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Abstract: This study explores the interaction of responsible leadership, supportive climate, and creative self-efficacy
in enhancing knowledge sharing among employees in the banking sector. Data from 314 employees (42% Females,
58% Males) were analyzed using structural equation modeling (SEM) and a time-lagged survey design. The analysis
revealed a higher responsible leadership to be associated with both creative self-efficacy and knowledge sharing.
Additionally, the study found that supportive climate moderation to significantly, strengthening the relationship between
responsible leadership and knowledge sharing. Creative self-efficacy partially mediated this relationship to be stronger.
The results indicate that responsible leadership and a supportive climate are crucial socio-cognitive mechanisms for
enhancing knowledge sharing in organizations. The banking sector should aim to promote collaborative work partnerships
implementing responsible leadership practices and cultivating supportive work environments to bolster organizational
growth and competitiveness.
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Introduction
In today’s fast-paced and complex business environment,
the ability to share knowledge effectively is not just
advantageous but essential for sustaining growth and
competitiveness (Aly, 2016). This assumes responsible
leadership and a supportive work climate. Responsible
leadership aligns organizational strategies with broader
societal objectives, extending beyond mere profit-seeking
to the well-being of stakeholders (Greige Frangieh &
Khayr Yaacoub, 2017) and the environment (Lin et al.,
2020). Supportive climate is conducive to exchanging cre-
ative ideas, risk-taking, and celebrating creativity (Holdren
et al., 1986), all of which are integral to knowledge sharing
and organizational innovation (Khalili, 2016). In theory, a
supportive work climate facilitates employee creative self-
efficacy or self-perceptions as a capable contributor (Mosia
and Ngulube, 2005). How these attributes operate in the
highly regimented banking sector is the object of this study.

Drawing on Social Cognitive Theory (SCT), which
emphasizes the role of self-efficacy in human behavior
(Bandura and Cervone, 1986), this study explores how
responsible leadership influences creative self-efficacy
and, in turn, knowledge sharing (Tantawy et al., 2021).
The reciprocal determinism concept of SCT highlights
the dynamic interaction between individual factors, social
influences, and environmental conditions, providing a
robust framework for examining these relationships in the
context of Pakistani industries.

Knowledge sharing and responsible leadership
Knowledge sharing refers to the dynamic process through
which individuals exchange both explicit and tacit knowl-
edge (Kim & Yun, 2015), experiences, and insights
within an organization. This process not only involves
the transmission of factual information but also the

sharing of personal know—how and problem-solving
techniques, which enhances collective competence (Bock
et al., 2005; Brown & Treviño, 2006). Such an exchange
fosters innovation and adaptability by building a shared
understanding that can be leveraged to address com-
plex challenges (Ahmed et al., 2020). Moreover, effective
knowledge sharing can drive continuous learning and
improvement (Ellison et al., 2015), contributing to sus-
tainable competitive advantage in fast-evolving industries
(Bradshaw et al., 2015). In addition, leadership plays
a pivotal role in creating an environment that encour-
ages open communication and trust (Al Hawamdeh &
AL-edenat, 2022), essential ingredients for robust knowl-
edge exchange.

Responsible leadership, characterized by a com-
mitment to ethical behavior, social responsibility, and
sustainable decision-making, transcends traditional profit-
oriented goals (Jones Christensen et al., 2014; Gotsis
and Kortezi, 2008). Responsible leadership creates an
environment that bolsters employees’ creative self-efficacy
(Bass & Steidlmeier, 1999). Leaders who demonstrate
ethical practices (Doh & Quigley, 2014), transparency,
and a holistic commitment to employee well-being set
the stage for a culture where creativity is nurtured and
valued (Maak & Pless, 2006; Tierney & Farmer, 2002).
This leadership style is instrumental in fostering environ-
ments where creativity and ethical concerns are nurtured,
empowering employees to develop and share innovative
ideas (Walumbwa et al., 2011).

