have positive effects on the organizational procedures and policies (Gupta & Shaw, 2014). Cerdin and Brewster (2014) support this by arguing that it is the role of HRM to design an effective compensation system that assists in meeting both the desires of employees and the goals of the organization. Such designs should take into account the need to promote innovation and KS practices in a firm. 
	Hancock, Allen, and Soelberg (2016) posit that the compensation system used by HRM determines the performance and turnover rate among the employees. This is in line with the ideas of Cerdin and Brewster (2014), who claim that the compensation system used in an organization affects employee motivation, and can also be harnessed to enhance the creativity, innovation, safety, and quality of employee performance. This results in the enhanced performance of the entire workforce, resulting in improved workplace outcomes. Saridakis, Lai, and Cooper (2016) claim that HRM should employ effective compensation mechanisms to facilitate the development of skills, knowledge, and ability among the employees. Additionally, these authors claim that an effective compensation system is important in facilitating the performance of employees as a way of appreciating their contribution and participation, thereby stimulating innovation. 
Daniels et al. (2016) claim that compensation refers to both monetary and non-monetary rewards that employers give to their employees. The authors add that HRM should choose wisely between these two forms of compensation, depending on the situation. The two forms of compensation are elaborated, with monetary rewards including at-risk pay, base payments, and benefits that can be used as individual-based or team-based incentives. On the other hand, according to Daniels, et al., (2016), non-monetary forms of compensation include the recognition and praise offered to the employees by the employers once they have made an achievement or shown positive progress. Saridakis, Lai, and Cooper (2016) support these claims by arguing that HRM should exploit the compensation and benefits system as a motivational tool. This should be achieved by using extrinsic rewards for motivation at either the individual or the team level. Daniels et al. (2016) further claim that it is the role of HRM to choose the appropriate form of compensation and benefits to ensure that there is a balance between family and work responsibilities. These authors add that by offering both monetary and non-monetary benefits, HRM should aim to counter the factors that may cause employee turnover associated with work or family issues. Daniels et al. (2016) point that there is a need for additional research on the compensation and benefits systems of organizations generally. Justifying this recommendation, the authors claim that HRM has an added task of determining what, how, and when (Daniels et al., 2016) particular benefits should be used to facilitate the performance of an individual or a team (Saridakis, Lai, & Cooper, 2016). Improved individual or team performance is important in enhancing innovation through the increased knowledge circulation among team members. 
However, attempts to motivate employees using effective compensation mechanisms do not automatically translate into the establishment of competitive advantages. According to Daniels et al. (2016), there is a small amount of evidence that effective compensation leads to organizational success and the establishment of a competitive advantage. HRM has a crucial role in determining the effective use of compensation and benefits systems to promote organizational success. To achieve this, Xavier (2014) suggests that the compensation system should establish a balance between the interests of different stakeholders, especially those of the employees, line managers, and managers. However, Daniels et al. (2016) assert that HRM should use the compensation system primarily to attract, recruit, and retain a talented and skilled workforce. Using such practices make it possible for the HRM to maintain a motivated and skilled workforce that meets organizational objectives with ease and shows a willingness to go the extra mile to accomplish organizational goals. These skills should also promote innovation and facilitate KS in meeting organizational objectives.
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Yu, Hao, Dong, and Khalifa (2013) define KS as the process through which the individuals in a group share and receive knowledge with other team members through various channels. Sanchez, Sanchez, Collado-Ruiz, and Cebrian-Tarrason (2013) define knowledge as a set of skills, values, experiences, and information from an expert’s viewpoint, which is used as a framework for the combination and evaluation of new experiences and information. Sanchez et al. (2013) further argue that knowledge management refers to the process of identifying, creating, organizing, storing, representing, and distributing knowledge. The distribution of knowledge in this study refers to KS, which, according to these authors, corresponds to the ease of providing and receiving skills, experiences, information, and values among employees. Similarly, Zhang, de Pablos, and Xu (2013) argue that KS is an individual behavior of sharing relevant experiences and information with teams and colleagues in an organization. 
According to Hau, Kim, Lee, and Kim (2013), today’s competitive world has placed substantial pressure on the role of knowledge in organizations. Therefore, firms across the globe are exploring possible ways that they can enhance KS among their employees as a way of improving their performance (Hau et al., 2013). As a result, organizations are using KS as a tool for establishing a competitive advantage. In this vein, the study by Hau et al. (2013) focused on the way employee KS leads an organization to success by establishing a competitive advantage. With similar intent, Pinjani and Palvia (2013) claim that the success of global virtual teams (GVTs) relies on the ease and effectiveness of KS among these widely distributed teams. Similarly, Kitmoller and Lauring (2013) claim that the success of GVTs depends on the use of communication that supports KS among these diversified groups. These two studies thus confirm that KS is key to the success of a team. This relates to the way KS promotes the creativity that is necessary for increased innovation. Moreover, Pinjani and Palvia (2013) confirm that KS is the key to the development of trust and facilitates understanding among group members. Pinjani and Palvia (2013) further posit that when GVT members share knowledge with each other, they find that it becomes easy to blend experiences and improve their overall performance. On the same lines, Hau et al. (2013) claim that KS among team members helps in maintaining productivity at organizational as well as group levels. 
KS is a key factor that determines the performance of the employees. According to Hau et al. (2013), KS promotes the performance of an organization, especially in improving its innovation capability as well as its absorptive capacity. Pemsel and Wiewiora (2013) perceive project management as a key broker of KS practices. According to these authors, KS is at the core of project success, as it facilitates the circulation of project knowledge among the project shareholders. According to Pemsel and Wiewiora (2013), knowledge sharing in a project takes different forms, with social communication being an effective mode of sharing knowledge using explicit methods such as project documents. Moreover, this study claims that knowledge sharing is an important practice during project execution in avoiding the risk of knowledge loss that may arise with significant accumulations of knowledge. Besides, Pemsel and Wiewiora (2013) explain that KS is essential in coordinating and improving project management practices. Therefore, effective knowledge management practices in a project guarantee improved performance from team members, as well as improved stakeholder coordination that leads to a successful stream of well-managed projects. 
Hau et al. (2013) argue that KS is also a motivational tool for many organizations. The noticeable benefits of KS include the freeness of flow of ideas from management to employees. Facilitating knowledge flows among employees and management encourages employees, as it is a demonstration of their value in the organization (Hau et al., 2013) and acts to promote employee engagement. Organizations motivate KS among employees using monetary rewards such as bonus and promotions, as well as non-monetary forms such as reciprocity and festivities (Nissen, Evald, & Clarke, 2013). As a result, employees are encouraged to share their knowledge in pursuit of these benefits, thereby making the process of KS a process of mutual advantage. 
Nissen, Evald, and Clarke (2013) claim that KS is a crucial factor for improved innovation in organizations, because KS promotes the flow of ideas between different individuals in ways that can be combined to yield innovative ideas. Nissen, Evald, and Clarke (2013) comment that innovation in a team is achieved through the collaboration and coordination of the team members. According to this study, cooperation refers to the transfer of knowledge among the team members, while collaboration refers to the reinforced linkages and bonds of trust among team members that share knowledge effectively. This study confirms the essential role of KS in promoting the operations of a team; according to Hau et al. (2013), KS should enhance the integration of ideas from team members to improve their capability to innovate. This is especially important for heterogeneous teams whose success depends on their ability to share, integrate, and synthesize information and expertise from widely different sources, enabling these teams to achieve a common goal. Nissen, Evald, and Clarke (2013) concur that KS is important in integrating different ideas and disciplines, and facilitates information processing by different team members. As a result, KS stimulates growth and advancement, as well as developing the competencies of team members (Nissen, Evald, & Clarke, 2013; Hau et al., 2013). Moreover, KS is a learning tool for many organizations, whether knowledge flows among the employees themselves or from the management. 
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Pemsel and Wiewiora (2013) argue that the knowledge shared among employees falls into two distinct forms: explicit and tacit knowledge. These authors further elaborate that explicit knowledge is easily communicated and expressed within an organization in written form. The study further notes that explicit knowledge can easily be shared among employees; therefore, it is less expensive to disseminate, compared with tacit knowledge. Sanchez et al. (2013) also attempt to define explicit knowledge as the knowledge that can be embodied in a language or a code and, in turn, be communicated or verbalized, processed, shared, and stored with ease. Pemsel and Wiewiora (2013) claim that project managers facilitate the transfer of explicit knowledge using boundary objects such as repositories and standardized forms. This follows the fact that explicit knowledge is easily shareable (Pemsel & Wiewiora, 2013); thus, there is also a need to control its circulation. On the same lines, Yu et al. (2013) add that work reports, methodologies, and manuals are effective in measuring and sharing explicit knowledge. Explicit knowledge is exchanged in the form of data, manuals, and formulae, with patents being a prominent form of sharing such knowledge in business (Sanchez et al., 2013). The specific intentions of sharing explicit knowledge leads project managers to control the circulation of such knowledge (Pemsel & Wiewiora, 2013); according to Sanchez et al. (2013), appropriate sharing of explicit knowledge is effective in motivating the employees. 
In a different vein, Khodakarami and Chan (2014) explore the implementation of customer relationship management (CRM); they assess the various forms of communicating both tacit and explicit knowledge as a way to improve customer relationships in an organization. The study employs a knowledge transformation model comprised of four distinct components, “socialization, externalization, combination, and internalization” (Khodakarami & Chan, 2014), based on the SECI framework invented by Nonaka. According to this model, the combination of the components of this model sees different sources being integrated via explicit knowledge to facilitate the generation of new knowledge in business. The internalization component assesses the ease with which explicit knowledge can be integrated into existing business practices (Khodakarami & Chan, 2014). Internalization improves the way that institutions handle their customers, once these organizations have mastered the art of integrating new knowledge into their businesses to facilitate their performance. Khodakarami and Chan (2014) further explain that organizations should collect, store, and analyze their customer data to gain new insights into the needs of customers, as well as identifying areas that require improvement. Engaging employees in such activities functions as a motivational practice as well as promoting innovation (Yu et al., 2013; Khodakarami & Chan, 2014). Yu et al. (2013) define this as individual engagement in the social action of collecting and analyzing customer data, which is also important in motivating the employees. 
Arnet and Wittmann (2014) claim that the ease of codifying explicit knowledge makes it simple to transfer using information technology systems. In this context, the use of the social networks that have grown with the explosion of technology has become an effective way of sharing explicit knowledge. As Khodakarami and Chan (2014) suggest, establishing good relationships with customers is an efficient practice used by organizations to share explicit knowledge, prompting them even to share competitors’ strategies and products. Nissen, Evald, and Clarke (2013) comment that the sharing of explicit knowledge is related to the cooperation and interaction of teamwork, which does not require close interaction for team members to share knowledge. These observations are in line with the simplicity of sharing explicit knowledge using technological means. Sharing explicit knowledge using the information technology systems takes various forms such as text documents, presentations, emails, and messages, among other means (Arnet & Wittmann, 2014). These methods should be used to promote the sharing of innovative ideas across the organization. On the same lines, Sanchez et al. (2013) argue that explicit knowledge is the publicly available knowledge that can be found in books and mass media such as newspapers, television, and the Internet. Nissen, Evald, and Clarke (2013) further elaborate that the sharing of explicit knowledge among team members is important in passing one member’s know-how to the others. 
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Chen, McQueen, and Sun (2013) claim that tacit knowledge is the actual basis for knowledge circulation in an organization. According to these authors, tacit knowledge is personal knowledge that is hard to formalize, since it is based on the procedures, actions, values, commitments, and emotions of an individual. Cannatelli, Smith, Giudici, Jones, and Conger (2016) add that tacit knowledge exists in an unconventional form with which individuals are less familiar. This knowledge is not codified, and people are not conscious of it; thus, it is not communicated via language (Cannatelli et al., 2016). Hau et al. (2013) support this idea by claiming that tacit knowledge is not easy to code or articulate, since it represents skills or know-how embedded in the individual’s experience or brain. Therefore, it is hard to share tacit knowledge compared with explicit knowledge. Yu et al. (2013) comment that sharing tacit knowledge depends on know-how, know-why, know-whom, and know-where, as well as the ordinary work experience of an individual. As such, it is apparent that tacit knowledge is embedded within the individual’s skills set or brain, implying that this knowledge is unique and is also a source of innovative ideas.
Since tacit knowledge is not easy to share, it is used as a source of competitive advantage in many organizations (Arnett & Wittmann, 2013). The appropriate use of tacit knowledge in firms facilitates the accomplishment of operational activities that are important in improving the efficiency of a firm, as well as creating value and increasing the financial performance of an organization (Arnett & Wittmann, 2013). Understanding the effectiveness of circulating and sharing tacit knowledge can be key to the establishment of the competitive advantage of an organization. Therefore, Arnett and Wittmann (2013) claim that the use of social networks is an effective way of integrating technology in sharing tacit knowledge. Khodakarami and Chan (2013), in their evaluation of the SECI framework, support these claims by asserting that socialization is the key to the sharing of tacit knowledge. Under this component of the SECI model, these authors claim that social interactions are the most effective modes of sharing one’s experiences and skills with other persons (Cannatelli et al., 2016; Khodakarami & Chan, 2013). Yu et al. (2013) add that management should engage with employees to ease the ways in which they share their experiences and skills within the organization as a way of promoting its operations. Additionally, Yu et al. (2013) record that social capital is an important tool for motivating employees to share their tacit knowledge. Therefore, organizations should utilize social capital in supplying the employees with sufficient motivation to share this knowledge with their team members. Furthermore, Yu et al. (2013) posit that a team’s social capital influences the ability of an individual to share knowledge, since the sharing of tacit knowledge calls for cooperation and cohesiveness in social norms in ways that reduce competitiveness and uncertainty among the team members. Hau et al. (2013) emphasize that social capital is an effective implementation tool for the creation and sharing of knowledge. Therefore, facilitating social trust, social ties, and joint goals in terms of social capital improves the sharing of tacit knowledge and thereby improves innovation. Cannatelli et al. (2016) point out that explicit and tacit knowledge are both important in knowledge creation. Khodakarami and Chan (2013) support these claims by explaining the externalization component of SECI model, which deals with the transformation of tacit knowledge into explicit knowledge. Externalization is important in putting tacit knowledge to use, since it can be easily disseminated once it has been converted to explicit knowledge. Khodakarami and Chan (2013) further comment that the ability of an organization to create knowledge depends on the transitioning of these two forms of knowledge, with tacit knowledge sitting at the core. Facilitating the interactions of employees with customers can equip the former with important knowledge about the beliefs, needs, and desires of customers, which can be used to strengthen business operations in meeting these needs (Khodakarami & Chan, 2013). 
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Innovation is a key driver to the success of an organization. According to Boons and Ludeke-Freud (2013), innovation refers to the generation of new ideas, products, or processes. The authors note that many organizations rely on innovation in the creation of new products or in improving existing ones. On the other hand, West, Salter, Vanhaverbeke, and Chesbrough (2014) describe innovation as a process of changing inventions or ideas in establishing new services and goods that allow an organization to create value for their customers. This notion of innovation is different from that of invention, according to Boons and Ludeke-Freud (2013); in their view, it is possible to translate an invention into good use through innovation. West et al. (2014) equate innovation to the risk-taking activities that allow organizations to invent new products by changing the existing norms in ways that facilitate productive activities. Thus it is possible, as suggested by Klewitz and Hansen (2013), that innovation enables organizations to change their overall business models. This allows businesses to adopt new practices or processes that offer better and improved goods and services (West et al., 2014). Klewitz and Hansen (2013) point out that organizations that focus on improving their existing processes or products into better ones will satisfy and attract more customers. 
Organizations that embrace innovation incur many benefits. Klewitz and Hansen (2013) posit that innovation enables organizations to adapt in changing business environments. According to these authors, the adoption of sustainable innovation is the key to the success of organizations operating in competitive environments. The increasing need for organizations to remain sustainable and socially responsible has put firms under pressure. Therefore, Klewitz and Hansen (2013) argue that the adoption of innovation has played a substantial role in enabling firms to remain sustainable. Firms are achieving this by managing their social, economic, and ecological aspects through innovations that have enabled them to integrate new processes, products, and organizational structures that are in line with the demands of sustainability. Boons and Ludeke-Freund (2013) affirm that innovation shapes the sustainability of a firm. Amplifying these claims, these authors argue that innovation leads to the adoption of business models that allows organizations to accomplish their goals while improving the services and products offered to their customers. Therefore, firms must adopt sustainable practices that will yield sustainable innovation, which can be achieved through research and development (Boons & Ludeke-Freund, 2013). Boons, Montalvo, Quist, and Wagner (2013) add that innovation contributes to sustainable development through the implementation of effective business models; firms thus get a chance to achieve their goals while satisfying their customers and remaining sustainable. 
Moreover, innovation has played a significant role in enabling organizations to compete in the global market. Boons et al. (2013) suggest that organizations use innovation and specialization to differentiate themselves in international trade. Along the same lines, Boons and Ludeke-Freund (2013) comment that business model innovation is a source of competitive advantage. Organizations that are striving to establish a competitive edge in the market are now focusing on innovation (Boons & Ludeke-Freund, 2013). Therefore, organizations are using different market strategies to renew their processes, products, and services and, in turn, increase their market reach. Ngo and O’Cass (2013) add that innovation is also important in improving the productivity of a firm, thus achieving competitive advantage. In addition, these authors claim that innovation allows firms to improve their performance and identify new strategies that increase their competitive power (Ngo & O’Cass, 2013). Innovation is still important in erecting barriers that limit firms from imitating competitors. As a result, an innovative firm establishes a sustainable competitive advantage, hence enhancing its growth and performance (Ngo & O’Cass, 2013; Boons & Ludeke-Freund, 2013). 
Innovation also is significant in facilitating the production of new or improved products and services. Ngo and O’Cass (2013) claim that innovation allows a firm to produce unique products and services. Autio, Kenney, Mustar, Siegel, and Wright (2014), in their study of entrepreneurial innovation, claim that there is a strong relationship between entrepreneurship and innovation. Explaining this relationship, the authors argue that innovation allows entrepreneurs to challenge the status of industry incumbents by introducing new services, processes, and products to the marketplace (Autio et al., 2014). Autio et al. (2014) further explain that entrepreneurial innovations have played a substantial role in the invention of new products that have promoted the performance of manufacturing industry. Hogan and Coote (2014) suggest that innovation has been the core determinant of the development of the technology and manufacturing industries. In the same vein, Hogan and Coote (2014) assert that the outcomes of innovation in manufacturing industry are tangible, such as new products. Klewitz and Hansen (2013) concur that innovation contributes to the development of improved products, marketing methods, processes, and organizational structures. As a result, innovation facilitates the performance of a business both internally and externally (Klewitz & Hansen, 2013; Hogan & Coote, 2014; de Medeiros, Ribeiro, & Cortimiglia, 2014). Innovation also promotes research and development; Cappelli, Czarnitzki, and Kraft (2013) suggest that innovation essentially relies on research and development (R&D). As a way of nurturing innovation, organizations invest in R&D in search of new knowledge (Cappelli, Czarnitzki, & Kraft, 2013). Therefore, innovation creates job opportunities for researchers who investigate new approaches that can be used by firms to improve their performance, as well for the individuals employed to implement these ideas (Hogan & Coote, 2014). 

