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Abstract.

BACKGROUND: Innovation is important for companies in order to function and evolve within the competitiveness and
uncertainty of economies based on knowledge. Meanwhile, the sources of knowledge and Managers’ self-efficacy are basic
building blocks promoting the innovation of managers in organizations, which cannot be neglected especially under different
level of Managers’ job satisfaction.

OBJECTIVE: This study aims at analysing the influence of both self-efficacy and knowledge sharing on managers’ innovation
moderated by job satisfaction.

METHODS: The study was conducted at Jordanian public sector, involving 112 managerial managers (respondents) of
public institutions and the collected data were proceed using Partial Least Square (PLS) analysis.

RESULTS: The finding shows that self-efficacy and knowledge sharing have a positive direct influence on managers’
innovation. Meanwhile, job satisfaction was able to moderate the influence of self-efficacy on the managers’ innovation, but
not the relationship between the knowledge sharing and managers’ innovation.

IMPLICATIONS: These research findings provide empirical evidence of the role of self-efficacy and knowledge sharing
in enhancing managers’ innovation, as well as, the result confirms on the interaction influence of job satisfaction on the
relationship between self-efficacy and managers’ innovation in the Jordanian public sector as one of the developing countries.
Finally, considering the importance of the public sector within the economy of Jordanian, the findings are valuable for
decision-makers and regulators in suggesting new regulations and legislation to better manage the public sector.
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1. Introduction

Innovation is seen as a crucial factor and decisive
enabler of an organization to be developed in the rapid
revolution epoch [1-3], and managers are the main
means for implementing the behaviors that sustain
organizational innovation [4]. Managers’ innovation
is a complex combination of generating, promot-
ing, and realizing ideas [5], involving identifying
problems, seeking support for implementing solu-
tions to identified problems, and making products
or providing services. Therefore, the improvement
of managers’ innovation performance has become
an important aspect to enhance the ability of orga-
nizational innovation. Innovation performance is an
important indicator of the success or failure of
organizations [6].

Organizations’ (managers’) innovation perfor-
mance is influenced by various factors [7—11]. Prior
studies found that innovation is affected by sev-
eral internal and external factors (e.g., government
policies, regional culture, organizational character-
istics and employee behavior) [11, 12]. However,
organizations must change their ways of acquiring
innovative resources or knowledge to survive and fur-
ther develop [11]. But the Knowledge sharing and
self-efficacy have been neglected as the main sources
of the innovation in the prior research. Though,
knowledge and self-efficacy is the most important
resource in organizations and is thus critical to the
improvement of organizational innovation perfor-
mance [7].

Further; in the resource-based theory, it is asserted
that organizations maintain their competitive advan-
tage by acquiring valuable strategic resources that
are difficult to replicate. Knowledge and self-efficacy
sources -are fundamental building blocks in facil-
itating employee innovation in organizations [4].
Employees’ education and experience are such orga-
nizational resources for innovation [13]; however,
employees’ knowledge and self-efficacy is difficult
to transform, making them crucial in organizations.
Knowledge sharing is a process through which
employees exchange knowledge and experiences to
derive new ideas and create knowledge [8, 14, 15].
This type of sharing establishes favorable conditions
for employee innovation by enhancing the managers’
capacity to come up with creative ideas. On another
hand, self-efficacy is defined as personal confidence
in completing a goal. Creative self-efficacy is a per-
sonal characteristic that specifically concerns the
ability to innovate and refers to an internal, sustaining
force that propels individuals to persevere to produce
innovative outcomes.

However, it is always observed that the public
sectors deal with innovation weakly in opposite to
the business organizations, which reside in an envi-
ronment with high competition and need expanded
innovations [2, 11, 16]. Whereby, the managerial
structures and the nature of the public sector organi-
zations may force their staff to act primarily as formal
government agents for official government purposes,
rather than the services for clients, as it is being
a business organization [17]. Hence, in response
to a series of social, technological, economic and
political troubles, organizations of the public sector
are required to recognize innovation as an inher-
ent facet of organized fitly service delivery to a
country.
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Moreover, innovation is important in order to
function and evolve within the competitiveness and
uncertainty of economies based on knowledge [9,
18, 19]. Also, managers are the major remedies for
employing the needed behaviors that support the
innovation of organizations [4, 20], where managers
are the most part that affects the employees’ behav-
iors, due to their functional level at the organization.
The innovation of managers is complicated in con-
junction with generating, realizing and promoting
the required ideas [18, 22], comprising detecting
problems, searching for support to implement the
solutions to the observed problems and providing
services or manufacturing products. In this vein, shar-
ing knowledge among managers could empower each
other in facilitating their innovation in organizations
[23]. Besides, self-efficacy is a personal characteristic
that specifically concerns the ability to innovate and
refers to an internal, sustaining force that propels indi-
viduals to persevere to produce innovative outcomes
[18]. It supports innovation because having creative
self-efficacy motivates employees to persevere by
using appropriate coping strategies in challenging
situations [22].