Knowledge sharing is associated with responsible
leadership (Abrams et al., 2003), perhaps through pro-
moting a culture of transparency (Cheung et al., 2013)
and openness to enhance employee trust (Cabrera et al.,
2006), which is critical for effective knowledge exchange
(Bock et al., 2005; Brown & Treviño, 2006). Moreover,
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knowledge sharing in organizational teams is likely with
with leadership that values information sharing (Bavik
et al., 2017; Lu et al., 2019).

Creative self-efficacy mediation
Creative self-efficacy as the belief in one’s ability to
generate new and innovative ideas, plays a pivotal role
in fostering creativity within organizations (Puente-Díaz,
2016) involves the confidence to explore new possibilities,
take calculated risks, and persist in the face of challenges
(Hu and Zhao, 2016). It would flourish with knowl-
edge sharing aimed at organizational growth (Amabile
et al., 2004) and adaptability (Azeem et al., 2021). This
effect could be collective learning and cross-functional
collaboration (Ghobadi and D’Ambra, 2012). Moreover,
employees who are confident in their creative abilities
are more likely to share their ideas (Auernhammer &
Hall, 2014) and insights (Gu et al., 2017), contribut-
ing to the organization’s knowledge pool (Hu and Zhao,
2016; Çakar and Ertürk, 2010). Thus, creative self-efficacy
would bridge the gap between responsible leadership and
knowledge sharing (Tierney & Farmer, 2002), and for
unique contributions (Hung et al., 2011).

Responsible leadership would enhance employees’
belief in their creative abilities, with employees viewing
their ideas as valuable contributions which would add to
their active work engagement collective learning and inno-
vation (Arshad et al., 2021; Sita Nirmala Kumaraswamy
and Chitale, 2012).

Supportive climate moderation
A supportive workplace culture encourages employees to
express their ideas without fear of retribution (Hughes
et al., 2008) resulting in a culture of innovation (Edmond-
son, 2018). In addition, a supportive work environment
leads to higher levels of creativity and problem-solving
among employees (Amabile et al., 2014). Responsible
leadership would be for a supportive climate by encourages
employees to share their ideas and knowledge without fear
of reprisal (Mayer et al., 2013). Moreover, a supportive
climate enhances knowledge-sharing behavior with high
creative self-efficacy (Mittal and Dhar, 2015, Černe et al.,
2017).

In other words, a supportive environment would
enhance the relationship between creative self-efficacy and
knowledge-sharing behavior (Hu and Zhao, 2016).

The banking sector
The banking sector, characterized by its stringent regu-
latory environment and emphasis on risk management,
provides a unique context in which the variables of respon-
sible leadership, creative self-efficacy (García-Morales
et al., 2009), and supportive climate are especially critical.
Evidence suggests that when ethical leadership is paired
with a supportive work environment, banks can foster
greater knowledge sharing among employees, leading to
enhanced problem solving and innovation (Lin et al.,
2020; Khalili, 2016; Bock et al., 2005). Research in
this area underscores that responsible leadership not only
drives employee performance but also catalyzes organiza-
tional learning processes that are vital for adapting to rapid

technological and market changes (Brown & Treviño,
2006; Maak & Pless, 2006).

Despite these encouraging findings, significant gaps
remain. Much of the existing literature has concentrated
on non-financial sectors, leaving the specific mechanisms
and challenges within the banking industry underexplored
(Lu et al., 2019; Voegtlin et al., 2012). For instance, while
responsible leadership is generally linked to improved
creative self-efficacy and knowledge sharing, the con-
servative and risk-averse nature of the banking sector
may dampen these effects (Rhee & Choi, 2017; Hu
& Zhao, 2016). Addressing this gap requires more
nuanced research that examines how banking-specific
factors—such as regulatory constraints, legacy systems,
and cultural inertia—moderate these relationships. Under-
standing these sector-specific dynamics can offer deeper
insights into how banks can best design leadership and cli-
mate interventions to promote innovation and competitive
performance (Kim & Park, 2020).

Goal of this study
This study aims examines knowledge sharing behaviors
may occur in the banking sector the interplay between
responsible leadership, supportive climate and creative
self-efficacy (see Figure 1). It tested the following hypothe-
ses with data from banking sector employees:

H1: Responsible Leadership is associated with higher
knowledge sharing

H2: Creative Self-efficacy mediates the relationship
between Knowledge Sharing behavior and supportive
organizational culture.