[bookmark: _Toc470783488]Indicators
The effects of innovation in an organization are conspicuous, as they are easily identified. The relative importance of an innovation is one of the key indicators or measures that can be used to assess the effects of innovation. As Santos, Basso, Kimura, and Kayo (2014) claim, innovation can be measured by assessing a firm’s products. Organizations market the tangible goods that result from the implementation of innovative ideas or processes. As posited by Hogan and Coote (2014), innovation improves manufacturing industry by facilitating the production of tangible products that display the effects of innovation. Similarly, de Medeiros, Ribeiro, and Cortimiglia (2013) maintain that innovation yields new products that can in turn be used to assess the benefits of such innovation. These authors add that the production of innovative products should be sustainable with minimal environmental effects. Technological products are another indicator of innovation. Santos et al. (2014) claim that technological improvements are a clear indicator of successful innovation, which is similar to the assertions made by Hogan and Coote (2014) that innovation improves technological industries. This relates to the way that organizations share knowledge and use it to improve their performance using technology. Chava, Oettl, Subramanian, and Subramanian (2013) also make the similar assertion that innovation offers growing organizations the means to achieve breakthroughs using technological advancements. Innovation can also be measured by the ability to solve technological issues or by automating manual systems (de Medeiros, Ribeiro, & Cortimiglia, 2013).
Another indicator of innovation lies in financial and market measures. As asserted by Cappeli, Czarnitzki, and Kraft (2013), organizations use research and development to initiate and promote their innovation efforts. Therefore, the way an organization spends on R&D is a good indicator of its innovation capacity. Chava et al. (2014) comment that financial spending promotes the growth of a robust economy; therefore, the ability of a firm to invest in innovation efforts, such as R&D and the registration of patents, is a clear demonstration of the focus that a firm has towards innovation (Cappeli, Czarnitzki, & Kraft, 2013). In addition, Chava et al. (2014) and de Medeiros, Ribeiro, and Cortimiglia (2013) suggest that the ability of a firm to invest in technology to promote R&D can be used to assess its focus on and commitment to improving its innovativeness. 


[bookmark: _Toc489998220]Product Innovation
Product innovation is one of the broad categories of innovation and acts both as an indicator and an important feature of innovation. Product innovation refers to the introduction of new or improved products derived from innovation (Santos et al., 2014). Santos et al. (2014) classify product innovation as falling under technical innovation, the focus of which is to yield new products. Laforet (2014), in a study of innovation in SMEs, claims that product innovation enables these firms to produce unique products. This follows the use of both incremental and radical innovations to facilitate the introduction of new products to the market. Laforet (2014) clarifies that having many product ideas does not translate into an innovative business; rather, the number of products actually launched is the measure that shows the innovative ability of a firm. This is a clear indicator of the importance of product innovation in a firm, which reveals that a successful company not only initiates innovations, but implements them (Laforet, 2014; Santos et al., 2014). However, Cheng, Chang, and Li (2013) negate these claims by arguing that product innovation should not focus exclusively on outcomes. Hallstedt, Thompson, and Lindahl (2013) and Laforet (2014) provide another perspective, arguing that product innovation should focus on increasing the value of a company’s products, so that they can be offered at lower prices, yet with more benefits. Therefore, HRM has the goal of encouraging the organization’s workforce to use innovation to improve its products or invent new ones.
In the quest to achieve sustainable innovation, firms must produce green products. This is according to Lin, Tan, and Geng (2013), who emphasize the need for green product innovation. These authors suggest that firms should consider the perceptions of their customers when translating their innovative ideas to innovative products. For better and effective product innovation, Lin, Tan, and Geng (2013) recommend that firms should collaborate with their rivals for all of them to accelerate the growth of R&D and yield better results through the new knowledge thus identified. Moreover, such collaboration reduces the risk and time involved in product innovation (Lin, Tan, & Geng, 2013). HRM should identify suitable individuals to participate in such collaborations, depending on their ability to share knowledge. Hallstedt, Thompson, and Lindahl (2013) claim that product innovation is significant in facilitating the transformation of society. These authors add that product innovation determines the movement or stance of an organization towards sustainability, as well as towards corporate social responsibility (Santos et al., 2014; Hallstedt, Thompson, & Lindahl, 2013). Cheng, Chang, and Li (2013) point that product innovation can be achieved by building on existing technology, as well as by exploiting emerging technological trends. This balance is the key to the establishment of competitive advantage by firms in the global market. Kindstrom, Kowalkowski, and Sandberg (2013) comment that product innovation is synonymous with new technology in the context of developing new products, as well as in the manufacturing process. Cheng, Chang, and Li (2013) emphasize that product innovation is associated with a variety of opportunities that should be identified by the organization’s HRM or its employees. Nevertheless, Kindstrom, Kowalkowski, and Sandberg (2013) claim that organizations that focus on product innovation tend to use an invention model that prioritizes structured platforms and processes, which can be used to promote the development of sustainable products. 

[bookmark: _Toc489998221]Process Innovation
Process innovation is an example of technical innovation (Laforet, 2013). Laforet (2013) defines process innovation as the use of equipment, machinery, and technology to facilitate innovation, which relates to the generation of ideas and the recognition and exploitation of opportunities. The use of these tools facilitates the generation of knowledge that is used to improve the production processes of goods and services. Process innovation is achieved using new technology and equipment that is integrated within the production process (Tomlinson & Fai, 2013; Laforet, 2013). Process innovation allows firms to solve business problems and improve their performance (Tomlinson & Fai, 2013). Laforet (2013, p. 3) claims that “process innovation is associated with improved efficiency, productivity, and cost reduction.” Moreover, process innovation leads to the increased quality of services offered to the customers (Chava et al., 2013). These authors concur that process innovation improves the efficiency of production processes. 

[bookmark: _Toc470783490][bookmark: _Toc489998222]HRM Practices and Innovation Performance
Zehir, Uzmez, and Yildiz (2016) argue that there is a clear relationship between HRM and the IP of an organization. In explaining this relationship, these authors claim that HRM has the responsibility of developing strategies that create value and competencies that lead the organization to achieve a sustainable competitive advantage. HRM understands the innovative behavior of the organization and thus ensures that the organization has developed effective strategies to tap such innovation from its employees (Ozbag, Esen, & Esen, 2013). Ozbag, Esen, and Esen (2013) further emphasize that innovation in an organization can only persist if there is an effective relationship between personal, technological, organizational, and environmental cultures, with the role of HMR being to coordinate these relationships. Zehir, Uzmez, and Yildiz (2016) concur that innovation involves technology, process, and people. Ariss, Cascio, and Paauwe (2014) comment that HRM attempts to define and support talent in a firm that leads to IP.
Ozbag, Esen, and Esen (2013) argue that it is HRM practices that actually facilitate the management of innovation in an organization. Some of these practices include selection, training, appraisal, development, and compensation (Ozbag, Esen, & Esen, 2013; Eriksson, Qin, & Wang, 2014). The human resource base of an organization is its source of innovation; thus, effective IP practices should focus on managing the employees. Therefore, Ozbag, Esen, and Esen (2013) and Eriksson, Qin, and Wang, (2014) agree that HRM practices that promote effective selection of employees are effective in promoting innovation, in that HRM will attract the best people with the strongest potential. Moreover, Ozbag, Esen, and Esen (2013) claim that HRM should encourage informal socialization among employees, where they can share ideas and perceptions that are a key source of innovation. Moreover, HRM should offer training and career development to its workforce as a way of stimulating innovation. Creative employees should be subjected to more training that is effective in promoting their ability to remain innovative (Eriksson, Qin, & Wang, 2014). This is in line with the perception of Ariss, Cascio, and Paauwe (2014), who argue that HRM uses training and development as a crucial tool for developing the talent of employees. Ozbag, Esen, and Esen (2013) add that improving the feedback system is effective in promoting innovation as well as in facilitating its management. The feedback system is important in informing the employees of their progress, both in terms of what they do as well as how their performance can be enhanced (Eriksson, Qin, & Wang, 2014). This promotes autonomy among the employees, thus improving their innovative capabilities. Eriksson, Qin, and Wang (2014) refer to this as the practice of empowering and engaging the employees, which is an effective way of enhancing employee production. 
As previous studies have shown, the effective use of rewards and incentives is another HRM practice that facilitates the management of innovation (Eriksson, Qin, & Wang 2014; Ozbag, Esen, & Esen, 2013; Ariss, Cascio, & Paauwe, 2014). Eriksson, Qin, and Wang (2014) argue that personal and group incentives are important in stimulating the innovativeness of employees. Incentives and rewards stimulate employee performance as well as increasing the commitment of employees. As a result, employees are willing to go the extra mile to accomplish organizational goals requiring innovative ideas. Ozbag, Esen, and Esen (2013) argue that HRM should use benefits and rewards to stimulate knowledge development in supporting internal development, which helps employees to create value. 
The HRM also has a role in fostering and facilitating innovation by reinforcing and eliciting employee behaviors. Ozbag, Esen, and Esen (2013) explain that HRM should foster employee creativity and innovative behaviors as well as the long-term coordination of cooperation and trust. These factors should be enhanced, along with the ability of an employee to solve problems within a group or as an individual. HRM should support such flexibility by offering individual and group-based assignments that stimulate the ability of employees to invent new products that can be used to improve organizational performance. Eriksson, Qin, and Wang (2014) explain that HRM should offer individual performance appraisals designed to promote employee creativity. Therefore, HRM practices should be executed in a manner that promotes the creativity of the employees. This should be achieved by creating an organizational culture that promotes innovation and creativity by influencing employees’ behaviors and attitudes in a positive way (Eriksson, Qin, & Wang, 2014). 


[bookmark: _Toc470783491][bookmark: _Toc489998223]HRM Practices and Knowledge Sharing
Özbağ, Esen, and Esen (2013) posit that managers view knowledge as an intangible asset that encourages innovation in firms. Furthermore, these authors contend that HRM has a crucial role in enhancing employee commitment and motivation, thus improving organizational outcomes. Özbağ, Esen, and Esen (2013) claim that it is hard for competitors to imitate the activities of human resources, since much of the knowledge of employees is tacit and cannot be codified. Therefore, the innovation of a firm depends on employee behaviors and motivation that is essential in facilitating the KS that is core to innovation. Minbaeva (2013) indicates that there exists a relationship between knowledge processes and HRM practices. Minbaeva (2013) further claims that the perception of knowledge based on organizations is that knowledge resides in human individuals, who are the primary actors of knowledge creation as well as the principle repositories of knowledge. Therefore, as Cerdin and Brewster (2014) show, HRM has a role in establishing a culture that facilitates the development of knowledge among the employees. HRM should thus focus on all aspects of knowledge from its creation, storage, and distribution, in order to promote the performance of employees (Cerdin & Brewster, 2014). 
Eriksson, Qin, and Wang (2014) comment that knowledge and competencies are embedded in people; therefore, it is important to consider the relationships among employees, as these will determine the circulation of knowledge. Cerdin and Brewster (2014) argue that HRM should build social networks that ease the process of KS. These networks should also ease the process of managing knowledge by improving the way it is created, captured, and shared (Eriksson, Qin, & Wang, 2014). Cerdin and Brewster (2014) further add that HRM should focus on the tacit knowledge that is embodied in the individual’s experience, belief, or mind. This calls for complex mechanisms to facilitate the transition of tacit knowledge to explicit knowledge, which, according to Lai, Hsu, Lin, Chen, and Lin (2013), should be promoted through cross-organizational collaborations. Lai et al. (2013) claim that such collaborations will facilitate learning among different firms, which is important in circulating knowledge among employees. HRM has a key role in facilitating this practice by choosing the appropriate individuals who will have a significant effect during these collaborations. Lai et al. (2013) note that making such a move lowers the investment cost of KS, while cultivating valuable knowledge and techniques that enhance competitiveness. Minbaeva (2013) and Eriksson, Qin, and Wang (2014) agree that HRM should create a culture of knowledge-sharing behavior that allows employees to pool their skills and competencies. Cerdin and Brewster (2014) complement these claims by pointing out that HRM should have a deeper understanding of the knowledge processes in the organization by understanding the role of teams and individuals in KS. In this context, Minbaeva (2013, p. 379) recommends that HRM should focus on the individual more than on the group in the generation of knowledge, stating: “HRM should consider how individuals and their interaction determine knowledge stocks and flows within the firms.” 
The focus of HRM should be on those practices that can enhance the sharing behavior of employees. Minbaeva (2013) argues that HRM should focus on individuals’ abilities, such as skills, experience, achievements, and aptitudes that enable them to complete organizational tasks. Indeed, Cerdin and Brewster (2014) comment that experience is a major factor influencing the learning ability of a person that determines their performance. Knowledge holders should also have the ability to share their knowledge, which should be the focus of HRM (Minbaeva, 2013). HRM should first enhance the abilities of employees so that they have the right knowledge that needs to be shared. Such practices, according to Minbaeva (2013), include effective selection of employees with the required high-profile skills. Moreover, Cerdin and Brewster (2014) believe that HRM should make selections based on specific requirements such as certain levels of experience. HRM should use staffing practices to attract and hire individuals with the desired skills and abilities as well as prior knowledge to the advertised posts (Minbaeva, 2013; Cerdin & Brewster, 2014; Lai et al., 2013). Along with selection practices, HRM should use training as an efficient tool for promoting KS. This should be achieved using group training, which allows individuals to interact, socialize, and exchange ideas that can be used to innovate new products or processes. Moreover, HRM should use training to improve the human capital in ways needed to accomplish the knowledge goals of the firm (Lai et al., 2013; Minbaeva, 2013). Training should be complemented by performance appraisals that are used to inform employees of the progress of their competencies and performances. This should be facilitated by the use of the improved communication in the organization that is an important component of the feedback system. The feedback system should be used to inform employees of their progress as well as the impact of their KS practices on the overall performance of a firm. As a result, HRM should ensure that employees get periodic feedback, informing teams and individuals as to their progress in attaining the organization’s knowledge needs (Minbaeva, 2013; Lai et al., 2013). 
Lai et al. (2013) also comment on the use of incentives to motivate employees in sharing knowledge. Minbaeva (2013) asserts that HRM has the crucial role of designing the job, compensation, and promotion systems of an organization. Through these practices, HRM ensures that jobs comprise of elements such as feedback, task identity, and autonomy that are important in stimulating the employees to share knowledge (Minbaeva, 2013). HRM should acknowledge and recognize past instances where employees exhibited their KS behavior to their peers in the organization. Such a practice is important in boosting the motivation of the employees for them to share knowledge (Lai et al., 2013). HRM should also make use of rewards to promote KS, based on the performance of employees. Such rewards are important in promoting positive attitudes towards KS, while reducing uncertainties regarding goal ranking (Minbaeva, 2013; Lai et al., 2013). 
Indeed, HRM should use more strategies that promote the willingness and ability of the employees to share knowledge. This can be in terms of opportunities for KS offered to the employees, such as flexible working environments, international transfers, or job rotations (Minbaeva, 2013; Lai et al., 2013). According to Minbaeva (2013), flexible working environments provide employees with a chance to alter their normal activity patterns. Minbaeva (2013) further claims that such interruptions are essential in challenging the employees’ ability to adapt to unfamiliar and new experiences, thus enabling them to learn in a new environment. This type of learning is also recommended by Lai et al. (2013) for improved KS, as it allows the employees to interact with and teach others. Minbaeva (2013) comments on the issue by suggesting that internal transfers and organizational rotations support advanced levels of joint experiences, together with rich interactions and collaborative ties. Integration of these HRM practices is important in establishing KS behaviors (Minbaeva, 2013; Lai et al., 2013). 