Additionally, job satisfaction is a crucial aspect of
work that is related to the attitudes [24—27]. provided
a definition of job satisfaction as what people think
about their work and its different facets. Also, Robins
[28] defined job satisfaction as general behaviors
and attitudes of a manager towards his or her orga-
nization. If managers have higher job satisfactions,
then they have positive attitudes about the organi-
zation. Meanwhile, in having a high extent of job
satisfaction, managers may have greater involvement
in job and this may actually enhance their motiva-
tion in generating, spreading, and realizing innovative
ideas inside their organizations [29]. Hence, high job
satisfaction increases commitment to organizational
objectives [30]. Although, a significant number of sci-
entific studies on job satisfaction has been conducted,
there is still no consensus concerning what it really
is [25]. Even though innovation is a productivity type
that can be influenced by managers’ job satisfaction,
few studies were fulfilled in which this premise was
studied, especially in the context of the public sector
[2, 16].

However, most of the prior research in the innova-
tion domain was in the developed countries context,
and based on the best knowledge of the researchers
there is no study that has addressed the effect of
knowledge sharing and self-Efficacy on the man-
agers’ innovation together, especially in the public

sector context. Also, the prior studies do not pay
any attention to the job satisfaction in the innova-
tion domine as a moderator. Subsequently, this study
attempted to explore the effect of knowledge shar-
ing and self-efficacy on the innovation performance
within the Jordanian public sector, it also examined
whether job satisfaction moderates the relationship
between the respective independent variables and
innovation performance of organizations.

This study makes important contributions to man-
agers’ innovation in the public sector. Firstly, while
most research on innovation focuses on the developed
countries, this study examines factors in a developing
country i.e., Jordan. Secondly, it provides empirical
evidence on the importance of sharing knowledge
and self-efficacy factors in empowering managers’
innovation. Thirdly, it provides empirical evidence on
the importance of managers’ innovation in improv-
ing public sector services. Our paper is the first
to test the moderating effect of job satisfaction on
the relationship between respective variables (inde-
pendent variables) and managers’ innovation in the
context of the public sector. Understanding those
factors is important to regulatory bodies of the pub-
lic sector (i.e., Senate, Parliament, Ministers Board).
Lastly, this research paper also extends the existing
knowledge of innovation by looking at it from the
organizational level (managers) rather than individual
level (employees) perspective.

This paper is being organized to have the follow-
ing: Section 2 explains the theoretical basis of the
relationship between variables. Section 3 presents the
model of the study. Section 4 introduces the design of
the research. Section 5 provides an analysis of data
using Smart-PLS to verify the hypotheses and for-
mulate conclusions. Section 6 makes discussion of
conclusions and provides the possible theoretical and
practical implications and reveals the limitations of
the study.

2. Literature review and hypothesis
development

2.1. Knowledge sharing and the managers’
innovation

Innovation includes individual, group and organi-
zational behaviors and conducts. Moreover, knowl-
edge sharing creates competitive advantage of
organizations by means of staff’ receiving, organi-
zing, reusing as well as transferring information
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on the basis of experience [16]. Many scholars
have presented that knowledge sharing strengthen
innovation and decreases the needless efforts e.g.,
[11, 32], also Hu, Horng and Sun [32] by using
621 employee’s responses from international tourist
hotels, the study found that knowledge sharing has
an important impact on service innovation perfor-
mance. Besides, Singh, Gupta, Busso and Kamboj
[33] by collecting multisource data from 404 SMEs
to examine antecedents and outcomes of innovation
in SMEs, revealed that there is a significant rela-
tionship between knowledge sharing practices and
open innovation. Further, when there are good lines in
the communication channels between managers and
with subordinates to knowledge sharing among them,
that will enhance the innovation in the organization
[34].