H3: Supportive Climate moderates the relationship
between responsible leadership and creative self-efficacy
so that the impact will be more substantial in a more robust
supportive climate.

H4: Supportive climate has a significant direct effect
on knowledge sharing, fostering a creative organizational
culture where employees feel confident and motivated to
share their knowledge and insights.

Method

Participants and setting
Participants were 314 participants banking sector employ-
ees (See Table 1). By gender distribution, the proportions
were 51.7% men and 37.5% women. Most respondents
held either Master’s or Bachelor’s degrees, and a majority
had 3 to 6 years of work experience (See Table 1).

Measures instruments
Instrumentation and scales
The surveys utilized a 5-point Likert scale, ranging from
1 (Strongly Disagree) to 5 (Strongly Agree), was used for
quantitative data gathering (Etikan et al., 2016). Data were
collected using the following scales:

Responsible leadership
Measured by a scale developed by Voegtlin et al. (2012),
this variable included 5 items rated on a 5-point Likert
scale, focusing on aspects such as employee awareness
and ethical behavior (e.g., “Demonstrates awareness of
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Figure 1. Conceptual model

Table 1. Sample characteristics

Demographics Categories Frequency Percent

Gender Female 132 42.0
Male 182 58.0

Age 20–30 130 41.5
31–40 136 43.5
41–50 34 10.8
>50 13 4.1

Education Bachelor 94 29.9
Masters 149 47.5
Ph.D. 67 21.3

Any other 4 1.3
Experience Less than 3 61 19.4

3 to 5 129 41.1
6 to 10 63 20.1

11 and above 61 19.4

relevant employee claims”). In this study, the Cronbach’s
alpha (α) coefficient of the scale was 0.84 (See Table 2).

Creative self-efficacy

Assessed using Tierney and Farmer’s (2002), scale, which
originally had 6 items. For this study, 3 items were selected
to focus on core aspects of creative self-efficacy, rated
on a 5-point Likert scale (e.g., “I feel that I am good
at generating novel ideas”). In this study, the Cronbach’s
alpha (α) coefficient of the scale was 0.86 (See Table 2).

Knowledge sharing (KS)

Gauged using an adapted version of Bock et al.’s (2005)
scale. It consisted of 5 items on a 7-point Likert scale,
measuring the extent and effectiveness of knowledge shar-
ing within the organization (e.g., “My knowledge sharing
with other organizational members is good”). In this study,
the Cronbach’s alpha (α) coefficient of the scale was 0.92
(See Table 2).

Supportive organizational climate

This moderator was measured using a dimension
from Rogg et al.’s (2001) scale, focusing on Manage-
rial Considerations. It comprised 8 items on a 6-point
Likert Scale, evaluating the supportive nature of the
organizational climate (e.g., “Leaders follow through on

commitments”). In this study, the Cronbach’s alpha (α)
coefficient of the scale was 0.85 (See Table 2).

Procedures
The Harbin Institute of Technology Ethics Committee
approved this study. The participants consented to this
study. The survey process emphasized voluntary partici-
pation, confidentiality, and the option for participants to
withdraw at any time. The collected data were encrypted,
anonymized, and securely coded for analysis, adhering to
the ethical guidelines.

Data analysis
Statistical analyses were conducted using SPSS and
SmartPLS software (Purwanto, 2021). The analysis uti-
lized regression and mediation techniques to explore the
relationships among responsible leadership, creative self-
efficacy, knowledge sharing, and the moderating role of a
supportive climate. To address potential common method
bias, Harman’s single factor test was applied, with the
results showing that the sums of squared loading accounted
for 14.38% of the variance, which is well below the 50%
threshold, indicating that common method bias was not a
significant issue in this data set (Tehseen et al., 2017).

Additionally, factor loading and convergence, dis-
criminant validity (using the Heterotrait-Monotrait Ratio,
HTMT-Ratio), and structural equation models (calculating
explained predictive relevance Q2, variance R2, and effect
size f2) were assessed to ensure the robustness of the
measures (Hair et al., 2017).