[bookmark: _Toc470783492][bookmark: _Toc489998224]Knowledge Sharing and Innovation Performance
Yeşil, Koska, and Büyükbeşe (2013) claim that most firms focus on innovation as an effective mechanism for competing and surviving in the global market. Indeed, firms have generally evaluated the factors affecting innovation in order to increase their competitive power. KS, as per Yeşil, Koska, and Büyükbeşe (2013), is at the core of innovation capability and performance. According to Lai et al. (2013), KS is a prerequisite tool for innovation activities. Yeşil, Koska, and Büyükbeşe (2013) and Ozbag, Esen, and Esen (2013) agree that KS has implications for the IP and capability of an organization. Affecting either of these two factors impacts the other one; as suggested by Yeşil, Koska, and Büyükbeşe (2013), innovation capability affects IP. Therefore, effective management of knowledge from its creation through to its implementation and sharing has a direct impact on innovation (Ozbag, Esen, & Esen, 2013). Yeşil, Koska, and Büyükbeşe (2013) restate this by saying, “knowledge created, transferred, and shared in firms is the main source of innovation.” Therefore, any attempt to improve innovation capability of a firm must take into consideration all aspects of knowledge management. This implies that firms must take into account KS as a core factor that will allow them to remain competitive. This means that innovation and KS are both important factors that help organizations to produce innovative goods (Yeşil et al., 2013). 
According to Ozbag, Esen, and Esen (2013), the role of knowledge management is to gather, categorize, store, and disseminate knowledge needed by the organization to develop and succeed. As such, knowledge functions as a crucial ingredient for innovation in organizations. Yeşil, Koska, and Büyükbeşe (2013) agree by asserting that KS is an efficient way of obtaining knowledge from people and allowing them to innovate the new knowledge required by the firm. According to Yeşil, Koska, and Büyükbeşe (2013), KS comprises of two parts: the first is when the knowledge possessor expresses or externalizes the knowledge and the second is when the receiver internalizes the knowledge. This process, according to the Ozbag, Esen, and Esen (2013), involves the sharing and categorization of tacit knowledge that facilitates the translation of tacit into explicit knowledge, which is necessary for promoting knowledge creation and sharing. Lai et al. (2013) comment that the ease of transitioning knowledge from one person to the other facilitates the innovation capability of the person with whom the knowledge is shared. This process is complete when knowledge is passed on and successfully collected by the person intended to receive it (Ozbag, Esen, & Esen, 2013; Yeşil et al., 2013). Yeşil, Koska, and Büyükbeşe (2013) further elaborate on the process of KS by claiming that knowledge giving is concerned with communicating one’s personal intellectual capital to others. Knowledge collecting refers to the process of consulting peers to allow them to share their knowledge capital. Lai et al. (2013) describe this process as falling into three distinctive phases: knowledge development, knowledge distribution, and knowledge application. The ease of coordinating the first two phases in the case of Yeşil, Koska, and Büyükbeşe (2013), and the three phases as described by Lai, et al. (2013), is an indication of support for innovation. 
	Through the development of KS, firms are developing new ways of making innovations. This is in line with the ideas of knowledge donation and collection (Yeşil et al., 2013) that facilitates the innovation capability of an organization. Innovation at the organizational level is influenced by many factors such as opportunistic behavior, culture and change, knowledge management, leadership, and relationship building within the organization. Knowledge sits at the core of innovation that is determined by the organization’s workforce and entrepreneurship (Lai et al., 2013). The availability of knowledge improves the ability of the individual to be innovative. The ability of individuals to acquire new knowledge provides a chance for them to be innovative. This, in turn, improves the innovation capability of a firm, which later boosts its IP. The same motive has led many organizations to invest heavily in R&D as a way of increasing their innovation (Yeşil et al., 2013). Yeşil, Koska, and Büyükbeşe (2013) further explain that R&D promotes the development of new knowledge that might help the organization to innovate new ideas that lead to new products. The effectiveness of the findings of R&D relies on the ease of sharing the knowledge so obtained to integrate it into the existing system. This integration is important in introducing new ideas, processes, and perceptions used to better existing products or contribute to the creation of new products. 

[bookmark: _Toc470783493][bookmark: _Toc489998225]HRM Practices, Innovation Performance, and Knowledge Sharing
There is a clear rapport apparent between IP and HRM practices as well as KS and HRM practices. Lapiņa, Maurāne, and Stariņeca (2014) note this relationship, stating that HRM practices impact on organizational performance by determining the distribution of knowledge that later impacts innovation. These three facets influence the organizational performance that determines the stand of a firm in the face of a highly competitive global market. As a result, Abdul-Jalal, Toulson, and Tweed (2013) suggest that HRM practices should be designed to facilitate KS behaviors of the employees. According to Lapiņa, Maurāne, and Stariņeca (2014), this is an effective way of developing the competencies that make effective HRM a valuable asset to every organization that competes favorably in the global market. 
Knowledge is an intangible asset of the organization that relies on human capital. Any attempts made to stimulate the ability of a person to share knowledge depends on HRM practices (Abdul-Jalal et al., 2013). Following the fact that knowledge is embodied in employees’ skills, roles, and cognitive abilities, as well as their culture and social behaviors, HRM should establish an environment that facilitates the sharing of knowledge (Abdul-Jalal et al., 2013). Effective HRM practices promote knowledge management simply by the ways that knowledge is identified, collected, and shared, which can be organized to promote organizational learning (Lai et al., 2013). Organizational learning further promotes innovation, which enables organizations to achieve sustainable competitive advantage. Lapiņa, Maurāne, and Stariņeca (2014) restated Nonaka’s idea on knowledge development and transitioning, that successful organizations are the ones that create new knowledge, distribute it, and synthesize new technologies and products. Therefore, HRM practices that positively contribute to KS should be used to lead the organizations to innovativeness. 
HRM practices such as recruiting and selecting, training and development, as well as compensational benefits, and performance appraisal should therefore be used to promote KS and IP. Lapiņa, Maurāne, and Stariņeca (2014) point that these practices should be used to create a culture of KS behavior that supports innovativeness. Therefore, appropriate resources should be invested to support HRM practices in identifying the right individuals with the right skills, abilities, and experience to have a positive influence over the innovativeness of a firm. Moreover, HRM should establish an innovative and KS culture through training and development. Training programs should be designed to support learning among individuals and groups (Abdul-Jalal et al., 2013). Moreover, the compensation benefits should create a conducive environment to stimulate employees to share knowledge. 
Performance appraisals are also effective HRM practices in stimulating innovative ideas and improving KS capabilities of the employees (Lai et al., 2013). Finally, Lapiņa, Maurāne, and Stariņeca (2014) claim that HRM practices should aim at establishing a trustworthy relationship with employees as a way of improving and stimulating their ability to transfer knowledge. It is not a normal trend for people to share their tacit knowledge, despite the growing demand for this knowledge, which has the capability of leading to knowledge power (Lapiņa et al., 2014; Lai et al., 2013). Therefore, HRM should establish effective approaches to creating nurturing social relationships that make it easy for employees to trust each other and increase their willingness to share knowledge. This will, in turn, promote the sharing of knowledge that is crucial to the management of innovation; thus, allowing the organization to attain a competitive advantage in the global market. Therefore, Lapiņa, Maurāne, and Stariņeca (2014) and Abdul-Jalal, Toulson, and Tweed (2013) conclude that managing HRM practices is the key to the achievement of better knowledge capabilities that guarantee increased innovativeness. Thus, HRM should be allowed to manage human capital through effective practices ranging from staffing, training, compensation, and fostering better relationship among the employees (Abdul-Jalal et al., 2013).

[bookmark: _Toc489998226]Research Questions
For the purpose of this research, and developed through the literature review, a number of research questions have been formulated. As mentioned in the introductory chapter, the objective of this study is to investigate the HRM practices that affect IP in the private ICT sector in UAE, such as recruitment and selection.
In addition, the research aims to examine the relationship between the four selected HRM practices and explicit and implicit KS. Moreover, the current research aims to investigate the mediating effects of explicit and implicit KS in the relationship between the four HRM practices and process and product IP. Thus, the following questions were formulated:
RQ1. Do HRM Practices have effects on IP?
RQ2. Do HRM Practices have effects on KS?
RQ3. Does KS have effects on IP?
RQ4. Does KS mediate the relationship between HRM Practices and IP?



[bookmark: _Toc489998227]Chapter 3: Theory
The current chapter contains a review of the most relevant empirical findings that examine HRM practices, KS, and IP, regardless of whether these empirical studies have investigated the relationships between HRM practices, KS, and IP in the ICT private sector, or in an Arab or non-Arab context. At the end of this chapter, and according to theoretical and empirical studies in this field, the research questions are listed and a brief conclusion is stated. 
	This present research is based on three main theoretical frameworks: HRM practices, KS, and IP. 
The research attempts to determine if there is a relationship between these frameworks in the private ICT sector. The research looks at four HRM practices (recruitment and selection, training and development, performance appraisal, and compensation practices); KS (explicit and implicit); and IP (process and product). 
[bookmark: _Toc489998228]Theoretical Framework and Research Hypotheses
The theoretical framework of this research is based on a review of the literature related to the study’s main constructs, in particular, literature on HRM practices, KS, and IP, to create potential links between the variables. The development of the conceptual framework was followed by empirical research on the nature of interactions between the study variables in the context of organizations in UAE.  
	The literature review in this thesis came from peer-reviewed journals. ProQuest and Emerald were used as the main academic database to access the journals. This approach was preferred since it gives access to a collection of journals from other academic databases such as Science Direct. The research terms used included: HRM practices, KS and its types, and IP and innovation types. The content analysis method was used to identify relevant content from each of the peer-reviewed journals. This analysis was the basis for formulating the hypotheses. 
	The conceptual model was used to present the relationships between research variables and showed the mediation relationships of the antecedents of explicit and implicit KS. This model was helpful in showing the mediation relationships investigated in this study. A mediator refers to a variable that moderates the extent to which an independent variable is able to influence the dependent variable (Baron & Kenny, 1986). The literature review resulted in the following model (see Figure 1) depicting the underlying factors influencing process and product IP. In this model, explicit and implicit KS play a mediating role in the relationship between HRM practices (recruitment and selection, training and development, performance appraisal, and compensation practices), independent variables, and the dependent variables, which are process and product IP. The model is discussed first by an evaluation of the literature on HRM practices and IP. Then, HRM practices and KS, and finally, the mediating role of KS on the relationship between HRM practices and IP, are discussed. The hypotheses of this thesis are derived from this review of the literature. 
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Figure 1: Relationships among Research Variables

This study intends to investigate the relationship between HRM practices and IP in ICT firms. Different aspects of HRM practices have shown varied relationships between different aspects of IP. Several researchers have examined how HRM practices relate with other organizational variables such as performance, organizational commitment, retention rates, and innovation (Şendoğdu, Kocabacak, & Güven, 2013). Research has shown that a strong relationship exists between HRM practices and management of innovation (Tsai, 2001; Şendoğdu, Kocabacak, & Güven, 2013). This paper further explores theories on the relationships between HRM practices and IP, between HRM practices and KS, and between IP and KS.

[bookmark: _Toc489998229]Relationship between HRM Practices and Knowledge Sharing
Sharing of knowledge within an organization helps to improve the competence of the employees and the competitive advantage of the organization. Competent employees help the organization to manage complexities, overcome challenges, and enhance its competitiveness. In order to promote KS, an organization must overcome challenges such as professional and hierarchical differences. Due to the tacit nature of knowledge, it is not possible to control its transfer. It can however be harnessed and shared through effective interactions and communication within a workplace. To promote innovation, organizations should promote the internal flow of knowledge. One HRM practice that promotes KS is mediation. Since HRM is concerned with flows of both people and knowledge, it should play a very important role in the sharing of knowledge within the organization (Collins & Smith, 2006). Theoretically, the other roles the HRM practices can play include team building, knowledge action, and appreciation. However, there is little literature that argues for a relationship between HRM practices and KS. There are very limited empirical studies on the linkage between KS (Collins & Smith, 2006) and HRM practices. Collins and Smith (2006) do not indicate any direct correlation between HRM practices and KS. However, the authors observe that managers can improve KS within an organization through improving HRM practices. According to Camelo-Ordaz, Garcia-Cruz, Sousa-Ginel, and Valle-Cabrera (2011), the IP of an organization is influenced by the level of KS among its employees. Coordinated HRM practices help to create knowledge and innovation within an organization. This knowledge can be shared among the employees through effective commitment that is necessary for successful exchange of knowledge. In view of the above, it was hypothesized that:
· H1: Recruitment and Selection are positively related to Explicit KS.
· H2: Recruitment and Selection are positively related to Implicit KS.
· H3: Training and Development are positively related to Explicit KS.
· H4: Training and Development are positively related to Implicit KS.
· H5: Appraisal is positively related to Explicit KS.
· H6: Appraisal is positively related to Implicit KS.
· H7: Compensation Practices are positively related to Explicit KS.
· H8: Compensation Practices are positively related to Implicit KS.

Relationship between Innovation Performance and Knowledge Sharing
The relationship between IP and KS has been investigated by several researchers (Collins & Smith, 2006; Carayannis, 2010). According to Carayannis (2010), innovation comes as a result of KS within an organization. Wang and Wang (2012) observe that the quality of innovations relies on the knowledge, experience, and skills of employees. Sharing of knowledge in an organization is thus an invaluable part of the innovation process (Wang & Wang, 2012). Tacit knowledge is usually firm specific, unique, and complex. When this knowledge is shared, it contributes heavily to innovation. The ability of an organization to share, distribute, and make use of knowledge determines its level and the impact of innovation (Wang & Wang, 2012). Exchange of knowledge within an organization helps it to develop new products, processes, and problem-solving techniques. According to Wang and Wang (2012), organizations can only translate knowledge into innovations if employees are willing to share what they know. Such sharing should be an ongoing process in a company (Wang & Wang, 2012) and can be achieved within units, teams, departments, or across the whole organization. According to Swan (2007), to enhance the sharing process, employees should be willing to draw on the skills or experience (tacit knowledge) of their colleagues. It is also important for individuals to search for explicit knowledge that is stored in the company. An organization that promotes sharing, coordination, and teamwork among its employees is likely to generate new ideas.
Based on the review of the literature on KS and IP, we hypothesize that:
· H9: Explicit KS is positively related to Product IP.
· H10: Explicit KS is positively related to Process IP.
· H11: Implicit KS is positively related to Product IP.
· H12: Implicit KS is positively related to Process IP.

[bookmark: _Toc489998230]Relationship between HRM Practices and Innovation Performance
Innovation has become critical to the success of organizations, due to rapidly changing business environments. It is important for a firm’s human capital to adapt to changes in knowledge. Human capital is deeply embedded in the innovation process of an organization. Dimensions of HRM such as staffing, system support, structure, and strategy have a significant influence on the IP of an organization (Zheng, Yang, & McLean, 2010). According to Zheng, Yang, and McLean (2010), it is important to ensure that an organization has the right people and system of management. The relationship between HRM practices and IP is of particular importance in knowledge-intensive organizations. As opposed to traditional manufacturing organizations, knowledge is key to the survival of these firms. Knowledge-intensive firms derive their competitive advantage through innovations and intellectual capital. It is important for them to have well-educated and experienced employees.
The quality of human resources and HRM practices helps to support innovations. These organizations create market value through effective management of tacit knowledge. A review of the literature indicates that there are several recent empirical studies that investigate the relationship between HRM practices and IP (Laursen, 2002; Subramaniam & Youndt, 2005). According to Laursen (2002), organizational theory shows that a great deal of uncertainty exists in knowledge-based organizations. It is therefore important for HRM practices to be more adaptive to changes in innovation. A study conducted by Foss and Laursen (2012) with a sample of 726 Danish organizations found that HRM practices are very effective in influencing performance in product innovation. These authors provide several theoretical arguments to support the relationship between innovation and HRM practices. Foss and Laursen (2012) observe that many HRM practices decentralize structures through empowering employees. When decentralization is implemented effectively, employees have greater control over innovations. Much of their knowledge may be tacit, hence the importance of decentralization. The empowerment of employees facilitates the discovery and development of local knowledge (Subramaniam & Youndt, 2005). According to Subramaniam and Youndt (2005), the use of teams facilitates the sharing of knowledge among employees. Teams help organizations to improve product innovations and processes. The exchange of tacit knowledge is enhanced when members of the team have different talents. HRM practices such as job rotation help in the diffusion of innovations across different job functions. The training of employees also helps to improve the rate of diffusion of innovations within an organization.
Accordingly, this study suggests that HRM practices are positively and significantly related to IP in the UAE. Thus:
· H13: Recruitment and Selection are positively related to Product IP.
· H14: Recruitment and Selection are positively related to Process IP.
· H15: Training and Development are positively related to Product IP.
· H16: Training and Development are positively related to Process IP.
· H17: Appraisal is positively related to Product IP.
· H18: Appraisal is positively related to Process IP.
· H19: Compensation Practices are positively related to Product IP.
· H20: Compensation Practices are positively related to Process IP.