Many researchers have examined the individual
abilities (as the intrinsic motivation and charac-
teristics of personality) and some aspects of the
environment (as encouraging from supervisor and
climate in organization) that are fundamental for per-
son’s innovation [8, 31, 35-37]. Immersion into a
domain with time assists the human to suggest a novel
idea and realize it; therefore, knowledge has a crucial
meaning in managers’ innovation and contributes in
creating and sustaining competitive advantage [37].
The acquisition of knowledge contains reciprocal
exchanges amid colleagues, comprising commu-
nication of implicit knowledge which cannot be
transferred by means of formal channels, while the
plenty of ideas stimulates innovative thought [18].
Knowledge sharing assists in cultivating more effec-
tive processes of solving problems; and vice versa, the
ability to use expertise and experience is obstructed
if knowledge sharing is impossible [34]. Following
these conclusions, the present study proposes that
sharing knowledge among the Jordanian public sec-
tor managers (as a developing society) will enhance
their innovation. This leads to the next hypothesis:

H1: Knowledge sharing has a positive effect on
the managers’ innovation in the Jordanian public
sector.

2.2. Self-efficacy and the managers innovation

Managers with high self-efficacy are creative, curi-
ous and risk-prone and creative, accordingly, such
characteristics stimulate them to innovate [18, 38].
Managers’ innovations, in line with this, include
personal efforts in introducing methods as well as

concepts into their organizations in order to gener-
ate a novel and great outcome [39]. It is indicated by
Tierney and Farmer [40] that innovation is seen to be
improving better with the ones who have self-efficacy
that impacts innovation [41, 42], due to the fact that
managers having high self-efficacy accept challenges
and choose nontraditional tactics. Further, Akbari,
Bagheri, Imani and Asadnezhad [43], using the sim-
ple random sampling method and included 175 CEOs
and owner-managers from high technology informa-
tion and communications technology SMEs. They
found that employees’ creative self-efficacy has a
positive impact on the innovative work behavior of
employees in information and communications tech-
nology SMEs. Managers’ innovation is influenced by
self-efficacy [18, 40, 44], thus stimulating the needed
intrinsic motivation to be engaged in innovative work
through strengthening the perceptions of their own
competences [38]. Thereby, self-efficacy is a pow-
erful antecedent to managers’ innovation. Taking
into consideration the importance of the managers’
self-efficacy in the Jordanian public institutions
(as a developing society), the study suggests this
hypothesis:

H2: The managers’ self-efficacy has a positive
effect on their innovations in the Jordanian public
sector.

2.3. The moderating effect of job satisfaction

Individual features are significant factors which
influence innovation. Likewise, managers’ compre-
hension of the environment at work will either assist
or prevent the creative power of managers [45]. Job
satisfaction presents a personal reaction to the envi-
ronment at work, and in the theory of social exchange,
it is claimed that satisfied staff contributes to their
organizations. Therefore, job satisfaction can affect
behaviors of staff regarding organizational citizen-
ship behaviors, turnover, and loyalty [46]. Due to the
fact that job satisfaction is a positive factor in work
place, it can assist in decreasing the pressure related
to innovative solutions and may be deliberated as an
essential part in enhancing the manager’s behaviors
and potential resources supply [18, 46].

Christen et al. [47] revealed that job satisfaction
had a positive influence on their innovation per-
formance through generating positive evaluations
and encouraging employees to set and accom-
plish high, challenging aims. Therefore, individuals
who have high levels of job satisfaction are more
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prone to create novel and beneficial ideas [48].
Those who are satisfied with their job will become
open, enthusiastic, positive, confident, energetic and
achievement-oriented, and will be cognitively flex-
ible [11]. In sum, the level of managers’ job
satisfaction may strength or weakness the effect
of self-efficacy and sharing knowledge towards the
innovation performance. Since the managers of Jor-
danian public sector are like any employees in other
organizations, this study assumes that the effect self-
efficacy and sharing knowledge on the Jordanian
public sector managers’ innovation could be mod-
erated by the different level of their job satisfaction.
Hence, the third hypothesis is formulated as,

H3: The effect of knowledge sharing and self-
efficacy on the Jordanian public sector managers’
innovation is moderated job satisfaction. Hence,
the specific hypotheses that are related to the
moderator effect of job satisfaction are presented
below:

H3a: The effect of sharing knowledge on the
Jordanian public sector managers’ innovation is
moderated by job satisfaction.