The data was quantitatively analyzed using the Partial
Least Squares Structural Equation Modeling (PLS-SEM)
technique. Given that PLS-SEM does not necessitate tra-
ditional assumption tests, conventional sample data were
employed for the analysis (Hair et al., 2017; Ramayah
et al., 2018). This approach allowed for the direct mea-
surement of latent variables, grounded in existing theories,
and provided insights into the relationships among the
study’s variables.

The measurement model’s convergent and discriminant
validity were evaluated. Convergent validity was con-
firmed as all factor loadings, Composite Reliability (CR),
and Average Variance Extracted (AVE) values exceeded
the respective cutoff thresholds (Shrestha, 2021). Specif-
ically, factor loadings greater than 0.70 were considered
significant, and no items were deleted as all contributed
positively to the CR and AVE values (Hair et al., 2020).
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Table 2. Measurement model

Constructs/Items CFA α CR AVE Author

Responsible Leadership 0.84 0.873 0.633 Voegtlin et al. (2012)
The leader demonstrates awareness of the relevant
employee claims.

0.799

My leader involves the affected employees in the
decision-making process.

0.604

My leader weighs different employee claims before
making a decision.

0.821

My leader tries to achieve a consensus among the
affected employees.

0.765

My leader considers the consequences of decisions for
the affected employee.

0.856

Supportive Organizational Climate 0.85 0.901 0.647 Rogg et al.’s (2001)
Leaders follow through on commitments. 0.640
Leaders clearly communicate work objectives and
responsibilities.

0.731

Leaders take action on new ideas provided by
employees.

0.771

Leaders consistently treat everyone with respect. 0.821
Leaders inspire commitment to the dealership’s missions
and goals.

0.742

Leaders consider both the dealership’s goals and
employees when making decisions.

0.810

Work is fairly distributed to employees. 0.510
Leaders consistently tell employees about the standards
used to evaluate job performance.

0.568

Creative Self-Efficacy 0.86 0.883 0.616 Tierney and Farmer (2002)
I feel that I am good at generating novel ideas. 0.757
I have confidence in my ability to solve problems
creative

0.548

I have a knack for further developing the ideas of others. 0.934
Knowledge Sharing 0.92 0.915 0.527 Bock et al.’s (2005)
My knowledge sharing with other organizational
members is good.

0.759

My knowledge sharing with other organizational
members is harmful.

0.783

My knowledge sharing with other organizational
members is an enjoyable experience.

0.587

My knowledge sharing with other organizational
members is valuable to me.

0.499

My knowledge sharing with other organizational
members is a wise move.

0.758

Note. Abbreviations: Common Factor Analysis (CFA), Cronbach’s Alpha (α), Composite Reliability (CR), Average
Variance Extracted (AVE).

Discriminant validity was assessed using the Heterotrait-
Monotrait (HTMT) ratio of correlations (Ab Hamid et al.,
2017). All HTMT values were below the recommended
threshold of 0.85 (Hair et al., 2020), confirming that
the constructs were distinct (Cohen, 1988) and captured
unique variances (See Table 3).

Model’s predictive relevance and variance
Cross-validity test
Cross-validated redundancy (Q2) values were used to
assess the model’s predictive relevance. The Q2 values for
creative self-efficacy (0.32) and knowledge sharing (0.28)
were above zero, indicating strong predictive relevance.

Additionally, the R2 values revealed that responsible
leadership explained 25% of the variance in creative self-
efficacy and 22% in knowledge sharing, while supportive
climate accounted for 15% of the variance in knowledge
sharing. These findings highlight the significant influence
of responsible leadership and supportive climate on key
organizational behaviors.

Effect sizes

Effect sizes (f2) were computed to assess the magnitude of
the independent variables’ impact on the dependent vari-
ables.
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Table 3. Discriminant validity Hetereotrait—Monotrait
ratio (HTMT)

Constructs HTMT value Discriminant validity

RL-SCL 0.72 Support
RL-CSE 0.68 Support
RL-KS 0.75 Support

SCL-CSE 0.71 Support
SCL-KS 0.73 Support
CSE-KS 0.69 Support

Note. Abbreviations: Responsible Leadership (RL);
Knowledge Sharing (KS); Supportive Organizational
Climate (SCL); Creative Self-efficacy (CSE).