[bookmark: _Toc489998231]The Mediating Effects of Knowledge Sharing
Researchers have shown that sharing of information within an organization facilitates a faster response to customer needs at lower costs (Scott, 2000; Li & Lin, 2006). When employees share knowledge, an organization becomes more effective in identifying market orientations and addressing them through innovations. KS has been noted to facilitate a wide range of changes within an organization. In the long run, the exchange of both explicit and tacit knowledge among the employees leads to innovation (Swan, 2007).
Gopalakrishnan and Bierly (2001) posit that there are several types of innovations that occur from sharing of knowledge, based on the polarities of tacit-explicit, simple-complex, and system-autonomous. The type of innovation is influenced by KS and the utilization of resources within an organization. According to Swan (2007), the connection between innovation and KS can be viewed from three different angles: process, production, and practice. There is little research to support the idea that sharing of tacit and explicit knowledge in an organization leads to higher innovation quality and speed.
	Based on the numerous studies mentioned earlier, the research presented here aims to fill the gap and examine the mediating effects of KS in the relationship between HRM practices and IP in the ICT sector and in a non-western context, such as UAE. This study expects that KS has a positive impact on the relationships in question. Thus: 
· H21: Explicit KS mediates the positive relationship between Recruitment & Selection and Process Innovation.
· H22: Explicit KS mediates the positive relationship between Recruitment & Selection and Product Innovation.
· H23: Implicit KS mediates the positive relationship between Recruitment & Selection and Process Innovation.
· H24: Implicit KS mediates the positive relationship between Recruitment & Selection and Product Innovation.
· H25: Explicit KS mediates the positive relationship between Training and Development and Process Innovation.
· H26: Explicit KS mediates the positive relationship between Training and Development and Product Innovation.
· H27: Implicit KS mediates the positive relationship between Training and Development and Process Innovation.
· H28: Implicit KS mediates the positive relationship between Training and Development and Product Innovation.
· H29: Explicit KS mediates the positive relationship between Performance Appraisal and Process Innovation.
· H30: Explicit KS mediates the positive relationship between Performance Appraisal and Product Innovation.
· H31: Implicit KS mediates the positive relationship between Performance Appraisal and Process Innovation.
· H32: Implicit KS mediates the positive relationship between Performance Appraisal and Product Innovation.
· H33: Explicit KS mediates the positive relationship between Compensation Practices and Process Innovation.
· H34: Explicit KS mediates the positive relationship between Compensation Practices and Product Innovation.
· H35: Implicit KS mediates the positive relationship between Compensation Practices and Process Innovation.
· H36: Implicit KS mediates the positive relationship between Compensation Practices and Product Innovation.

[bookmark: _Toc489998232]Conclusion
Research has shown that there is a strong relationship between HRM practices and IP (Swan, 2007). This is because human capital is deeply embedded in the innovation processes of an organization. According to Foss and Laursen (2012), the relationship between HRM practices and IP is of particular importance in knowledge-intensive organizations. Effective HRM practices can help in the diffusion of innovation within an organization (Foss and Laursen, 2012). Foss and Laursen (2012) observe that there is an important connection between KS and the IP of an organization. To promote innovations, organizations should promote the internal flow of knowledge. The firm’s ability to share, distribute, and exploit knowledge determines its level of innovation. Exchange of knowledge within an organization helps it to develop new products, processes, and problem-solving techniques (Foss and Laursen, 2012). In the long run, the exchange of information among the employees leads to innovation. 
This chapter provided an overview of the theoretical framework of this research. This framework presented a visual sketch of the relationships among the variables identified in the study. Based on an extensive review of the existing literature and on the interplay of the variables in the framework, several hypotheses have been proposed.



[bookmark: _Toc489998233]Chapter 4: Data and Methodology
Research methodologies directly influence the validity, reliability, and generalizability of any research. Thus, this chapter describes the research paradigm and methodology along with the research design and methods used to investigate the relationships of HRM practices, KS, and innovation performance. It demonstrates the sampling techniques that are used to select participants, along with a description of data collection methods and techniques of analysis. The chapter discusses the issue of the reliability and validity of the research as well as the principles of ethics.
This chapter first begins by explaining the purpose of the study and the research questions. Second, it gives an overview of the research methodology, research design, and research strategy. In addition to the methods used to answer the study research questions, it examines the research model in order to recommend the proper settings of HRM practices and KS to promote IP and improve KS across the employees in an organization. Third, this chapter describes the demographic information, sample procedures, instruments, and techniques of statistical analysis used in this study. Finally, it concludes with a brief summary of relevant points. 

[bookmark: _Toc489998234]Research Approach
The research paradigm is critical during the development of a clear view of the appropriate research methods and design (Bryman, 2016). This definition informed the researcher’s decisions and choices of the evidence required to accomplish the research objectives of this research by responding to the research questions. This understanding is follows from the scholarly insight that denotes the research philosophy as a description of the assumptions and choices researchers make concerning the question and phenomena under study (Rubin & Rubin, 2012). Conventionally, social research has depended either on the scientific or functional paradigm or the constructivist or interpretive paradigm (Scotland, 2012). Despite the divergent research paradigms available, these paradigms are distinguishable based on their epistemological and ontological orientations. In other words, they differ based on the nature of reality or knowledge (ontology) and the relationship between the knowable and the knower (epistemology) that they represent, combined with the appropriate ethical standards. In this regard, ethical standards refer to the moral principles that guide the enquiry (Haq, 2014).
In terms of ontology, the researcher assumed that the knowledge and reality of HRM practices and IP in the Emirati ICT industry is independent of the beliefs concerning these factors that are held by the practitioners. In other words, the presumption was that IP is distinct from the interpretation that HRM practitioners in the Emirati ICT industry may hold. However, it is inevitable that HRM practice is subject to individual beliefs, even with respect to IP in the Emirati ICT industry. Thus, the researcher assumed realism as the ontological stance for this research. This is because realism asserts that “an external reality exists independent of our beliefs or understanding” (Ritchie et al., 2013, p.5). Specifically, the researcher assumed transcendental or critical realism, which posits that reality comprises three distinct levels, these being the empirical, actual, and real domains. The empirical domain constitutes our experience through the senses, while the actual domain exists whether we observe it or not. Finally, the real domain denotes the underlying mechanisms and processes (Blaikie, 2010).
Saunders, Lewis, and Thornhill (2015) described positivism and interpretivism as the main epistemologies applicable in social research. Positivists perceive reality as directly measurable, steady, and determinable, because there exists only one single external truth and reality. Positivists also tend to detach themselves from the processes of research with the intention of ensuring the highest possible levels of objectivity through bias elimination (Wilson, 2014). On the other hand, interpretivists emphasize interpreting, describing, and understanding phenomena from scientific perspectives through capturing subjective meanings derived from the social actions that they observe while implementing the research. This means that interpretivists uphold the existence of multiple realities and focus on describing these multiple realities without distorting the complexity therein (Bryman & Bell, 2016). Thus, interpretivism depends on the way participants interpret reality subjectively and the researcher assumes an interpretive role of what constitutes reality. This renders the researcher into an active agent during the process of research (Nieuwenhuis, 2016).
In addition to positivism and interpretivism, the researcher also considered and reviewed the pragmatist epistemology. However, the researcher was aware of the argument that some authors do not consider pragmatism a scientific philosophy or paradigm and instead view it simply as the most practical way of answering research questions in a given case (Frost, 2011). Pragmatism inclines neither towards a positivist nor towards an interpretive angle, because pragmatists focus on answering the research questions as the primary point for selecting the research method (O’Neil & Koekemoer, 2016). Pragmatism advances the adaptation and combination of different methods and ontologies to respond to research questions from diverse dimensions, thereby affording room for methodological pluralism (Willig, 2013).
Having considered these three potential epistemological stances, the researcher adopted a pragmatist epistemology with a largely positivist inclination. However, the researcher did so without overlooking or intentionally restricting the potential infiltration of interpretivism into the philosophical orientation of the research. This is because it was necessary to achieve research findings that were objectively comparable both over time and across different HRM practitioners in the Emirati ICT industry context. Furthermore, it was paramount that the outputs generated from this research be readily applicable to the Emirati ICT industry context. However, the researcher found importance in identifying and confirming the nature of HRM practices with respect to IP through measurable outputs. This indicated the inclusion of an interpretivist stance into the inquiry alongside positivism. The encouragement to integrate these epistemologies relied on the works of Fielding (2012), who saw no problem with integrating hybrid approaches in research.

[bookmark: _Toc489998235]Comparisons between Quantitative and Qualitative Paradigms
Quantitative and qualitative research methods differ in their nature and in the numerous research processes involved in either method. Quantitative research entails collection of numerical data and the employment of statistical methods for analysis that generate outputs capable of explaining phenomena. Conversely, qualitative research typically involves inductive analysis of the social reality under question with an exploratory and descriptive inclination (Guest, MacQueen, & Namey, 2011). Unlike qualitative researchers, who view the world of social reality from their participants’ perspectives, quantitative researchers generally impose frameworks from their own preliminary or completed prior research (Curry, Nembhard, & Bradley, 2009). These two approaches are referred to as “emic” and “etic” perspectives, for qualitative and quantitative research, respectively. In this research, the adoption of an etic approach implied a dependence on the structured and brief observations obtained from a large group of Emirati ICT industry staff with a view to generalizing these findings to the entire ICT industry in the UAE. This would have been different from the adoption of an emic approach using qualitative research. The emic approach would have implied focusing on a broad range of observations obtained from small groups of staff and an attempt to paint an inside picture capturing how HRM practices, IP, and KS in the UAE ICT industry interact (Curry, Nembhard, & Bradley, 2009).
The choice of quantitative research methods, anchored in the nature of the research questions, fits the inclusion of data and data analysis techniques capable of informing the establishment of causal relationships between variables to establish the effect of HRM practices on IP and KS. Notably, quantitative research is relevant for testing cause and effect between variables, especially with the intention of verifying or nullifying hypotheses or theories (Feilzer, 2010). To accomplish this verification or nullification of hypotheses, formulated based on reviews of previous theory, required collection of measureable data. This rationale was applicable with respect to measuring the effect of KS on IP and its mediating role on the relationship between HRM practices and IP.
It is also noteworthy that this research did not aim at developing theories and defining new variables, as is the case with qualitative research. Instead, this research was about testing the applicability of extant theoretical suppositions concerning HRM practices and knowledge management, derived in non-UAE contexts, within the UAE ICT industry. This fundamental aim implied that the researcher contravened the basic assumption for qualitative research, which posits a lack of preexisting perspectives on the research phenomenon (Muijs, 2010). This tended to make the quantitative approach more appropriate for this research, while qualitative research would have been more suitable had there been little scholarly knowledge or high uncertainty concerning HRM practices, IP, and KS in the context of the UAE ICT industry (Cronholm & Hjalmarsson, 2011).
The implementation of a quantitative research design also had inherent limitations. For example, the researcher did not have access to readily available numerical data to address the research questions. This was mainly because quantitative research mainly requires numerical data, yet most of the social phenomena like HRM practices, IP, and KS practices do not naturally produce numerical data. To mitigate this limitation, the researcher adhered to the recommendations by Muijs (2010) and used indirect scales to obtain variables in the questionnaires, which prompted respondents to rate different aspects of the three main variables based on a Likert scale, as explained in Section 3.10 below.
Qualitative research, on the other hand, is the process of building a complex and holistic image of the phenomenon of interest, conducted in a natural setting. This approach is naturalistic and is used when observing and interpreting reality by explaining what happened through developing a theory. The aim of qualitative approach is to develop a common understanding of social or human problems from different perspectives. The quantitative approach is used to test a theory or hypothesis. Quantitative research is the process of inquiry based on testing a theoretical model composed of variables, measured with numbers, and analyzed using statistical techniques. The aim of this approach is to develop generalizations that contribute to the theory and that enable the researcher to predict, explain, and understand a phenomenon.

Research Design and Strategy
The research design provides a framework for the techniques to be used in collecting and analyzing data (Bryman & Bell, 2011). It assists the researcher in ensuring that the methods used are relevant to the research objectives. The study used a quantitative research design to examine the relationship between different constructs in this study. The identification of research perspectives is essential in locating the analytical approach a researcher uses in an investigation. The research approach is fundamental when a researcher intends to make conclusions and differentiate the true from the false. This is because the research approach defines the way the researcher rationalizes the issues pertaining to the research (Håkansson, 2013). The principal research approaches are inductive and deductive. Altogether, researchers can integrate the two approaches within one single approach. With deductive reasoning, the emphasis is on testing extant knowledge and theories to ascertain their truthfulness or falseness. On the other hand, inductive reasoning entails theory formulation through the identification of patterns representing a given order of similarities with the unfolding of events. This explains the rationale behind the prevalent association of the deductive research approach with quantitative research methods and the inductive research approach with qualitative research.
In the research domain of HRM practices, IP, and KS, there are significant studies and theories inherent in the existing literature. However, the researcher could not find a model developed in the context of the UAE ICT industry investigating the interactions between HRM practices, IP, and KS. Therefore, it was important to verify whether the theories and literature concerning these three factors as applied in previous research were applicable to the UAE ICT industry. This research was based on quantitative research methods, and hypotheses deduced from previous literature were formulated for testing. Thus, a deductive research approach suited the objectives and implementation of the current investigation. In addition, the research methodology literature shows that the deductive research approach works well with the positivist epistemology (Håkansson, 2013).

Research Sample
A research sample is defined by Bryman and Bell (2011) as “the segment of the population that is selected for investigation” (p. 141). The sections below describe the samples of this study. The target population for this research comprised all the staff working within small, medium, and large organizations that operate in the UAE ICT industry. The target population comprised employees, managers, and high-level management staff. In quantitative research, random sampling through its various forms, including quota, systematic, and stratified random sampling techniques, is the most popular approach (Haq, 2014). Among these techniques, systematic random sampling is the most common, whereby each sample is chosen from a pool of possible respondents through random selection. However, systematic random sampling often requires an adequately large population to ensure the drawing of an adequate sample to yield reasonable statistical inferences (Newby, Watson, & Woodliff, 2003). Since the researcher could not access employment statistics indicating the total population for the UAE ICT industry, it was difficult to compute a suitable sample scientifically. Thus, the researcher employed the rule by Shook et al. (2004) of ensuring that the responses number more than 100, which is the threshold for ensuring that statistically significant results are obtained.
In the end, the researcher resolved to collect data by combining aspects of different sampling techniques. For the selection of participants, the researcher adhered to the provisions of purposive or judgmental sampling. Purposive sampling allows researchers to recruit respondents who meet a given criterion for participation that makes them the holders of the most pertinent information to the research questions (Patton, 2002). By employing purposive sampling aspects, the researcher focused on choosing a sample from the population that had the highest chances of giving the desired, relevant, accurate information based on the research topic. Adopting a purposive sampling approach implied that sample selection reflected the aim of the research. This method mainly works well in circumstances where researchers are conversant with the population section and can therefore target individuals for the information desired (Leedy & Ormond, 2010). As explained in section 3.5, the eligibility criteria factored in the familiarity of the researcher with the ICT industry in the UAE and the potential participants.
It was not possible to collect adequate responses to warrant the realization of generalizable findings using purposive, face-to-face questionnaire administration, when considering that response rates in quantitative research using questionnaires to collect data tend to be low in most cases. Thus, the researcher also employed the convenience and snowballing sampling techniques to buttress the purposive sampling technique, with the intention of increasing response rates. The convenience sampling technique was applied to allow the respondents to self-select into the sample through an online survey (Creswell, 2014). On the other hand, snowball sampling was employed by requesting potential respondents and HR managers issued with the questionnaire to share the link to the online survey with other people within their networks that qualified for the study.

[bookmark: _Toc489998236]Targeted Population and Targeted Sample
There are many ICT firms in the UAE and the number is increasing. It was difficult for the researcher to conduct a survey across all emirates in the UAE’s private sector because of limited resources, time constraints, and costs. For the above reasons, the researcher randomly selected 500 respondents who are working in the ICT private sector. 
The estimated total population of employees in the ICT sector is approximately 12,600 employees (Ministry of Economics, 2015). According to Krejcie and Morgan’s (1970) table of sample sizes (see Appendix A), the researcher needed to select around 361 respondents as a sample size in order to conduct this study, since we are targeting the private sector only and our assumption is that the populations of the private and public sectors are approximately the same. While a total minimum sample of 361 was required, the researcher increased the sample size to 500 to allow for insufficient and incomplete responses (Podsakoff, MacKenzie, Jeong-Yeon, & Podsakoff, 2003).

 Sample size 
The thirty-six hypotheses that are presented in chapter three were tested using data gathered through a questionnaire survey from employees who worked in three different private ICT firms in the Emirate of Abu Dhabi over a period on two months from February to April 2016. These employees worked in different job categories, ranging across lower, middle, and top management, in addition to engineers, technicians, and consultants, etc. In order to get responses for the research questions, a total of 500 employees from private ICT forms in Abu Dhabi, UAE were selected randomly. Only 405 questionnaires were returned, of which 367 were completed and included in the final analysis, an overall response rate of 73 percent. The employees were administered with a questionnaire that contained four pages intended to measure the four HRM practices described, explicit and implicit knowledge, and process and product IP.