H3b: The effect of self-efficacy on the Jor-
danian public sector managers’ innovation is
moderated by job satisfaction.

3. Research model

Based on the assumptions and logic ‘of prior
research, the current study proposes a model of the
research, as shown in Fig. 1. This study has four vari-
ables, three exogenous variables (self-efficacy and
sharing knowledge are independent variables, and the
job satisfaction is the moderator variable) and one

Knowledge Sharing

Self-Efficacy

endogenous variable (managerial innovation which is
the dependent variable). Thus, the study proposes that
the effect of self-efficacy and sharing knowledge on
the Jordanian public sector managers’ innovation will
be moderated by the different level of job satisfaction.

4. Research design
4.1. Participants

The target population of the current study included
the heads of governorates in the public sector of Jor-
dan. Since the heads of governorates are the most
relevant respondents to response on the survey as they
are at the top level of each public entity. The online
survey was sent via social media (WhatsApp, Mes-
senger, Email and Telegram) to the respondents along
235 government entities (the entire population, see
Fig. 2), the data collection lasted from 15\12\2020
to 20\2\2021, approximately two months later 112
valid voluntary questionnaires had been received.
Among the entire population, approximately 86 per-
cent of the study sample are men. Their average age
was 42 years and the average work experience was
12 years. Most of the respondents had an educational
level of bachelor degree (73%).

4.2. Measures

The measurements of studied variables in the cur-
rent study have adapted/adopted from prior research
(see Appindix A). More specifically, employee inno-
vation was measured using the six indicators adapted
from [5]. To measure knowledge sharing, six indi-
cators were adapted from Chennamaneni [49]. To
measure self-efficacy, eight indicators were adapted

Managerial Innovation

Fig. 1. The research conceptual framework.
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| Jordanian Public sector |

‘ Ministries (25)

l

| [ Independent Bodies (27) |

Education

12 of the Ministries have
governorates (Branches)
covered provinces and
districts, which include 235
governorates.

(10 Public Universities)

Fig. 2. The organizational structure of Jordanian public sector. Source: Jordanian Audit Bureau Website.

from Carmeli and Schaubroeck [50]. Finally, six
items scale were adapted from Janz et al. [51] and
Judge [49] to measure job satisfaction. The respones
to all items were rated on a 7-point Likert scale rang-
ing from 1 (strongly disagree) to 7 (strongly agree).

5. Data analysis and research findings

This study used Smart-PLS software (partial least
squares-structural equation modelling) 3.0 in order

to verify the variables of the study and to test the
hypotheses. Due to the ability of PLS-SEM to pro-
cess reflective designs while working with a small
sample size with a complex model (interaction effect)
[53-56, 57], it was used in the present work. Hair
et al. [58] stated that indicators with outer loadings
between 0.40 and 0.70 should be considered for rem-
oval from the scale only if deleting the indicator leads
to anincrease in the composite reliability or the aver-
age variance extracted above the suggested threshold
value. The data analysis shows that 3 items (16%)

Table 1
Indicators Reliability, CR, VIF, AVE and f2 (after deletion)
Constructs Items name Items loading VIF CR AVE 2
Managers’ Innovation MIl 0.726 2.008 0.828 0.51
(MI), Q?=0.2625 MI2 0.657 1.927
Mi4 0.703 2.084
MIs 0.634 1.875
MI6 0.628 1.861
Knowledge Sharing (KS) KS1 0.637 1.878 0.83 0.58 0.098
KS2 0.651 1.912
KS3 0.731 2.028
KS4 0.756 2.114
KS5 0.732 2.026
KS6 0.715 2.009
Self-Efficacy (SE) SE1 0.626 1.857 0.85 0.50 0.184
SE2 0.713 1.974
SE4 0.75 2.110
SE5 0.761 1.712
SE6 0.618 1.618
ES8 0.727 2.019
Job Satisfaction (JS) IS1 0.675 2.023 0.87 0.53 0.267
JS 2 0.621 1.852
JS3 0.732 2.026
ANE 0.863 3.212
IS5 0.739 2.046
JIS6 0.722 2.016
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were removed (MI3, SE3 and SE7), that to increase in
the average variance extracted or composite reliabil-
ity over the suggested threshold value [58]. Hence, 22
items were retained for the model. Removal of some
items is considered common and normal in most of
studies using questionnaires [50, 53, 55].