Table 4. Descriptive statistics and correlations

Variable Mean S.D. RL SCL CSE KS

RL 3.82 0.68
SCL 3.75 0.70 0.52**
CSE 3.66 0.71 0.47** 0.44**
KS 3.94 0.65 0.53** 0.50** 0.45**

Notes. **p < 0.01. Abbreviations: Responsible
Leadership (RL); Knowledge Sharing (KS); Sup-
portive Organizational Climate (SCL); Creative
Self-efficacy (CSE); Standard Deviation (S.D).

Results

Descriptive statistics—Means and correlations
Table 4 indicates that banking employees report mod-
erately high scores for all four constructs. Responsible
Leadership has a mean of 3.82 (SD = 0.68), Supportive
Climate a mean of 3.75 (SD = 0.70), Creative Self-efficacy
a mean of 3.66 (SD = 0.71), and Knowledge Sharing a
mean of 3.94 (SD = 0.65). The relatively small standard
deviations suggest that the perceptions across respondents
are fairly consistent.

The correlation matrix reveals significant positive
associations among all constructs. For example, Responsi-
ble Leadership is significantly correlated with Supportive
Climate (r = 0.52, p < 0.01), Creative Self-efficacy (r
= 0.47, p < 0.01), and Knowledge Sharing (r = 0.53,
p < 0.01). Likewise, Supportive Climate is significantly
associated with Creative Self-efficacy (r = 0.44, p <

0.01) and Knowledge Sharing (r = 0.50, p < 0.01), while
Creative Self-efficacy is significantly related to Knowledge
Sharing (r = 0.45, p < 0.01).

These results support the theoretical framework of the
study, suggesting that a positive leadership approach com-
bined with a supportive organizational climate not only
boosts employees’ confidence in their creative abilities but
also enhances their willingness to share knowledge. This
is consistent with prior research showing that ethical lead-
ership and a nurturing work environment play critical roles
in promoting both individual creativity and collaborative
knowledge-sharing behaviors (Bock et al., 2005; Brown &
Treviño, 2006)

Responsible leadership effects

Responsible leadership showed substantial effects on
knowledge sharing (f2 = 0.29). Similarly, the supportive
climate had a considerable effect on knowledge sharing
(f2 = 0.21) and its mediating effect between respon-
sible leadership and knowledge sharing was significant
(f2 = 0.25). The moderating effect of the supportive
climate also demonstrated a significant impact (f2 =
0.15) (See Table 5, indicating its amplifying role in the
relationship between responsible leadership and knowl-
edge sharing.

The direct effects of responsible leadership on creative
self-efficacy (β = 0.39, p < 0.001) and knowledge sharing
(β = 0.45, p < 0.001) were significant, as was the effect
of the supportive climate on knowledge sharing (β = 0.28,
p < 0.002) (See Table 5) indicating that the hypothesis
was supported.

Creative self-efficacy mediation and supportive cli-
mate moderation. Creative self-efficacy strongly affected
knowledge sharing (β = 0.32, p < 0.001).

The mediating role of creative self-efficacy in the
relationship between responsible leadership and knowl-
edge sharing was substantial (indirect effect = 0.21,
p < 0.001), indicating that the hypothesis was supported.
Furthermore, the moderating effect of the supportive cli-
mate on the relationship between responsible leadership
and creative self-efficacy was significant (β = 0.25, p
< 0.001) (See Table 5), indicating that the hypothesis
was supported.

These results in Figure 2 demonstrates the substantial
direct, indirect, and moderating impacts of responsible
leadership and supportive climate on fostering creative
self-efficacy and knowledge-sharing behaviors. The find-
ings provide robust evidence of the intricate interplay
among these constructs within the organizational context
of the banking sector).