Research Instrument 
The instrument used in this study was a self-administrated structured English questionnaire using the “drop off” method. In this method, the researcher approaches a prospective respondent, introduces the general objectives of the questionnaire, and then leaves it with the respondent to complete. The researcher then returns to pick up the completed questionnaire. The advantage of this method is that it allows the researcher to encourage respondents to complete the questionnaire in their own time and there is therefore a higher response rate. 
The questionnaire was designed to measure private ICT sector employee perceptions of HRM practices (recruitment and selection, training and development, performance appraisal, and compensation practices), explicit and implicit KS, and process and product innovation performance. Attention was given to the questionnaire’s design in order to ensure clarity and ease of use, which in turn can contribute to a high response rate (VanGeest, Johnson, & Welch, 2007). To yield as high a response rate as possible, the questionnaire survey was designed to be short and took approximately 15 minutes to complete. 
The instrument used a five-point Likert-type scale in order to reduce response bias, ranging from 1 (strongly disagree) to 5 (strongly agree) to measure the items of the research constructs. It contained around 40 questions and respondents were asked to indicate their degree of agreement or disagreement with each of a series of statements.
	The questionnaire contained four sections: the first section measured HRM practices. It was composed of four subsections: Selection and Recruitment included six items (from numbers 1.1 to 1.6); Training and Development included four items (from numbers 2.1 to 2.4); Compensation Practices included four items (from 3.1 to 3.4); and Performance Appraisal included five items (from 4.1 to 4.5). The second section measured explicit and implicit KS, which included three items each, where explicit KS covered items 1.1 to 1.3 and implicit KS covered items 2.1 and 2.3. The third section measured process and product IP and included two subsections. The product subsection included four items that measure product innovation (from 1.1 to 1.4) and the second subsection included four items to measure process innovation (from 2.1 to 2.4). The last section was demographic information, which was included to measure demographic variables, comprising seven items: age, gender, organizational tenure, nationality, organization age, educational level, and role in current workplace. The details of the research instrument’s components are presented below and summarized in Table 2. Furthermore, the full questionnaire survey items of this study are listed in Appendix C. 

Pilot Study
A pilot study to test the suitability of the data collection instrument was performed. This was informed by the understanding that pilot studies represent a cornerstone of good research design and are essential steps in all survey investigations (Hazzi & Maldaon, 2015). A pilot study as a small-scale test for the procedures and methods that a researcher intends to use on a large scale. The significance of a pilot study in the current research rested in enhancing the efficiency and quality of the main study. This is because a pilot study can be useful in revealing particular underlying logistical challenges prior to undertaking the principal research. In addition, the results obtained from a pilot study could inform the research feasibility and identify areas worth modifying in the bigger study. The researcher also conducted the pilot test on the questionnaire to check the statements and wording of the scales used, refine the scale items, and develop the research plan (Hazzi & Maldaon, 2015).
To conduct the pilot test for the draft questionnaire, the researcher employed the debriefing method. First, the researcher approached three HRM doctoral holders from the UAE to pinpoint potential errors in the data collection instrument. There followed the recruitment of two academics of UAE descent and one research assistant to take part in the debriefing for questionnaire pretesting. The research assistant was a native English speaker and she was important in verifying the accuracy of the English wording in the questionnaire prompts. The two UAE native academics were helpful in determining the ease with which UAE ICT employees were likely to understand the English statements used. The three individuals aided in determining the suitability of the questionnaire as the data collection instrument in the current research. On average, the draft questionnaire took 13.5 minutes to complete. The respondents recommended the rewording of phrases especially in the HRM practices section of the questionnaire. By the time the debriefing exercise was complete, time constraints disallowed conducting another pretest in the field. Thus, five members of UAE descent were recruited to complete the questionnaire and review the responses. They were also requested to make comments concerning the format and the wording of the questions both online and offline. Upon completion of the pretest and additional modifications including removal of redundant prompts, and with the researcher’s assessment that the questionnaire was fit for data collection, approval was sought from the dissertation supervisor to proceed with data collection.

[bookmark: _Toc489998237]Measurement Scale
Three sections of the questionnaire are important for this study: HRM Practices, KS, and Innovation Management. 

Human Resource Management Practices
The HRM Practices scale consists of nineteen questions that were developed from the studies of Bae and Lawler (2000), Collins and Smith (2006), Delery and Doty (1996), Ahmad and Schroeder (2003), Chang and Chen (2002), and Martell et al. (1996). This measure was made up for four components of high involvement HRM Practices components, which are Recruitment and Selection, Training and Development, Appraisal, and Compensation Practices. While Recruitment and Selection was measured using six items, Training and Development and Compensation and Incentives were each measured using four items and Performance Appraisal used five items. All were defined on a 5-point Likert scale. 

Knowledge Sharing
KS was measured using an adaptation of a scale that was developed by Choi and Lee (2003), in which codification and personalization are dimensions. These scales have been used and validated in other studies. The measure consists of six items defined on 5-point Likert scale to identify and evaluate the level of KS in the company. The higher the rating, the more involvement of the company in KS. The scale is divided into two parts: the first part measures company involvement in knowledge codification, while the second represents personalization practices with respect to knowledge.

Innovation Performance
The measurement scale for Innovation Management used in this study was developed by Prajogo and Sohal (2006). The scale is based on the innovation criteria used in previous studies of innovation, such as that of Subramanian and Nilakanta (1996). The criteria used refer to the levels of novelty, the number and speed of innovations, and the use of the latest technological advances. In their scale, Prajogo and Sohal (2006), indicate the four characteristics of innovation that apply to the two main areas of product and process innovation. The measure consists of four items for each category of innovation under this study. It is defined using 7-point Likert scale (where 1 represents much less than the main competitors and 7 much greater than the main competitors).

Demographic variables.
The study used the following demographic variables as control variables:
· Gender
· Age
· Organizational Tenure
· Organizational Age
· Nationality
· Position
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The data collected for this research was analyzed using SPSS version 18.0 and SmartPLS (SEM) 03.2 version. However, selecting the appropriate statistical method is an important decision in achieving research objectives. All data were screened for missing values, which was handled in two ways. First, cases that had a significant number of missing values were eliminated. Second, cases with rare missing values were replaced by items’ mean scores (Kline, 1998). Moreover, the data set was screened for any errors.
In this study, the data were analyzed to assess the main hypotheses between HRM practices, KS, and IP. Multiple techniques that quantify interactions among variables were used to explore the data, such as descriptive analysis, Pearson correlation analysis, confirmatory factor analysis, path analysis, linear structural relations analysis, and estimations of interdependent, multiple regression equations simultaneously among different constructs (Hair et al., 2006). The first step used in this study was structural equation modeling (SEM) to assess the reliability and validity of the constructs. This was followed by an assessment of model fitness and the path coefficients of the hypothesized relationships.
To test the mediating effect of KS between HRM practices and IP, the Baron and Kenny approach (Baron & Kenny, 1986) was applied with the help of SmartPLS. Bias-corrected and accelerated (BCa) bootstrapping was run using a subsample of 500. These steps concluded with the independent variable to mediator and mediator to dependent variable. Beta values and their standard error values were then entered in the Daniel Soper online calculator to perform the Sobel test. Figure 3 illustrates the results from SmartPLS and Figure 4 illustrates the results from the Sobel test. According to Statsoft (2013), SEM is considered a second-generation multivariate data analysis approach. It was selected for this study because of its ability to assess formative constructs (Chin, 1998).
Descriptive analysis presents descriptive information like means, frequencies, and standard deviations (Choen & Manion, 1994), which are used to summarize the nature of research variables. Pearson correlation analysis was used to measure the nature and degree of association of the three constructs in this research. This technique is useful in advanced multivariate analysis procedures, such as hierarchical regressions, which are used in this study. The current study found that three factors, HRM practices, KS, and IP, are correlated positively as estimated (all significant at p < 0.05). HRM practices have a positive significant relationship with KS (p < 0.05). KS has a significant positive correlation with IP (p < 0.05). On the other hand, HRM practices have a significant positive relationship with IP (p < 0.05). SmartPLS version 3.2 was applied in order to analyze and interpret the results in two main stages. The first stage evaluated the measurement model to measure the relations between manifest variables (observed items) and latent variables (factors). However, the second stage evaluated the structural model, which specifies how relations between latent constructs are measured. Estimating and analyzing the path coefficients between the constructs tests the structural model. Path coefficients are indicators of the model’s analytical ability (Hulland, 1999).

[bookmark: _Toc489998239]Ethical Considerations
As this research entailed the participation of human subjects and the discovery of possibly sensitive information about their organizations, the process of research was carried out in line with the ethical practices provided by the Association of Research Ethics Committees (AREC, 2013). In this regard, the researcher ensured that participation in this research was voluntary and without coercion or incentive. The participants also received information about the research and had the right to withdraw their participation without any penalty. This was in accordance with the principle of autonomy. The researcher also took robust precautions, such as not recording the names of the respondents or their organizations to blur all potential avenues that could trigger harm to participants. Such precautions enhanced the principle of non-maleficence. In terms of data handling, all the online questionnaire data were kept under password protection. Upon transcription and verification of the paper-based questionnaire data, the researcher trashed them permanently and password protected the electronic files. To retain researcher integrity, the researcher did not enter into any contracts with the organizations or individual respondents with respect to the research. Additionally, the self-administration of the questionnaire enabled the researcher to exercise integrity by avoiding possible conflicts of interest. This also enabled the adherence to the research integrity standards (AREC, 2013).

[bookmark: _Toc489998240]Conclusion
The present chapter shows the methodology, research design, and analysis followed by the researcher. The researcher adopted quantitative research as a research methodology and chose a non-experimental, correlative, cross-sectional research design as a framework for the collection and analysis of data. The research method used in this research was the survey method, which was appropriate for the research objective and suited the quantitative research and research design. The chapter covered the techniques used to collect the data. In addition, samples, measures, and analytical strategic tools were presented. 
Generally, the chapter outlined the empirical research design used to examine the relationship between HRM practices, KS, and IP in the UAE private sector. The research was based on cross-sectional data, which were collected from the aforementioned private sector in the UAE (Abu Dhabi) through a self-administered, structured questionnaire. The questionnaire was distributed to ICT private sector employees in organizations located in the Abu Dhabi Emirate. The organizations were selected according to size, location, and accessibility for collecting data. A “no objection” letter from these organizations was obtained in order to confirm their voluntary participation. The targeted sample size was 500 employees and the overall respondents’ response rate was 73 percent. SmartPLS version 3.2 was the major statistical technique used to test the research hypotheses. 

Chapter 5: Results and Discussions
The main goal of the analysis of the current research was to understand the impact of HRM practices on IP and the mediating role of KS in the relationship between HRM practices and IP in private ICT sector organizations. The present chapter contains two sections: the first consists of the empirical results, while the second section discusses the research findings. The results section outlines the findings of the descriptive analysis (means and standard deviations of all questionnaire items), the measurement model implemented to measure the relations between manifest variable HRM practices, KS, and IP, and latent variables (factors) of each mentioned construct. 
The second stage evaluates the structural model that specifies how relations between latent constructs are measured. Estimating and analyzing the path coefficients between the constructs tests the structural model. Path coefficients are indicators of the model’s analytical ability (Hulland, 1999). In the discussion section, the research findings are examined in order to evaluate to what extent the findings answer the research questions. 



[bookmark: _Toc489998241]Chapter 5: Results and Discussions
This section describes the findings of the quantitative data analysis, which were obtained using SPSS 18.0 for Windows and SmartPLS version 3.2. A self-administered questionnaire in English including measures of HRM practices, KS, and IP was used. A total of 500 employees were randomly selected from three different private ICT firms in UAE and surveyed on order to test the research hypotheses. Overall, 367 responses were received (the remaining 95 were not returned and 38 were incomplete, providing an overall response rate of 73 percent). 
The questionnaire comprised four sections including a section sourcing general information about the employee/respondent, including gender, age, organizational tenure, organizational age, nationality, and position. The other three sections addressed IP, HRM practices, and KS respectively. The questionnaire was designed using Likert scales and measured levels of innovation and different HRM practices. These measurements were entered into SPSS for analysis. The questionnaire measured innovations on the basis of the level of novelty, number, and speed of innovations, and the use of latest technological advances. The measurements investigated two main areas of innovation: product and process innovation. The measurements were performed on four items for each category of innovation. A 5-point Likert scale was used to measure levels of innovation against those of competitors (where 1 represents much less relative to the main competitors and 5 much greater than the main competitors). HRM practices were measured using 19 prompts that addressed four major components of HRM: recruitment and selection, training and development, appraisal, and compensation practices. Recruitment and selection was measured through six questionnaire items, while training and development as well as compensation and incentives were measured using four questionnaire items each. Performance appraisal was measured using five items. Notably, all the prompts on HRM practices in the four sections were based on a 5-point Likert scale (where 1 = “strongly disagree” through 5 = “strongly agree”).
KS was measured using codification and personalization scales. Thus, the scale was divided into two parts, with the first part measuring company involvement in knowledge codification. The second part measured knowledge personalization practices. The KS section in the questionnaire of this research consisted of six prompts based on a 5-point Likert scale. They entail the identification and evaluation of the level of KS in the company. In this regard, a higher rating was interpreted as more involvement of the organization in the promotion of KS. The results so collected were entered into SPSS for analysis. This section describes the findings of the quantitative data analysis that was carried out using SPSS 18.0 and SmartPLS 3.2 for Windows. 

[bookmark: _Toc489998242]Descriptive Analysis Results

Respondents’ Demographic Information
Apart from data on human resource management practices and IP, the survey was also designed to collect demographic data. The data collected included the role of an individual in a company, sex, age of organization, organization tenure, nationality of the individual, and education level. 
Table 2 shows the respondents’ demographic information and profiles. With respect to respondents’ gender, 79.3 percent of the respondents were female, while 20.7 percent were male. With respect to the respondents’ age profile: 30.2 percent of the respondents were 30 years old or less, 55.9 percent were between 31 to 40 years old, 10.9 percent were between 41 to 50 years old, and 3 percent were above 50. Table 8 also indicates that 24.3 percent of respondents had spent less than a year with their organization, 63.8 percent between 2-10 years, 6.8 percent spent between 11-18 years, and 5.2 percent had spent more than 18 years with their current organizations. 
Table 8 further reveals that the vast majority of the respondents were well educated: 60.5 percent of the respondents held bachelor’s degrees, 26.7 percent held master’s degrees, and 1.9 percent held PhD degrees, while 10.9 percent had a diploma. Regarding respondents’ roles or positions within their organization in the industry, 9.8 percent of them were upper management, 26.7 percent of them were middle management, and 20.2 percent of them were junior management, while 15 percent of them were in administration, 6 percent were consultants, and 1.1 percent were trainees or temporary employees. Most of the respondents were expatriates (68.9 percent). 

[bookmark: _Toc487921554]Table 2: Shows the respondents’ demographic information and profiles
	
	Demographics
	
	



	
	Frequency
	%

	Age
	< 30
	111
	30.2

	
	31-40
	205
	55.9

	
	41-50
	40
	10.9

	
	> 50
	11
	3.0

	Gender
	Male
	76
	20.7

	
	Female
	291
	79.3

	Organizational Tenure
	< 1 year
	89
	24.3

	
	2-10 years
	234
	63.8

	
	11-18 years
	25
	6.8

	
	> 18 years
	19
	5.2

	Nationality
	Local
	114
	31.1

	
	Non Local
	253
	68.9

	Organization Age
	< 1 year
	69
	18.8

	
	2-10 years
	178
	48.5

	
	11-18 years
	82
	22.3

	
	> 18 years
	38
	10.4

	Education Level
	Diploma
	40
	10.9

	
	Bachelor’s Degree
	222
	60.5

	
	Master’s Degree 
	98
	26.7

	
	PhD Degree
	7
	1.9

	Role
	Upper Management 
	36
	9.8

	
	Middle Management
	98
	26.7

	
	Junior Management
	74
	20.2

	
	Administrative Staff
	55
	15

	
	Support Staff
	78
	21.3

	
	Consultant
	22
	6

	
	Temporary/Trainee Employee
	4
	1.1



The average of respondent age was 1.87 (SD 0.718). Table 9 below shows that employees had a high level of education as indicated by a score of 2.20 out of a maximum of 4. A score of 4 was used to indicate a high level of education, while a score of 1 indicated a low education level. The age of the organization was measure on a scale of 1 to 4. A low score indicated young organizations, while a high score indicated old organizations. Table 2 above shows that the organizations involved in this survey were relatively moderately young, with a score of 2.24. This is because the study focused on ICT firms. ICT is a relatively young industry compared with many other sectors, and thus the majority of the organizations are young.
Employees indicated to have very short tenure with their respective organizations. A mean score of less than 1.93 out of 4 indicates the majority of the employees were on a short contract due to the dynamism of the ICT sector. The majority of the respondents who participated in this study were women; the mean score of 1.79 is closer to 2 than 1. These data are important in classifying various phenomena according to different demographics. In social science, different classes of people show different preferences.

[bookmark: _Toc487921555]Table 3: Shows the respondents’ demographic information Mean and Standard Deviation
	
	Age
	Gender
	Organizational Tenure 
	Nationality
	Organization
Age
	Education Level
	Role

	Mean
	1.87
	1.79
	1.93
	1.69
	2.24
	2.20
	3.34

	Standard Deviation
	0.718
	0.406
	0.717
	0.463
	0.877
	0.644
	1.506



The study sample was heterogeneous; the 367 respondents comprised 73percent of those surveyed. Middle management employees represented the largest group in this study sample, representing 26.7 percent (98 respondents), while 21 percent are support staff (78 respondents), followed by 20.2 percent in junior management (74 respondents), 15 percent were administrative staff (55 respondents), then top management at 9.8 percent (36 respondents), and finally 6 percent for consultants (26 respondents). 