With respect to the measurement model (As shown
in Table 1), the composite reliability test shows that
all variables under study exceed the expected value of
0.6. The tool validity was also verified by checking
the discriminant and convergent validity [58]. The
average variance extracted, meanwhile, is the stan-
dard used to test convergent validity that attempts
to measure the value of variance which the indica-
tors share with their corresponding variable [58]. The
values of average variance extracted (AVE) for all
variables are above 0.5. Besides, in order to investi-
gate the range to which a given variable of the present
study model differs from others, discriminant valid-
ity was estimated [57]. As presented in Table 1, all
values of average variance extracted were higher than
the specified value and interpret discriminant validity
[60]. Furthermore, according to Hair et al. [60], multi-
collinearity is not an issue when the value of Variance
Inflation Factor (VIF) is less than five and tolerance is
above.20. The findings reported in Table 1 indicates
that there was no multicollinearity among the latent
variables.

In the present study, the construct cross-validated
redundancies (Q?) have been found by blindfolding
procedure utilising omission distance 7 [61]. The
blindfolding procedures’ results in Smart PLS 3.0
presents that the Cross-validated redundancy of the
endogenous construct (MI) was 0.2625, which is
medium [61]. Besides, based on Cohen’s [61] sug-
gestion, f2 values of 0.35, 0.15, and 0.02 represent
large, medium, and small effect sizes in the structural
model, respectively. Hence, both of Self-Efficacy and
Job Satisfaction have medume effect size on the
Managers’ Innovation, while Knowledge Sharing has
small size. Nevertheless, according to the obtained
results, it is shown that the measurement model is

Table 2

Discriminant Validity

valid and reliable. Thus, it can be ascertained that this
measurement model of the current study is appropri-
ate for other analysis.

One of the main objectives of the present study is
to measure the impact of self-efficacy and knowledge
sharing on managers’ innovations, which also com-
prises studying job satisfaction as a moderator. This
type of association between dependent and indepen-
dent variables may vary if the model includes an effect
of the moderation [58]. Thus, the structural model
in the PLS analysis should first be performed with-
out a moderator, and then moderation can be reliably
investigated in another model [58]. Accordingly, the
current study has two separated models: the model of
direct effects and the model of interaction effects.

The validity of the model is assessed by the R2
value and structural paths. The R2 value indicates
that approximately 23% of the variance in managers’
innovation as illustrated by the suggested framework,
which shows an acceptable level of explanation.
With respect to the path structure, the study expe-
rientially tested the suggested associations with the
use of the bootstrapping procedure. The path coeffi-
cient and t-value of each association are presented
in Table 3. This table indicates that the relation-
ship between knowledge sharing and the managers’
innovation was positive as well as significance (path
coefficient =0.326; p<0.01), demonstrating that if
the knowledge sharing among managers increases;
their innovation will increase as well. Accord-
ingly, HI is accepted. Referring to the managers’
self-efficacy role in enhancing the innovation, the
relationship was positive and significant (path coef-
ficient=0.218; p<0.01), demonstrating that if the
self-efficacy of managers increases, their innovation
will also increase, thus H2 is accepted.

In order to examine job satisfaction as a moder-
ator, the model of interaction effects was fulfilled
by providing two interaction effects, in which the
association between job satisfaction and independent
variables on the managers’ innovation is shown. After

Table 3
The result of the interaction model

Hypothesis testing Path  T-statistic p-value  Decision
coefficient

Constructs JS KS MI SE
JS 0.73

KS 0.51 0.71

MI 0.66 0.72 0.82

SE 0.59 0.62 0.58 0.71

HI: KS ->MI 0.326 398 0.000 Supported
H2: SE ->MI 0.218 332 0.001 Supported
H3a: JS*KS->MI 0.85 0.813  0.095 Not supported
H3b: JS*SE->MI  0.203 2.17  0.003  Supported
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that the model was eamined by using 1,000 bootstrap-
ping procedures [42, 54, 59]. Hair et al. [60] claimed
that when the t-value is between 4.466 and 0.9993,
the value is significant at the level of 0.05, and while
a t-value higher than 2.33 is significant at the level of
0.01. The results are presented in Table 3.