Table 6 indicates that the model explains 37% of the
variance in knowledge sharing and 42% of the variance in
creative self-efficacy, demonstrating substantial explana-
tory power of the included constructs. The Q2 values, at
0.28 for knowledge sharing and 0.32 for creative self-
efficacy, further affirm the model’s predictive relevance,
suggesting that the constructs have strong potential to
forecast outcomes in similar contexts. These coefficients
of determination imply that responsible leadership, along
with supportive climate and creative self-efficacy, plays
a critical role in shaping knowledge sharing behaviors
among banking employees. This outcome is consistent
with previous research that has highlighted the central role
of leadership and environmental factors in organizational
learning and innovation (Hair et al., 2017; Shrestha, 2021).
Additionally, the substantial R2 values offer practical
insights for practitioners, suggesting that interventions
targeting these variables could yield considerable improve-
ments in knowledge management practices. Overall, the
findings validate the proposed model and encourage fur-
ther investigation into how these dynamics operate in
various organizational settings.
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Table 5. Results of the structural equations model

Hypo Relationship among constructs B S.D. T values F2 values p values Remarks

Direct effect
H1 RL > KS 0.45 0.21 4.32 0.29 0.000 Supported
H4 SCL > KS 0.28 0.15 3.14 0.21 0.001 Supported

Mediating effect
H2 RL > CSE > KS 0.21 0.13 2.68 0.25 0.000 Supported

Moderating effect
H3 RL * SCL > CSE 0.25 0.12 2.87 0.15 0.000 Supported

Note: Abbreviations: Responsible Leadership (RL); Knowledge Sharing (KS); Supportive Organizational
Climate (SCL); Creative Self-efficacy (CSE).

Figure 2. Structural equation modelling

Table 6. Coefficients of determina-
tion in the PLS method

Constructs R2 Q2

Knowledge sharing 0.37 0.28
Creative self-efficacy 0.42 0.32

Discussion
The study found that responsible leadership has a positive
and significant influence on employees’ knowledge-
sharing behavior. In other words, bank employees who
perceive their leaders as more responsible and ethical tend
to share knowledge more freely. This result aligns with
prior research showing that leadership which promotes
transparency (Nonaka & Takeuchi, 1995) and trust fosters
greater knowledge exchange among followers (Brown &
Treviño, 2006; Lin et al., 2020). Even in the traditionally
conservative banking sector, responsible leadership proved
effective in encouraging knowledge sharing—a finding
that contrasts with concerns that rigid, risk-averse cli-
mates might dampen leadership’s impact on such behaviors

(Rhee & Choi, 2017). One explanation is that respon-
sible leaders create an environment of mutual trust and
openness, signaling to employees that sharing ideas and
information is safe and valued. By emphasizing ethical
conduct and stakeholder well-being, these leaders reduce
employees’ fear of negative repercussions and inspire
a sense of purpose (Zhao et al., 2023), which in turn
motivates staff to contribute their knowledge for the orga-
nization’s benefit. Thus, effective responsible leadership
can overcome sectoral barriers by cultivating a pro-sharing
culture built on trust and ethical values.

The second key finding was that employees’ creative
self-efficacy partially mediates the relationship between
responsible leadership and knowledge sharing. Respon-
sible leadership was associated with higher creative
self-efficacy in employees (Slåtten, 2014), which in turn
led to greater knowledge-sharing behavior. This medi-
ated pattern is similar to observations in prior studies on
empowering or transformational leadership, where leader
support boosts followers’ self-belief and thereby promotes
proactive outcomes (Shin & Zhou, 2007; Tierney &
Farmer, 2002). It extends those findings to the domain of
knowledge management: whereas previous research linked
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creative self-efficacy mainly to creative performance, our
results show it also plays a crucial role in facilitating
knowledge exchange. The explanation for this finding lies
in how responsible leaders influence employees’ mindsets.
By providing encouragement, autonomy, and recognition,
a responsible leader helps employees feel more confident
in their creative abilities. Social cognitive theory suggests
that such elevated self-efficacy makes individuals more
likely to initiate and persist in behaviors like sharing novel
ideas or expertise. In practice, an employee who believes
in the value of their knowledge (thanks to leader sup-
port) is more inclined to voice suggestions, best practices,
or improvements. This finding highlights creative self-
efficacy as an important psychological mechanism through
which a supportive leadership style translates into higher
knowledge sharing. Notably, the mediation was partial
rather than full-indicating that while bolstering employees’
self-confidence is a key pathway, responsible leaders may
also influence knowledge sharing through other routes
(e.g., directly shaping norms of open communication).