Employees’ Perceptions of HRM Practices
Table 4 displays the responses of employee perceptions for Selection and Recruitment as examined in this study. Table 10 shows the recruitment and selection factor, which contains six items. From the table, we see that 22.9 percent of the respondents disagree with statement 6: “We spend a lot of money on training employees” (M=3.06, SD=1.16). This was supported by the respondents’ disagreement. The respondents supported statement 5: “Our selection criteria are designed to select the best person for the job” by 40.6 percent (M=3.50, SD=1.05). Items in general shows good level of neutral support for the statements, but 36.2 percent supported item 3: “Generally, we spend a great deal of money on selecting people for a job” (M=3.25, SD=1.01). 
By looking at the overall mean scores of agreement, the findings show the importance of staffing processes and also of selection techniques. From the above descriptive analysis, the study concludes that employees in the ICT private sector organizations show high level of agreement on selection and recruitment processes. Therefore, this study recommends that management maintains moderate efforts to train its employees. 
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	Items
	Strongly Disagree %
	Disagree %
	Neutral %
	Agree %
	Strongly Agree
%
	M
	SD

	1. Our selection process for a job is very extensive (e.g., use of tests, interviews, etc.).
	3.8
	12.5
	27.5
	41.1
	15.0
	3.51
	1.06

	2. We place a lot of importance on selecting the best person for a given job.
	4.9
	11.2
	21.5
	43.9
	18.5
	3.60
	1.06

	3. Generally, we spend a great deal of money on selecting people for a job.
	4.4
	18.0
	36.2
	30.8
	10.6
	3.25
	1.01

	4. We place a great deal of importance on the staffing process.
	4.9
	10.1
	28.6
	45.5
	10.9
	3.47
	0.98

	5. Our selection criteria are designed to select the best person for the job.
	4.9
	12.0
	26.7
	40.6
	15.8
	3.50
	1.05

	6. We spend a lot of money on training employees.
	10.4
	22.9
	28.1
	27.8
	10.9
	3.06
	1.16



Table 5 shows that employees mainly agree on statement 3: “There are formal training programs to teach new hires the skills they need to perform their job at your firm” at 33.8% (M=3.10, SD=1.12). Also, a large number of employees at 23.4% (M=3.09, SD=1.12) disagreed that training programs were offered to employees in order to increase their promotability in their work. This means the company should review the training courses they offer to their employees and ensure that this training will move them forward in their career development path. The employees feel neutral about other statements such as offering yearly training programs.   
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Table 5: Descriptive statistics of Employees Perception of Training and Development
	Items
	Disagree %
	Neutral %
	Agree %
	M
	SD

	1. Extensive training programs are provided for individuals in their jobs at your firm.
	21.3
	34.9
	26.2
	3.02
	1.08

	2. Employees in their jobs will normally go through training programs every few years at your firm.
	18.3
	33.8
	31.1
	3.15
	1.07

	3. There are formal training programs to teach new hires the skills they need to perform their job at your firm.
	21.3
	26.7
	33.8
	3.10
	1.12

	4. Formal training programs are offered to employees in order to increase their promotability at your firm.
	23.4
	24.5
	34.6
	3.09
	1.12



Table 6 presents four items that measure the perceptions by employees of compensation practices. It indicates that all of the items scored at a high level of agreement. This shows that the employees agree with all items, which means that the majority of the employees perceived compensation practices positively.
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Table 6: Descriptive statistics of Employees Perception of Compensation Practices
	Items
	Disagree %
	Neutral %
	Agree %
	M
	SD

	1. Incentive system at your firm encourages employees to pursue company objective.
	14.4
	28.1
	36.5
	3.25
	1.13

	2. Incentive system at your firm is fair at rewarding people who accomplish a company objective.
	16.6
	31.3
	31.3
	3.20
	1.14

	3. Incentive system at your firm encourages people to reach company goals.
	15.3
	26.4
	36.5
	3.25
	1.15

	4. Incentive system at your firm really recognizes people who contribute the most to the company.
	16.1
	30.5
	30.5
	3.11
	1.17



Table 7 presents the analysis of performance appraisal. The table shows that 40.6% of respondents agree with statement 1: “Your firm frequently does formal appraisals” (M=3.44, SD=1.04). The same applies to statement 2: “Your firm uses objective data for appraisals,” with a positive response rate of 41.1% (M=3.35, SD=0.98). On the other hand, 10.9% disagree with statement 4: “Your firm uses subjective data for appraisals.” This is close to the figures for statement 3. 
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	Items
	Disagree %
	Neutral %
	Agree %
	M
	SD

	1. Your firm frequently does formal appraisals.
	12.0
	28.3
	40.6
	3.44
	1.04

	2. Your firm frequently does informal appraisals.
	19.9
	39.2
	29.7
	3.07
	0.97

	 3. Your firm uses objective data for appraisals.
	9.8
	34.6
	41.1
	3.35
	0.98

	 4. Your firm uses subjective data for appraisals.
	10.9
	42.2
	33.8
	3.26
	0.95



Table 8 shows employees’ perceptions of explicit KS. Explicit KS items are shown in Table 14, which indicates that 44.7 percent of respondents experience KS in written form like manuals or documents. For statement 1 “Knowledge (know-how, technical skill, or problem solving methods) is well documented in your company,” 40.3 percent (M=3.41, SD=1.04) of respondents support the statement. The highest percentage of agreement was in support of statement 2: “Results of projects and meetings should be documented in your company” at 51.2 percent (M=3.86, SD=0.89), which means the company should focus on the documentation of explicit knowledge. 
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	Items
	Disagree %
	Neutral %
	Agree %
	M
	SD

	1. Knowledge (know-how, technical skill, or problem solving methods) is well documented in your company.
	15.0
	27.0
	40.3
	3.41
	1.04

	2. Results of projects and meetings should be documented in your company.
	4.4
	20.2
	51.2
	3.86
	0.89

	3. Knowledge is shared through documented forms like manuals or documents in your company.
	10.4
	26.2
	44.7
	3.50
	1.02



Implicit KS was measured by three items that are illustrated in Table 9. The results show that 51.0 percent of employees agreed with statement 2 that “It is easy to get face-to-face advice from experts in your company” (M=3.81, SD=0.93). Moreover, 50.4 percent of employees agreed with item 1 that “Knowledge can be easily acquired from experts and co-workers in your company” (M=3.63, SD=0.96). The last item in the table indicates that 45.8 percent of employees agreed with statement 3: “Informal dialogs and meetings are used for KS in your company” (M=3.57, SD=0.97). 
The results reveal that the ICT employees in the three organizations surveyed have a moderate level of implicit KS. Based on these results, ICT management should take into consideration adopting and implementing strategies that could assist them to maintain a better level of KS, such as including KS as a key indicator for career promotion. 
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	Items
	Disagree %
	Neutral %
	Agree %
	M
	SD

	1. Knowledge can be easily acquired from experts and co-workers in your company.
	8.7
	22.3
	50.4
	3.63
	0.96

	2. It is easy to get face-to-face advice from experts in your company.
	5.7
	19.3
	51.0
	3.81
	0.93

	3. Informal dialogs and meetings are used for knowledge sharing in your company.
	8.7
	27.5
	45.8
	3.57
	0.97



One of the study’s main focuses is IP, which is divided into product innovation and process innovation. Product innovation is examined by four factors as presented in Table 10 below, which shows that most of the respondents (38.7 percent agree with statement 4: “The firm introduce good number of new products/services on the market compared with its competitors” (M=3.65, SD=0.98). 
Given the importance of product innovation in these organizations, 37.9 percent of the respondents reported greater use of new technologies in product development compared with their competitors. The three organizations showed good levels of new product generation compared with their competitors at 37.1 percent (M=3.65, SD=1.03). 

[bookmark: _Toc487921562]Table 10: Descriptive statistics of Employees Perception of Product Innovation
	Items
	Disagree %
	Neutral %
	Agree %
	M
	SD

	1. The firm introduces new products/services compared with its competitors.
	8.4
	28.9
	37.1
	3.65
	1.03

	2. The firm uses the latest technological innovations in its new products/services compared with its competitors.
	6.5
	27.5
	37.9
	3.74
	1.00

	3. The firm is fast in developing its new product/service compared with its competitors. 
	7.6
	30.2
	36.5
	3.64
	1.03

	4. The firm introduces a good number of new products/services on the market compared with its competitors. 
	6.5
	31.3
	38.7
	3.65
	0.98



The second part of innovation is process, which leads into product and services innovation. This study examined process innovation using four factors, as shown in Table 11. The analysis showed that 41.4 percent of respondents agreed with statement 1: “The firm’s technological competitiveness is better than its competitors” (M=3.69, SD=0.94). Respondents also agreed with statement 2: “The firm’s speed in adopting the latest technological innovations is better in its processes compared with its competitors” at 40.3% (M=3.60, SD=0.99). This is aligned with the adoption of new technology for product innovation. The results also show a high percentage in agreement with statement 3: “The newness of the technology used in firm’s processes is better compared with its competitors” at 38.4 percent (M=3.61, SD=0.96), which keeps these organizations in good shape compared with their competitors. 
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	Items
	Disagree %
	Neutral %
	Agree %
	M
	SD

	1. The firm’s technological competitiveness is better than its competitors.
	5.4
	30.8
	41.4
	3.69
	0.94

	2. The firm’s speed in adopting the latest technological innovations is better in its processes compared with its competitors.
	8.4
	29.7
	40.3
	3.60
	0.99

	3. The newness of the technology used in firm’s processes is better compared with its competitors.
	6.5
	33.8
	38.4
	3.61
	0.96

	4. The rate of change in our technical and technological methodologies is greater than our competitors.
	8.4
	37.1
	34.9
	3.53
	0.97
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This study used SPSS Version 18 to obtain the reliability and validity analysis. Sekaran (2000) notes that reliability refers to the degree to which a measure is not biased and where consistent measurement exists across the various items in an instrument. In other words, it is the degree to which the measures and its items are free from error. It is assumed that items measuring the same thing will be highly correlated (Welch & Comer, 1988).
Cronbach’s alpha is the most commonly used test for determining reliability estimates for multi-item scales at the interval level of measurement (Cooper & Schindler, 2003). The Cronbach’s alpha coefficient was obtained in this study with SPSS Version 18 to test the reliability of the internal consistency. The results show that alpha reliability for Recruitment and Selection was 0.88, Training and Development was 0.89, Performance Appraisal was 0.88, and Compensation Practices was 0.88. For Explicit KS, the alpha result was 0.89, Implicit KS was 0.89, Process Innovation was 0.89, and Product Innovation was 0.88.  
The rule of thumb suggested by George and Mallery (2003) for evaluating alpha coefficients is described as follows: alpha coefficients > 0.9 excellent; > 0.8 good; > 0.7 acceptable; > 0.6 questionable; > 0.5 poor; and < 0.5 unacceptable. The required result of reliability should be 0.70 or higher. Values of Cronbach’s alpha nearer to 1.0 indicate a good internal consistency of the items in the scale. The results in this study show that all items have a high level of alpha coefficients, which indicates excellent internal consistency of all scale items.
Cronbach’s alpha is used to test the reliability and validity of the results; the test in particular evaluates the reliability of the Likert scale. A Cronbach’s alpha of 0.965 indicates a 96.5 percent level of internal consistency in the data. This indicates a very high level of reliability, and hence the test is valid.
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Correlation analysis is a tool used to measure the relationship between two variables. The Pearson correlation coefficient ranges from +1 to −1, and evaluates the direction and the strength of a relationship. When a correlation is positive, it implies that a higher value of one valuable is associated with a higher value of the other. On the other hand, a negative correlation implies that a higher value of one variable is associated with a lower value of the other. A correlation close to zero suggests that no linear relationship exists between the variables. 
Mean, standard deviation, and intercorrelations between variables are presented in Table 12. As shown, the eight factors, Recruitment and Selection, Training and Development, Performance Appraisal, Compensation Practices, Explicit KS, Implicit KS, Product Innovation, and Process Innovation are positively correlated as estimated (all significant at P < 0.05). 
This points to the fact that these factors are highly correlated and influence each other. Recruitment and Selection has a significant positive relationship with Explicit and Implicit KS (r = 0.582 and 0.532) respectively (P < 0.05), and Process and Product Innovation (r = 0.488 and 0.541, P < 0.05). The same applies for the respective relations between Training and Development with Explicit and Implicit KS (r = 0.583 and 0.512, P < 0.05). Training and Development also has significant positive relationships with Process Innovation and Product Innovation (r = 0.534 and 0.499, P < 0.05) respectively. Furthermore, Compensation Practices have significant positive relationships with Explicit and Implicit KS; Product and Process Innovation (r = 0.552 and 0.507; 0.499 and 0.533, P < 0.05) respectively. Performance Appraisal also has positive significant relationships with Explicit KS and Implicit KS; Product Innovation and Process Innovation (r = 0.596 and 0.552; 0.531 and 0.543, P < 0.05) respectively. 
These results support the study’s hypotheses and are in a direction consistent with previous theory and studies mentioned earlier in the literature.
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	M
	SD
	1
	2
	3
	4
	5
	6
	7
	8

	Recruitment and Selection
	17.34
	4.275
	(0.88)
	
	
	
	
	
	
	

	Training and Development
	12.36
	3.970
	.589**
	(0.89)
	
	
	
	
	
	

	Compensation Practices
	12.71
	4.282
	.661**
	.605**
	(0.88)
	
	
	
	
	

	Performance Appraisal 
	16.44
	4.084
	.655**
	.626**
	.643**
	(0.88)
	
	
	
	

	Explicit KS
	6.91
	1.868
	.582**
	.583**
	.552**
	.596**
	(0.89)
	
	
	

	Implicit KS
	11.01
	2.414
	.532**
	.512**
	.507**
	.552**
	.625**
	(0.89)
	
	

	Product Innovation
	14.68
	3.696
	.488**
	.469**
	.499**
	.531**
	.573**
	.539**
	(0.89)
	

	Process Innovation
	14.42
	3.561
	.541**
	.534**
	.533**
	.543**
	.601**
	.513**
	.844** 
	(0.88)

	
Notes: *P < 0.05, **P < 0.01, all two-tailed tests, reliability estimates (Cronbach’s α is presented in brackets along the diagonal).



SmartPLS Path Model (Model Fit)
This study used SmartPLS version 3.2 to assess the path coefficients in its structural model. However, the researcher examined the internal consistency, reliability, discriminant validity, and convergent validity of the reflective measurement model to ensure that these aspects are satisfactory (Wong, 2013). Furthermore, the researcher used the SmartPLS algorithm-based guidelines suggested by Hair el al. (2013).
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[bookmark: _Toc487921621]Figure 2: Shows the structural model with path coefficients and outer loadings of all items
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Convergent validity and discriminant validity were used to assess the study constructs’ validity, which helps to explain constructs and indicates the extent to which each measure correlates with the other measures for the same latent construct (Hair et al., 2006). Convergent validity refers to the degree of agreement in two or more measures of the same construct (Camines & Zeller, 1979). According to Fornell and Larcher (1981), three main steps are used in order to test convergent validity. These are item reliability of each measure, composite reliability of each construct, and the average variance extracted (AVE). According to Fornell and Larcker (1981), evidence of the study’s convergent validity was assessed by inspection of average variance extracted (AVE) for each factor (construct), where the AVE value exceeds 0.50.
Results indicated that the variance extracted for the eight scales ranged from 0.679 to 0.866 (see Table 14), which all exceed 0.50 as a benchmark. The results of recruitment and selection, training and development, performance appraisal, and compensation practices were AVE=0.698, 0.807, 0.679, and 0.866 respectively. For explicit KS, implicit KS, process innovation, and product innovation the values were AVE=0.811, 0.708, 0.844, and 0.831 respectively, which are all above the required minimum level of 0.5. Thus, the measures of the eight reflective constructs have a high level of discriminant validity and other reliability tests (Bagozzi & Yi, 1988). The combination of high Cronbach alpha values, high factor loadings, composite reliability, and high AVE estimates taken all together provide strong evidence of convergent validity. 
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	Recruitment and Selection
	Training and Development
	Performance Appraisal
	Compensation Practices
	Explicit Knowledge Sharing
	Implicit Knowledge Sharing
	Process Innovation
	Product Innovation

	Recruitment and Selection
	0.835
	
	
	
	
	
	
	

	Training and Development
	0.592
	0.898
	
	
	
	
	
	

	Performance Appraisal
	0.658
	0.628
	0.824
	
	
	
	
	

	Compensation Practices
	0.661
	0.607
	0.646
	0.93
	
	
	
	

	Explicit Knowledge Sharing 
	0.584
	0.585
	0.597
	0.553
	0.901
	
	
	

	Implicit Knowledge Sharing 
	0.532
	0.511
	0.551
	0.507
	0.626
	0.841
	
	

	Process Innovation
	0.543
	0.536
	0.532
	0.533
	0.603
	0.515
	0.919
	

	Product Innovation
	0.488
	0.47
	0.658
	0.5
	0.574
	0.54
	0.543
	0.912



On the other hand, discriminant validity is defined as the degree to which any single construct is different from the other constructs in the model (Carmines & Zeller, 1979). The measurement of discriminant validity will be adequate when constructs have an AVE loading greater than 0.5, meaning that at least 50% of measurement variance is captured by the construct (Chin, 1998). Table 14 shows the discriminant validity of the current study constructs.   
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	Factors
	Factor Loading
	Cronbach’s Alpha
	Composite Reliability
	Average Variance Extracted

	Recruitment and Selection

	Our selection process for a job is very extensive (e.g., use of tests, interviews, etc.).
	0.833
	0.89
	0.92
	0.698

	We place a lot of importance on selecting the best person for a given job.
	0.854
	
	
	

	Generally, we spend a great deal of money on selecting people for a job.
	0.734
	
	
	

	We place a great deal of importance on the staffing process.
	0.875
	
	
	

	Our selection criteria are designed to select the best person for the job.
	0.872
	
	
	

	Training and Development 

	Extensive training programs are provided for individuals in their jobs at your firm.
	0.906
	0.92
	0.944
	0.807

	Employees in their jobs will normally go through training programs every few years at your firm.
	0.879
	