As indicated in H3a and Hb, a different level of
job satisfaction is predicted to lead to managers’
innovation to be either less or more affected by
the respective factors. Excluding the interaction bet-
ween knowledge and job satisfaction, the t-value
of the interactions is insignificant (t-value =0.813,
p>0.05). Therefore, H3a is not accepted. For the
interaction effect between self-efficacy and job sat-
isfaction on managers’ innovation, the t-value is
positive and significant (t-value=2.17, p<0.05).
This supports for the effect of the moderating
effect of job satisfaction in the relationship between
self-efficacy and high level of job satisfaction on
managers’ innovation. Thus, self-efficacy is more
predictive in regard to the managers’ innovation when
the level of job satisfaction is high.

6. Discussion and conclusion

The study’s purpose was to examine the effect of
self-efficacy and knowledge sharing on the managers’
innovation. It is also elucidated that the moderat-
ing effect of job satisfaction on the influence of
knowledge sharing and self-efficacy on the managers’
innovation in the Jordanian public sector. Further,
the model of the current study was confirmed by the
RBT’s prediction that indicates to the need for suffi-
cient resources to obtain excellent achievement. All
capabilities and assets managed by organizations and
empower them to achieve plans can be resources,
which in turn enhance the organizations’ effective-
ness [21]. Hence, the managers’ innovation can be
improved by adequate knowledge sharing among
managers and self-efficacy as internal resources. Fur-
ther, the findings of this study could extend insights
into the managers’ innovation under the moderating
effect of job satisfaction. The finding of this study
could also contribute to the RBT by nominating job
satisfaction as a moderator on the respective relation-
ships.

Regarding the first hypothesis (H1), in line with
the forecast of the RBYV, the findings indicated that
knowledge sharing motivated managers to innovate,
that proposes that adequate internal resources are
essential to reach innovation. If an individual wants

to create new and useful ideas, he/she needs to
obtain appropriate expertise or knowledge [54]. The
knowledge sharing process is critical for creative
problem-solving because it can enlarge cognitive
capacities of managers [19]. This finding is in line
with previous studies [11, 18, 33, 54]. For exam-
ple, Hu, Horng and Sun [32] found that knowledge
sharing has an important impact on service innova-
tion performance in the international tourist hotels.
Another study has conducted by Singh et al. [33]
found that there is a significant relationship between
knowledge sharing practices and open innovation in
SMEs. However, the result of the present study is
inconsistent with other related studies (e.g., [11]).
The finding of the international study conducted
by Zhao et al. [11], revealed that inbound knowl-
edge sharing cannot directly promote organizational
innovation performance. These inconsistent findings
could be context and population related. Besides, the
finding of the current study confirms that knowledge
sharing facilitating the managers’ innovation in the
Jordanian public sector institutions.

As for the self-efficacy (H2), the findings show
that the managers’ self-efficacy have a positive influ-
ence on their innovation significantly; wherein the
high self-efficacy level drives to enhance the man-
agers’ innovation. Besides, this result is consistent
with the RBV [21], which postulates that the capa-
bilities are internal resources that improve managers’
innovation. Moreover, this result is consistent with
prior studies [18, 38, 41, 42]. Accordingly, in the
public sector of Jordan context, the present study
concluded that the managers’ self-efficacy, will lead
to further innovation. Therefore, the current study
confirmed that self-efficacy is an integral part of the
managers’ innovation in the public sector of Jordan.
Furthermore, the result of the present study in in line
with prior studies [10, 18, 40, 43, 44]. For instance,
Akbari et al. [43] found that employees’ creative self-
efficacy has a positive impact on the innovative work
behavior of employees in information and commu-
nications technology SMEs. Meanwhile, Newman et
al. [23] found that the effect of employees’ creative
self-efficacy on innovative behavior was found to be
positive and significant in the large Chinese multina-
tional organizations.

In regard to the indirect effect model, this study
nominates that the job satisfaction variable as a mod-
erator on the relationship between knowledge sharing
and self-efficacy, and the Jordanian public sector
managers’ innovation. Hence, this study’s hypotheses
H3a and H3b are associated with job satisfaction as a
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moderator, respectively. Further, as shown in Table 3,
the finding showed that one hypothesis was supported
(Hb). Indeed, the effect self-efficacy on managers’
innovation was moderated by job satisfaction pos-
itively and significantly. This shows that while the
satisfactory self-efficacy to the managers’ innovation
is imperative, but a proper job satisfaction’ extent
will also raise the influence of the self-efficacy on the
managers’ innovation. This finding could contribute
the RBV by taking into consideration the different
level of job satisfaction when it is come to the effect
of self-efficacy on the innovation.