The third finding confirmed that a supportive orga-
nizational climate significantly moderates the effect of
responsible leadership on creative self-efficacy. The pos-
itive impact of responsible leadership on an employee’s
creative self-confidence was stronger in the presence of a
more supportive, innovation-friendly climate. This result
is consistent with the idea that leadership and context
work in tandem to shape employee attitudes. When the
broader work climate encourages creativity, learning, and
open exchange, it amplifies the influence of a responsi-
ble leader’s behavior on employees’ beliefs. Our finding
echoes evidence that pairing an ethical or empowering
leadership style with a supportive environment yields espe-
cially strong outcomes in terms of employee motivation
and knowledge behaviors (Mittal & Dhar, 2015; Lin et al.,
2020). A plausible explanation is that a supportive climate
provides congruent cues and resources that reinforce the
leader’s messages. Under a robust supportive climate,
employees receive consistent encouragement from both
their immediate leader and the organizational culture (Ng
& Lucianetti, 2016), which accelerates their confidence
to experiment and share ideas (Srivastava et al., 2006).
In contrast, if the climate is unsupportive or discourages
risk-taking, even a well-intentioned leader’s efforts might
be undermined by prevailing norms of silence or caution.
Thus, a “climate–leadership fit” is critical: a workplace
environment that echoes the leader’s responsible values
creates a synergistic effect, empowering employees to fully
believe in their creative capabilities. Rather than substi-
tuting for leadership, a supportive climate complements
it-together they ensure that employees feel genuinely safe
and empowered to contribute, thereby enhancing creative
self-efficacy and subsequent knowledge sharing.

The fourth key finding was that a supportive organi-
zational climate itself has a significant direct effect on
knowledge-sharing behavior. Employees in the banking
sector who reported a more supportive, open climate were
more likely to engage in sharing knowledge and ideas
with colleagues. This outcome is highly consistent with
previous studies highlighting the importance of organi-
zational climate and culture for knowledge management

(Nguyen & Malik, 2022). A climate characterized by
trust, cooperation, and support has been shown to facil-
itate knowledge sharing in a variety of settings (Khalili,
2016; Al-Alawi et al., 2007). Our study reinforces that
principle and extends it to the context of banking: even in
an industry often seen as hierarchical and formal, creating
a supportive climate markedly encourages employees to
disseminate information and expertise. The likely expla-
nation is that a supportive climate fosters psychological
safety – employees feel secure in sharing their insights
without fear of ridicule or reprisal. When management
and peers openly value knowledge exchange (for exam-
ple, through encouragement and recognition of shared
ideas), individuals are intrinsically motivated to contribute
what they know (Taştan & Davoudi, 2019). This aligns
with the notion that “it takes a village” to encourage
proactive behaviors (Mayer et al., 2013); an organization’s
collective norms and support systems strongly influence
personal willingness to speak up or share. In practice, a
supportive climate might include clear policies reward-
ing collaboration, leadership that listens to new ideas,
and an atmosphere of mutual respect. Such conditions
directly lower the barriers to knowledge sharing by assur-
ing employees that their input is welcome and beneficial
(Tu et al., 2017). Consequently, the presence of a support-
ive climate leads to more frequent and free knowledge
exchanges (Wiig, 2012). This finding underscores that
beyond individual leadership actions, the general work
environment plays a pivotal role in knowledge-sharing
outcomes. For banks and similar organizations, investing
in a supportive, knowledge-friendly climate (e.g., through
team-building, open communication channels, and innova-
tion encouragement) can significantly boost the circulation
of knowledge and drive organizational learning.