	
	

	There are formal training programs to teach new hires the skills they need to perform their job at your firm.
	0.900
	
	
	

	Formal training programs are offered to employees in order to increase their promotability at your firm.
	0.907
	
	
	

	Performance Appraisal

	Your firm frequently does formal appraisals.
	0.796
	0.882
	0.914
	0.679

	Your firm frequently does informal appraisals.
	0.777
	
	
	

	Your firm uses objective data for appraisals.
	0.830
	
	
	

	Your firm uses subjective data for appraisals.
	0.856
	
	
	

	Your firm utilizes the appraisal results.
	0.859
	
	
	

	Compensation Practices

	Incentive system at your firm encourages employees to pursue company objective.
	0.913
	0.948
	0.963
	0.866

	Incentive system at your firm is fair at rewarding people who accomplish a company objective.
	0.936
	
	
	

	Incentive system at your firm encourages people to reach company goals.
	0.941
	
	
	

	Incentive system at your firm really recognizes people who contribute the most to the company.
	0.931
	
	
	

	Explicit Knowledge Sharing

	Knowledge (know-how, technical skill, or problem solving methods) is well documented in your company.
	0.912
	0.768
	0.896
	0.811

	Knowledge is shared through documented forms like manuals or documents in your company.
	0.889
	
	
	

	Implicit Knowledge Sharing

	Knowledge can be easily acquired from experts and co-workers in your company.
	0.857
	0.794
	0.879
	0.708

	It is easy to get face-to-face advice from experts in your company.
	0.856
	
	
	

	Informal dialogs and meetings are used for knowledge sharing in your company.
	0.810
	
	
	

	Process Innovation

	The firm’s technological competitiveness is better than its competitors.
	0.898
	0.938
	0.956
	0.844

	The firm’s speed in adopting the latest technological innovations is better in its processes compared with its competitors.
	0.919
	
	
	

	The newness of the technology used in firm’s processes is better compared with its competitors.
	0.906
	
	
	

	The rate of change in our technical and technological methodologies is greater than our competitors.
	0.932
	
	
	

	Product Innovation

	The firm introduce new products/services compared with its competitors.
	0.898
	0.932
	0.952
	0.831

	The firm use the latest technological innovations in its new products/services compared with its competitors.
	0.914
	
	
	

	The firm is fast in developing its new product/service compared with its competitors.
	0.939
	
	
	

	The firm introduce good number of new products/services on the market compared with its competitors.
	0.923
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[bookmark: _Toc487921622]Figure 3: Shows the structural model with path coefficients and factor loadings of all items after removing the smallest loadings

[bookmark: _Toc489998246]Structural Model and Testing Hypothesis
In order to test hypotheses 1 to 20, which show the impact of recruitment and selection, training and development, performance appraisal, and compensation practices on explicit and implicit KS and process and product innovation; also, to examine the impact of explicit and implicit KS on process and product innovation; and finally, to examine the mediating effect of KS on the relationship between each of the HRM practices and process and product innovation, SmartPLS version 3.2 was used to analyze the impacts of these variables. Thus, the mediating effect of the proposed mediators is estimated and the mediation between independent variables and dependent variables confirmed. 
The Baron and Kenny (1986) approach was applied and bootstrapping was run using a subsample of 500. The steps include correlating the independent variables to mediators and mediators to dependent variables. Beta values and their standard error values were then entered in the Daniel Soper online calculator to perform the Sobel test. The sections below illustrate the testing of each hypothesis and the results.


[bookmark: _Toc489998247]Testing the Relationship between HRM Practices and Knowledge Sharing
Smart PLS was applied to ascertain the impact of recruitment and selection, training and development, performance appraisal, and compensation practices with explicit and implicit KS. This was performed to test H1, H2, H3, H4 H5, H6, H7, and H8. The results show that recruitment and selection, training and development, performance appraisal, and compensation practices have significant positive impacts on explicit KS (β= 0.211, 0.245, 0.229, and 0.117, P < 0.05) respectively. The results show that recruitment and selection, training and development and performance appraisal have significant positive impacts on implicit KS, (β = 0.194, 0.175, and 0.235, P < 0.05), while compensation practice did not show a significant correlation. The results presented in Table 22 aligned with previous findings and studies mentioned earlier in the literature between the above mentioned constructs. Thus these hypotheses are accepted, apart from H8. 

[bookmark: _Toc489998248]Testing the Relationship between Knowledge Sharing and Innovation Performance
SmartPLS was employed to confirm the significant validity of H9, H10, H11, and H12. The results showed that explicit KS has a significant positive impact on process innovation (β = 0.278, P < 0.05) and explicit KS had a significant positive impact on product innovation (β = 0.252, P < 0.05). The results showed further that implicit KS had a positive impact on process innovation (β = 0.11) and implicit KS had a significant positive impact on product innovation (β = 0.207, P < 0.05). The results presented in Table 22 are aligned with previous findings and studies mentioned earlier in the literature between the abovementioned constructs. Thus, these hypotheses are all accepted. 

[bookmark: _Toc489998249]Testing the Relationship between HRM Practices and Innovation Performance
The relationship between HRM practices and IP was tested through correlation analysis. It was possible to identify that there exists a positive relationship between HRM practices in an organization and it’s IP. Effective human resource management practices promote creativity and innovation in an organization. The findings of this study agree with the findings of numerous researchers such as Noe, Hollenbeck, Gerhart, and Wright (2006) and Chen and Huang (2009). According to Chen and Huang (2009) improvement in HRM practices is essential for the promotion of innovation in knowledge-based organizations.
SmartPLS was used to test H13, H14, H15, H16, H17, H18, H19, and H20; the results showed that recruitment and selection, training and development, and performance appraisal, have significant positive impacts on process innovation (β = 0.151, 0.174, 0.140, and 0.136, P<0.05), while compensation practices has a negative impact. In addition, the results showed that performance appraisal, and compensation practices have significant positive impacts on product innovation, while recruitment and selection and training and development do not (β = 0.061, 0.048, 0.179, and 0.131, P<0.05). The results presented in Table 15 are aligned with previous findings and studies mentioned earlier in the literature between the above mentioned constructs. Thus, hypotheses H14 and H16–H19 are accepted; while H13, H15, and H20 are not accepted. 

[bookmark: _Toc487921567]Table 15: Path Coefficients Along with Their Bootstrap “T” Values
	
	Original Sample (O)
	Mean
	SD
	T Statistics
	P Values

	RS  EKS
	0.211
	0.208
	0.065
	3.242
	0.001

	RS  IKS
	0.194
	0.195
	0.068
	2.834
	0.005

	RS  PROC_INN
	0.151
	0.151
	0.066
	2.3
	0.022

	RS  PROD_INN
	0.061
	0.063
	0.072
	0.85
	0.396

	TD  EKS
	0.245
	0.244
	0.064
	3.85
	0.000

	TD  IKS
	0.175
	0.174
	0.064
	2.724
	0.007

	TD  PROC_INN
	0.174
	0.174
	0.067
	2.613
	0.009

	TD  PROD_INN
	0.048
	0.047
	0.068
	0.707
	0.48

	PA  EKS
	0.229
	0.235
	0.067
	3.416
	0.001

	PA  IKS
	0.235
	0.232
	0.073
	3.223
	0.001

	PA  PROC_INN
	0.140
	0.144
	0.068
	2.057
	0.04

	PA  PROD_INN
	0.179
	0.181
	0.066
	2.722
	0.007

	CP  EKS
	0.117
	0.118
	0.059
	1.981
	0.048

	CP  IKS
	0.121
	0.129
	0.083
	1.459
	0.145

	CP  PROC_INN
	0.136
	0.129
	0.07
	1.949
	0.052

	CP  PROD_INN
	0.131
	0.132
	0.064
	2.044
	0.041

	EKS  PROC_INN
	0.278
	0.276
	0.065
	4.254
	0.000

	EKS  PROD_INN
	0.252
	0.251
	0.066
	3.815
	0.0000

	IKS  PROC_INN
	0.11
	0.112
	0.064
	1.733
	0.083

	IKS  PROD_INN
	0.207
	0.208
	0.074
	2.801
	0.005



During the model fit process and to ensure that there was no cross loading between variables on each construct, variables with loading values less than 0.6 were removed. From explicit KS, factor two was removed, “KS_EK2” and from Selection and Recruitment, factor six was removed, “HRM_RS6”. 

[bookmark: _Toc487921623]Figure 4: Shows the structure model with path coefficient and outer loading indicating factor loading
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[bookmark: _Toc489998250]Testing the Mediating Effects of Knowledge Sharing on the Relationship between HRM Practices and Innovation Performance
To examine the mediating effects of KS on the relationship between HRM practices and IP, Baron and Kenny’s (1986) approach was applied with bootstrapping. The steps include correlating the independent variables to mediator, and mediator to dependent variables. Then beta values and their standard error values were entered into the Daniel Sobel online calculator to perform Sobel tests.
[image: ]
[bookmark: _Toc487921624]Figure 5: Results of SmartPLS for the mediation effect of Knowledge Sharing

In the first step, ignoring explicit and implicit KS (the mediator), the regression of recruitment and selection, training and development, performance appraisal, and compensation practices (independent variable, or IV) in process innovation (direct variable, or DV) was significant (β = 0.193, 0.208, 0.188, and 0.158, t = 2.846, 3.158, 2.832, and 2.246, P < 0.05) respectively. Also, the regression results of recruitment and selection, training and development, performance appraisal, and compensation practices (IV) in product innovation (DV) was significant (β = 0.135, 0.128, 0.254, and 0.168, t = 1.817, 1.844, 3.610, and 2.445, P < 0.05) respectively.     
Further mediation analysis was then performed. In the second step, the regression between the independent variables and the mediation was performed and was significant (β = 0.135, 0.128, 0.254, and 0.168, t = 1.817, 1.844, 3.610, and 2.445, P < 0.05) respectively. Moreover, to confirm the mediating effects of KS on the relationship between HRM practices and innovation performance, this was tested using a statistical procedure suggested by Baron and Kenny (1986) using Smart PLS version 3.2 (see Figure 5). 
	To perform Sobel test to test the mediation effects of explicit and implicit KS, the previous calculated values of regression coefficients for the relationship between the independent variables and the mediator variables, the regression coefficient for the relationship between the mediator variable and the dependent variable, and their standard errors (see Table 16) were used in Sobel calculator to obtain the value for each mediated hypothesis (see Figure 6). 
 
[bookmark: _Toc487921625]Figure 6: Sobel test sample
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[bookmark: _Toc487921568]Table 16: Mediating Calculation Details
	Path (IV  MED)
	Results
	Standard Error
	Sobel Test Statistics
	Two-tailed Probability

	RS  EKS
	0.211
	0.068
	2.67843656
	0.00739667

	RS  IKS
	0.193
	0.069
	2.12394137
	0.03367505

	TD  EKS
	0.245
	0.064
	3.12190743
	0.00179683

	TD  IKS
	0.174
	0.067
	2.03971571
	0.04137865

	PA  EKS
	0.228
	0.063
	2.83793363
	0.00454066

	PA  IKS
	0.235
	0.073
	2.25721253
	0.02399480

	CP  EKS
	0.117
	0.060
	1.82104999
	0.06859926

	CP  IKS
	0.122
	0.081
	1.43356090
	0.15169761

	EKS  PROD_INN
	0.252
	0.064
	-
	-

	EKS  PROC_INN
	0.278
	0.065
	-
	-

	IKS  PROD_INN
	0.207
	0.074
	-
	-

	IKS  PROC_INN
	0.110
	0.065
	-
	-




[bookmark: _Toc489998251]Discussion
The present study examined the impact of HRM practices and KS in IP, considered for the first time in a Middle Eastern context. The study also investigated whether KS mediates the relationship between HRM practices and IP. The study advances the literature on IP in general and process and product innovation specifically by empirically demonstrating the importance of IP in a non-western context, such as the UAE. 
As in the results of previous western studies, the study reported a positive impact of HRM practices on IP in general. The study showed that recruitment and selection and training and development have negative impacts on product innovation, while compensation practices show the same with process innovation, while the results of the relationships between the four HRM practices and the two IP subconstructs show positive and significant relationships. Also, the research reported that explicit and implicit KS have a positive impact on both process and product IP. This study thus suggests that HRM practice and KS are important factors that can predict and increase IP in the ICT private sector. 
	Thus, proper selection of employees with proper knowledge of the work, good team work skills, and good communications skills may increase KS between the team members that will positively impact on IP. The same can be applied to compensation practices, where the firms can promote and reward innovative ideas and good team players who contribute by exchanging knowledge. In addition, when the firms provide proper training courses that are aligned with career path of the employees, this will positively affect employee knowhow and motivation. Moreover, having a proper feedback channel and performance appraisals will help to define weaknesses of employees and facilitate necessary actions to strengthen those weaknesses in ways that may positively affect innovation. Since previous studies did not address the impact on process and product and considered IP as one construct, we cannot consider that the results of this study contradict previous studies, apart from the result related to training and development negatively impacting IP. Briefly, we can say that an increased focus on HRM practices tends to produce better IP. This is also aligned with previous studies conducted in a western cultural context (e.g., Özbağ et al., 2013). 
	This study reported the significant positive impact of KS on the relationship between HRM practices and IP. In order to test the hypotheses, structural modeling using SmartPLS was used. Through calculation of the strength and the significance/insignificance of every structural using β statistics, which are coefficient weight, path coefficient, and T-statistics, the statistical significance/insignificance of every hypothesis or path can be tested (Kock, 2014). The significance of β level formulations lies in weights and reflective loadings, which should be 0.7 or more. Variables with factor loadings of less than 0.7 were removed. 
Based on the results illustrated in Table 17, it is clear that the hypotheses are supported based on the data results provided using SmartPLS. Results indicate that HRM practices have direct positive significant impact on KS as Recruitment and Selection have a direct positive significant impact on Explicit KS (β = 0.211, P<0.05) and t = 3.242. In addition, it indicates that Recruitment and Selection has direct positive significant impact on Implicit KS (β = 0.194, p < 0.05) and t = 2.834. The results revealed that Recruitment and Selection has a significant direct positive impact on Process Innovation (β = 0.151, p < 0.05) and t = 2.3. Training and Development has a direct positive significant impact on Explicit KS (β = 0.245, P<0.001) and t = 3.85. Training and Development has a direct positive significant impact on Implicit KS (β = 0.175, P<0.05) and t = 2.724. Training and Development has a direct positive significant impact on Innovation Process (β = 0.174, P<0.05) and t = 2.613. Performance Appraisal has a direct positive significant impact on Explicit KS (β = 0.229, P<0.05) and t = 3.416. Performance Appraisal has a direct positive significant impact on Implicit KS (β = 0.235, P<0.05) and t = 3.223. Performance Appraisal has a significant direct positive impact on Process Innovation (β = 0.14, P<0.05) and t = 2.057. Performance Appraisal has a significant direct positive impact on Product Innovation (β = 0.179, P<0.05) and t = 2.722. Compensation Practices has a direct positive significant impact on Explicit KS (β = 0.117, P<0.05) and t = 1.981. Compensation Practices has a direct positive significant impact on Product Innovation (β = 0.131, P<0.05) and t = 2.044. Explicit KS has a direct positive significant impact on Product Innovation (β = 0.331, P<0.001) and t = 5.641. Implicit KS has a direct positive significant impact on Process Innovation (β = 0.2, P<0.001) and t = 3.098, where the benchmark exceeds 1.96 at 0.05. This means that mediation hypotheses are supported as listed in Table 17. 
To sum up, the results clearly indicates that the proposed framework/model is effective. Below is a table that summarizes the results of the study. 

[bookmark: _Toc487921569]Table 17: Summary of hypothesis test
	Hypotheses
	Results

	Human Resource Management Practices are positively related to KS.
	

	H1: Recruitment and Selection are positively related to Explicit KS. 
	Supported

	H2: Recruitment and Selection are positively related to Implicit KS.
	Supported

	H3: Training and Development are positively related to Explicit KS.
	Supported

	H4: Training and Development are positively related to Implicit KS. 
	Supported

	H5: Appraisal positively related to Explicit KS. 
	Supported

	H6: Appraisal positively related to Implicit KS.
	Supported

	H7: Compensation Practices are positively related to Explicit KS.
	Supported

	H8: Compensation Practices are positively related to Implicit KS.
	Not Supported

	KS is positively related to IP. 
	

	H9: Explicit KS is positively related to Product IP.
	Supported

	H10: Explicit KS is positively related to Process IP.
	Supported

	H11: Implicit KS is positively related to Product IP.
	Supported

	H12: Implicit KS is positively related to Process IP.
	Supported

	Human Resource Management Practices are positively related to IP.
	

	H13: Recruitment and Selection are positively related to Product IP.
	Not Supported

	H14: Recruitment and Selection are positively related to Process IP.
	Supported

	H15: Training and Development are positively related to Product IP.
	Not Supported

	H16: Training and Development are positively related to Process IP.
	Supported

	H17: Appraisal positively related to Product IP.
	Supported

	H18: Appraisal positively related to Process IP.
	Supported

	H19: Compensation Practices are positively related to Product IP.
	Supported

	H20: Compensation Practices are positively related to Process IP.
	Not Supported

	KS mediates the positive relationship between Human Resource Management Practices and IP.
	