The present research has some meanings of future
researchers in this field. Whereby, the study illus-
trates that varying levels of job satisfaction led to
varying levels of the effect of self-efficacy on the man-
agers’ innovation. Further, compared to other works
on managers’ innovation in developing countries, the
findings of the current study are quite unexpected,
since most of the prior studies were in developed
countries. Our findings suggest that factors affecting
the managers’ innovation can strongly be affected
by the different job satisfaction levels of the man-
agers, especially in the public sector. Therefore, any
stakeholders or decision-makers who are concerned
in strengthening the public sector’s innovation should
take into account the various levels of managers’
job satisfaction in various public institutions. Addi-
tionally, any stakeholders or policy-makers should
emphasize on developing the strategies that could
enhance managers’ self-efficacy and providing the
means and instruments to contribute in knowledge
sharing among them.

Furthermore, the findings of this study have con-
tributed to the RBV Theory by different ways. The
present study has addressed the job satisfaction as a
moderator variable, which in turn, drive to extend the
theory of RBV. As well as, the knowledge sharing and
self-efficacy factors have used in the present study
as internal sources that leads to rise the managers’
innovation, which in line with the RBV Theory’s
prediction.

Though, this research has some limitations. Firstly,
the study focused on the contextual environment of
the public sector and the influence of job satisfaction
on the association between the corresponding fac-
tors and managers’ innovation. Thus, future research
could examine the effects of other factors, as the orga-
nizational culture and other factors that might affect
the managers’ innovation. It should also be noted
that the results of this study are based on innova-
tions by Jordanian public sector managers. Therefore,

any generalizations of the findings to other param-
eters should be addressed with caution. It is likely
that the results would differ in other sectors or coun-
tries. Despite these limitations, the present study
confirms the importance and relevance of the scien-
tific investigation of managers’ innovations and their
determinants, supported by the RBV Theory with the
moderate influence of job satisfaction.
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Appendix A: Variables Measurements and
Sources

Managers’ Innovation (MI) (adapted from Scott
& Bruce, 1994)

1.

6.

If given opportunity, I would keep search out
new technologies, processes, techniques, and/or
product ideas.

If given opportunity, I would generate creative
ideas.

If given opportunity, I would promote and
champion ideas to others.

If given opportunity, I would investigate and
secure funds needed to implement new ideas.

. If given opportunity, I would develop adequate

plans and schedules for the implementation of
new ideas.
If given opportunity, I would be innovative.

Knowledge Sharing (KS) (adopted from Chenna-
maneni, 2007)

1.

If given opportunity, I would share factual
knowledge (know-what) from work with my
co-workers.

If given opportunity, I would share business
knowledge about the customers, products, sup-
pliers and competitors with my co-workers.

If given opportunity, I would share work expe-
riences with my co-workers.

If given opportunity, I would share know-how
or tricks of the trade from work with my co-
workers.

. If given opportunity, I would share expertise

from education or training with my co-workers.
If given opportunity, I would share know-why
knowledge from work with my co-workers.

Self-Efficacy (SE) (adapted from Carmeli &
Schaubroeck, 2007)

1

2

I will be able to achieve most of the goals that I
have set for myself in a creative way

When facing difficult tasks, I am certain that I
will accomplish them creatively

In general, I think that I can obtain outcomes that
are important to me in a creative way

I believe I can succeed at most any creative
endeavor to which I set my mind

I will be able to overcome many challenges cre-
atively

I am confident that I can perform creatively on
many different tasks

Compared to other people, I can do most tasks
very creatively

Even when things are tough, I can perform quite
creatively.

Job Satisfaction (JS) (adapted from (Janz et al.,
1997; Judge, 2000) Items:

1

2
3
4
5
6

Generally speaking, I am very satisfied with this
job.

Most days I am enthusiastic about my work
Each day at work seems like it will never end

I find real enjoyment in my work

I consider my job to be rather unpleasant

I am generally satisfied with the kind of work I
do in this job.