Implications for theory and practice
Theoretically, this study extends Social Cognitive The-
ory by demonstrating that responsible leadership and
supportive climate act as critical environmental factors
shaping employees’ creative self-efficacy and knowledge-
sharing behaviors. While SCT traditionally emphasizes
individual agency and self-efficacy, our findings reveal that
ethical leadership practices and organizational climates
are equally vital in fostering cognitive and behavioral
outcomes. This bridges a gap in SCT by contextualiz-
ing its principles within leadership and organizational
dynamics, offering a more holistic framework for future
research. By interlinking responsible leadership with cre-
ative self-efficacy and knowledge sharing, we offer a more
comprehensive understanding of how ethical and transpar-
ent leadership practices can yield a multiplicative effect on
organizational innovation and collaboration.

The findings provide a nuanced view of Social Cog-
nitive Theory (SCT) in a corporate setting, extending
its applicability beyond individual behavior to encom-
pass organizational dynamics. By integrating responsible
leadership into the SCT framework, this research high-
lights how leadership styles can influence employees’
self-perception and motivation, thereby impacting their
behavior in the workplace. This integration offers a novel
perspective on SCT, suggesting that leadership can be



306 Mumtaz et al.

a significant environmental factor that shapes cognitive
processes and behaviors.

For practitioners, banks should prioritize leadership
development programs that emphasize ethical decision-
making, transparency, and employee empowerment. For
instance, training managers to adopt responsible leadership
behaviors—such as involving employees in decision-
making and addressing societal impacts—can enhance
creative self-efficacy. Additionally, fostering a supportive
climate through open communication channels, recogni-
tion of innovative ideas, and psychological safety protocols
(e.g., anonymous suggestion systems) can amplify knowl-
edge sharing. Policymakers in the banking sector could
mandate annual audits of workplace climate to ensure
alignment with these practices. Additionally, the study
underscores the importance of a supportive climate as a
critical contextual factor in enhancing the effectiveness of
leadership styles. This finding extends the SCT by illus-
trating how organizational climate interacts with personal
and behavioral factors. It suggests that for leadership to
be truly effective in promoting creativity and knowledge
sharing, it must be complemented by an environment that
supports and nurtures these behaviors.

For practitioners and policymakers, these insights
emphasize the need for leadership development programs
that focus not only on ethical decision-making but also
on fostering environments that encourage creative thinking
and knowledge exchange. Organizations should consider
how their climate can be shaped to support the posi-
tive effects of responsible leadership, such as through
policies that promote open communication and psycholog-
ical safety.

Limitations and suggestions for future research
The study’s reliance on a specific sector and region may
limit the generalizability of its findings. Future research
could explore these dynamics in different sectors or cul-
tural contexts to verify the applicability of the findings
more broadly. Given the self-reported nature of the data,
the potential for common method variance suggests a need
for future studies to incorporate more diverse data sources,
such as observational or qualitative data, to enrich the
understanding and mitigate any biases.

Conclusion
Our findings reveal that responsible leadership is a key
driver of knowledge sharing, influencing it both directly
and indirectly through its impact on creative self-efficacy.
The role of a supportive climate as a moderator further
underscores its importance in creating an environment
conducive to knowledge exchange and innovation.

The research highlights the mediating effect of creative
self-efficacy, shedding light on how employees’ belief in
their creative capabilities is shaped by responsible lead-
ership and, in turn, influences their knowledge-sharing
behaviors. The study also identifies the supportive cli-
mate’s critical role in strengthening the relationship
between responsible leadership and knowledge sharing.
These nuanced relationships enrich our understanding of
the factors that foster a thriving knowledge-sharing culture
within organizations.

From a theoretical perspective, this study adds to
the literature on responsible leadership and organiza-
tional behavior, offering a deeper understanding of how
leadership styles and organizational climate interact to
impact employee behavior and organizational outcomes.
The integration of these concepts provides a comprehen-
sive framework that can guide future research in similar
contexts. For practitioners and policymakers, the study
underscores the importance of fostering responsible lead-
ership practices and nurturing a supportive climate to
encourage knowledge sharing and innovation. In the com-
petitive landscape of the banking sector, these elements
are crucial for promoting a culture of continuous learning
and adaptability.

In conclusion, embracing responsible leadership and
cultivating a supportive organizational climate can sig-
nificantly contribute to creating a dynamic, collaborative,
and innovative workforce. This approach is essential for
organizations aiming to navigate the challenges of the
modern business environment and achieve sustainable
growth and success.
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