	H21: Explicit KS mediates the positive relationship between Recruitment & Selection and Process Innovation.
	Supported

	H22: Explicit KS mediates the positive relationship between Recruitment & Selection and Product Innovation.
	Supported

	H23: Implicit KS mediates the positive relationship between Recruitment & Selection and Process Innovation.
	Supported

	H24: Implicit KS mediates the positive relationship between Recruitment & Selection and Product Innovation
	Supported

	H25: Explicit KS mediates the positive relationship between Training and Development and Process Innovation.
	Supported

	H26: Explicit KS mediates the positive relationship between Training and Development and Product Innovation.
	Supported

	H27: Implicit KS mediates the positive relationship between Training and Development and Process Innovation.
	Supported

	H28: Implicit KS mediates the positive relationship between Training and Development and Product Innovation.
	Supported

	H29: Explicit KS mediates the positive relationship between Performance Appraisal and Process Innovation.
	Supported

	H30: Explicit KS mediates the positive relationship between Performance Appraisal and Product Innovation.
	Supported

	H31: Implicit KS mediates the positive relationship between Performance Appraisal and Process Innovation.
	Supported

	H32: Implicit KS mediates the positive relationship between Performance Appraisal and Product Innovation.
	Supported

	H33: Explicit KS mediates the positive relationship between Compensation Practices and Process Innovation.
	Supported

	H34: Explicit KS mediates the positive relationship between Compensation Practices and Product Innovation.
	Partially Supported

	H35: Implicit KS mediates the positive relationship between Compensation Practices and Process Innovation.
	Partially Supported

	H36: Implicit KS mediates the positive relationship between Compensation Practices and Product Innovation.
	Partially Supported



[bookmark: _Toc489998252]Conclusion
The purpose of this study was to examine the relationship between HRM practices and IP in ICT firms. It also investigated the mediating effects of KS in the relationship between HRM practices and IP. In this results analysis, it has been found that there is a strong positive relationship between HRM practices and IP in ICT firms. KS plays an important role in enhancing the relationship between HRM practices and IP. In knowledge-based organizations such as ICT firms, the exchange of knowledge among the employees is important in the incubation of innovations. 

[bookmark: _Toc489998253]Chapter 6: Implications & Suggestions for Future Research
The objective of this chapter is to describe the managerial implications and contribution of this study. It contributes by testing previous theories in a new context, namely the UAE’s private ICT sector. As well, managerial implications are addressed in terms of HRM Practices, KS, and IP. This chapter also discussed the limitations of the study and suggests further avenues of research. 
[bookmark: _Toc489998254]Managerial Implication and Contributions
This study examines the relationship between HRM practices and IP in ICT organizations in UAE, the Emirate of Abu Dhabi. It also investigates the mediating effects of KS in the relationship between HRM practices and IP. The study serves to inform management on the importance of HRM practices in IP. The study further highlights how KS can be promoted in an organization to enhance innovation. The study covers a broad area of management. The findings of this study can inform management decisions on how to promote innovations through enhancing human resource management and KS. Top management and line managers can use this model to compare their innovation practices with those of other organizations and identify deficiencies in their current HRM and knowledge sharing practices. This will enable organizations to improve the overall effectiveness of their activities.
The current study’s findings have both theoretical and practical implications. They make an important contribution to the field of ICT and to our understanding on the relationship between the different constructs in this study. The most unique contribution of this study is that it is the first study in the UAE and the Emirates of Abu Dhabi, and the Middle East in general, that investigates the relationship between HRM practices, KS, and IP by using KS as a mediator. Therefore, this study contributes to the understanding of the effects of HRM practices and IP and the direct and indirect effect of KS in organizations across the region. 
Examining the influence of HRM practices on IP with the mediating role of KS using empirical studies is considered a rare study, especially within the UAE context and in private sector organizations. Thus, this study contributes to the literature on this topic. Second, this study not only empirically indicates the significant role of HRM practices on enhancing the IP in a non-western context, but it also reveals the nature of this link directly and indirectly through the mediating role of KS. 
It is one of the first empirical studies of its kind to demonstrate the role of KS on HRM practices and IP. 
The study has practical implications from a managerial point of view and could increase management’s understanding of HRM practices and IP, as well as KS among employees, which is necessary for the organization to operate efficiently and increase productivity. Moreover, it indicates that the management should pay attention to HRM practices in order to promote KS and well as employees’ innovativeness; for instance, in selection and recruitment, HRM should chose candidates with proper characteristics and knowledge. HRM should pay more attention to performance appraisal by including KS as a key indicator of employees’ performance to encourage KS. They should also ensure that the training courses they offer to their employees match their work and their career development paths. They should encourage KS sessions, especially for technical jobs, where employees will share their expertise with others. This will increase the level of knowledge in the organization, which will reflect in its outcomes. Furthermore, managers should encourage innovation by having special awards for creativity or compensation for new ideas. They should sponsor such ideas especially if they are strictly linked to the employees’ fields of expertise.    

[bookmark: _Toc489998255]Limitations and Future Research Directions
This study had several limitations such as scope, time, and resources. Future research can explore HRM practices and innovation in other sectors, such as banking. 

[bookmark: _Toc489998256]Limitations
Like any study, there are certain limitations that suggest areas for future research. First, the results were derived from a cross-sectional research design with data collection obtained at one point in time (Creswell, 2009). The findings of the study are thus entirely based on conditions at that point in time (Simon, 2005). Therefore, a cross-sectional design cannot confirm the direction of causality among variables of this study. 
Second, there are limitations related to the samples of this research, which were collected from the ICT private sector in the Emirates of Abu Dhabi. Therefore, the setting may influence the generalizability of the study’s finding. Furthermore, data collection and the intent of the study were limited to ICT private sectors in Abu Dhabi Emirate with a sample of 376 employees. The results might not be generalizable to other sectors or other countries. Hence, the findings of the present research can serve as a starting point for examining the links among similar variables in the public sector. 
The limitations above are related to the barriers of accessibility, which prevented the researcher from collecting data and extending the study to other sectors or other emirates. Time constraints kept the study at the present level, where the researcher had a limited timeline to graduate. Therefore, such restrictions did not allow sampling of large populations.  
Moreover, the current study recognizes the limitation of an important construct, i.e., KS. This limitation is linked to the items used, which mainly focused on KS and not knowledge management, which includes KS as a subconstruct. It is also limited because of the limited variables used to measure KS. Fortunately, the measurements used were appropriate for this study to test the hypotheses among HRM practices and KS as mediator. Finally, this study used HRM practices as a main construct, but the researcher was not able to investigate all practices. 

[bookmark: _Toc489998257]Future Research Directions
In light of the above limitations of this study, there are some suggestions for opportunities of future research. First, future investigations could look at the relationship between HRM practices and IP by using other mediators such as knowledge management; and organizational culture can be further used in exploring the relationship between the constructs discussed and demographic variables. Second, future research in the form of cross-cultural empirical studies is recommended; this could provide lessons to managers who work in multicultural contexts on how KS can impact work outcomes. Third, future research could also cover samples from the public sector and other private sector industries, as it can provide more meaningful results and could help generalize them beyond the UAE context. Finally, longitudinal studies could be undertaken to facilitate better understanding of the impact of HRM practices on IP with the mediated role of KS.  
Future studies should also explore how HRM practices influence IP in other sectors such as insurance and banking. This study focused on the ICT sector. It might not be possible to generalize the findings of this research to other sectors and other countries. It is therefore important to evaluate how different countries and sectors are influenced by HRM practices.


[bookmark: _Toc489998258]Chapter 7: Conclusion
This study has contributed to the debate of the relationship between HRM practices and IP and the mediation role of KS to better understand this relationship in ICT private sector in Abu Dhabi. The study used SmartPLS version 3.2 algorithm based guidelines suggested by Hair et al. (2013). In order to analyze the results of a sample of 367 respondents from ICT private sector, the researcher tested a number of proposed hypotheses to determine how these variables are interrelated. 
The results of this study suggest that HRM practices and KS play a prominent role in significantly promoting IP, enhancing KS between employees in the workplace, and motivating them to increase their creativity levels, which increases the quality of their outcomes. Also, this study presents empirical evidence that KS partially mediates the relationship between HRM practices and IP in the ICT private sector. Moreover, the results of this study contribute to the literature on HRM practices, KS, and IP in a non-western context, the UAE. More specifically, this study enhances and supports findings of previous studies regarding the role of mediating effects of KS and also the relationship between HRM practices and IP. UAE has stressed the importance of building businesses and in growing strong workforce performance by focusing on the role of KS in building a knowledge-based economy by 2020. Thus, the results of this research should advance the understanding of the role of KS in reaching such a goal. This study is one of the first studies in the Middle East and United Arab Emirates (UAE) to investigate this relationship between HRM practices and IP. The desire to understand this relationship is driven by the UAE’s efforts to make the Emirates a knowledge-based economy. 
In conclusion, the results suggest that if private sector intends to retain and maintain IP, businesses have to focus on KS and utilize the proper HRM practices to promote innovation and increase the quality and quantity of their outcomes.  
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Appendix A: Table for Determining Sample Size from a Given Population
[Note: N is population size. S is a sample size. Source: Krejcie, and Morgan, 1970]
	N
	S
	N
	S
	N
	S

	10
	10
	220
	140
	1200
	291

	15
	14
	230
	144
	1300
	297

	20
	19
	240
	148
	1400
	302

	25
	24
	250
	152
	1500
	306

	30
	28
	260
	155
	1600
	310

	35
	32
	270
	159
	1700
	313

	40
	36
	280
	162
	1800
	317

	45
	40
	290
	165
	1900
	320

	50
	44
	300
	169
	2000
	322

	55
	48
	320
	175
	2200
	327

	60
	52
	340
	181
	2400
	331

	65
	56
	360
	186
	2600
	335

	70
	59
	380
	191
	2800
	338

	75
	63
	400
	196
	3000
	341

	80
	66
	420
	201
	3500
	346

	85
	70
	440
	205
	4000
	351

	90
	73
	460
	210
	4500
	354

	95
	76
	480
	214
	5000
	357

	100
	80
	500
	217
	6000
	361

	110
	86
	550
	226
	7000
	364

	120
	92
	600
	234
	8000
	367

	130
	97
	650
	242
	9000
	368

	140
	103
	700
	248
	10000
	370

	150
	108
	750
	254
	15000
	375

	160
	113
	800
	260
	20000
	377

	170
	118
	850
	265
	30000
	379

	180
	123
	900
	269
	40000
	380

	190
	127
	950
	274
	50000
	381

	200
	132
	1000
	278
	75000
	382

	210
	136
	1100
	285
	1000000
	384




Appendix B: Survey Cover Letter



Human Resource Management Practices and Innovation Management - Mediating Role of Knowledge Sharing: Evidence from Emirati ICT Industry

About the Questionnaire:
This Questionnaire is designed for an academic study in order to determine the impact of Human Resource Management Practices on Innovation Management and the role of Knowledge Sharing in this relationship. 

Supportive Definitions to the Survey Respondents
In this survey context, knowledge means the individual's know-how or something which is helpful in solving problems in the organization. Knowledge sharing means providing or transferring one's knowledge to others. Knowledge sharing is possible through various methods such as formal and/or informal meetings and information systems.

Save the environment and fill this survey online through this link:
Open Survey















Appendix C: Human Resource Management Practices and Innovation Management - Mediating Role of Knowledge Sharing: Evidence from Emirati ICT Industry

Section 1:
Please tick (√) one answer only from (Strongly Disagree, … to … , Strongly Agree) in which you see is appropriate for you.

Where I work….
	Human Resource Management Practices
	Strongly Disagree
	Disagree
	Neutral 
	Agree
	Strongly Agree

	

	1. Recruitment and Selection

	1.1 Our selection process for a job is very extensive (e.g. use of tests, interviews, etc.).
	
	
	
	
	

	1.2 We place a lot of importance on selecting the best person for a given job.
	
	
	
	
	

	1.3 Generally, we spend a great deal of money on selecting people for a job.
	
	
	
	
	

	1.4 We place a great deal of importance on the staffing process.
	
	
	
	
	

	1.5 Our selection criteria are designed to select the best person for the job.
	
	
	
	
	

	1.6 We spend a lot of money on training employees.
	
	
	
	
	

	

	2. Training and development

	2.1 Extensive training programs are provided for individuals in their jobs at your firm.
	
	
	
	
	

	2.2 Employees in their jobs will normally go through training programs every few years at your firm.
	
	
	
	
	

	2.3 There are formal training programs to teach new hires the skills they need to perform their job at your firm.
	
	
	
	
	

	2.4 Formal training programs are offered to employees in order to increase their promotability at your firm.
	
	
	
	
	

	

	3. Compensation and Incentives

	3.1 Incentive system at your firm encourages employees to pursue company objective.
	
	
	
	
	

	3.2 Incentive system at your firm is fair at rewarding people who accomplish a company objective.
	
	
	
	
	

	3.3 Incentive system at your firm encourages people to reach company goals.
	
	
	
	
	

	3.4 Incentive system at your firm really recognizes people who contribute the most to the company.
	
	
	
	
	

	

	4. Performance Appraisal

	4.1 Your firm frequently does formal appraisals.
	
	
	
	
	

	4.2 Your firm frequently does informal appraisals.
	
	
	
	
	

	4.3  Your firm uses objective data for appraisals.
	
	
	
	
	

	4.4  Your firm uses subjective data for appraisals.
	
	
	
	
	

	4.5  Your firm utilizes the appraisal results.
	
	
	
	
	



Section 2:
Please tick (√) one answer only from (Strongly Disagree, … to … , Strongly Agree) in which you see is appropriate for you.

Where I work….
	Knowledge Sharing
	Strongly Disagree
	Disagree
	Neutral 
	Agree
	Strongly Agree

	

	1. Explicit Knowledge

	1.1 Knowledge (know-how, technical skill, or problem solving methods) is well documented in your company.
	
	
	
	
	

	1.2 Results of projects and meetings should be documented in your company.
	
	
	
	
	

	1.3 Knowledge is shared through documented forms like manuals or documents in your company
	
	
	
	
	

	

	2. Implicit Knowledge

	2.1 Knowledge can be easily acquired from experts and co-workers in your company.
	
	
	
	
	

	2.2 It is easy to get face-to-face advice from experts in your company.
	
	
	
	
	

	2.3 Informal dialogs and meetings are used for KS in your company.
	
	
	
	
	



Section 3:
Please tick (√) one answer only from (Strongly Disagree, … to … , Strongly Agree) in which you see is appropriate for you.

Where I work….
	Innovation Management
	Strongly Disagree
	Disagree
	Neutral 
	Agree
	Strongly Agree

	

	1. Product Innovation

	1.1 The firm introduce new products/services compared with its competitors.
	
	
	
	
	

	1.2 The firm use the latest technological innovations in its new products/services compared to its competitors.
	
	
	
	
	

	1.3 The firm is fast in developing its new product/service compared with its competitors. 
	
	
	
	
	

	1.4 The firm introduce good number of new products/services on the market compared with its competitors. 
	
	
	
	
	

	

	2. Process Innovation

	2.1 The firm’s technological competitiveness is better than its competitors.
	
	
	
	
	

	2.2 The firm speed in adopting the latest technological innovations is better in its processes compared with its competitors.
	
	
	
	
	

	2.3 The newness of the technology used in firm’s processes is better compared with its competitors.
	
	
	
	
	

	2.4 The rate of change in our technical and technological methodologies is greater than our competitors
	
	
	
	
	



Section 4:
Demographic Information:
	Age 
	( ) < 30
( ) 31-40
( ) 41-50
( ) > 50

	Gender
	( ) Male
( ) Female

	Organizational Tenure

	( ) < 1 year
( ) 2-10 years
( ) 11-18 years
( ) > 18 years 

	Nationality
	( ) Local
( ) Non Local

	Organization Age
	( ) < 1 year
( ) 2-10 years
( ) 11-18 years
( ) > 18 years 

	What is the highest level of education you have completed?
	( ) Diploma 
( ) Bachelor's Degree 
( ) Master's Degree 
( ) PhD Degree 

	Which of the following best describes your role in your company?
	( ) Upper Management 
( ) Middle Management 
( ) Junior Management 
( ) Administrative Staff 
( ) Support Staff 
( ) Consultant 
( ) Temporary Employee








Appendix D: Permission to Use Survey Instruments
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Sobel test statistic: 179148545
One-tailed probability: 0.03660771
Two-tailed probability: 0.07321543
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From: Khaled Al Ali

Sent: Thursday, February 18, 2016 12:16 AM
To: Amna Al Kaabi <amna@etimad.ae>
Subject: Re: Questionnaire Distribution

Of course Dr Amna.

Sent from Outlook Mobile

On Wed, Feb 17, 2016 at 8:22 AM -0800, "Amna Al Kaabi" <amna@etimad.ae> wrote:

Dear Mr Khaled,

Kindly | need your support to fulfill the publication requirements of my doctoral degree. The research project titled “HRM Practices and Innovation Management-
Mediating Role of Knowledge Sharing: Evidence from Emirati ICT Industry”. The research will focus on Knowledge Sharing and its impact in the succession of the
organization. It also promotes HRM Practices and Knowledge Sharing in creating an innovative organization. Therefore, couple of Abu Dhabi ICT organizations had
been selected to conduct the study and collect the data required to complete the research.

All what is required is to allow employees to participate in questionnaire takes around 20 minutes to be filled. Questionnaire will be conducted in two steps, the first
one to test the validity of the questionnaire, this requires 100 participants and the second steps which comes after data analysis of the 100 questionnaire and it
requires 200 participant at least different than the participants in the first group.

Allinformation will remain confidential and publications following from the research will not include any information which may identify individual participation.

Appreciate your support.

Best regards,
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