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Abstract: Although it is important to examine how creative performance can be achieved by facilitat-
ing knowledge sharing activities among its members, few studies have examined these relationships.
Therefore, this study analyzed the effects of coworkers’ helping behavior on knowledge sharing
and creativity. It also attempted to demonstrate the moderating role of interactional justice as a
situational variable that positively affects coworkers’ helping behavior. Using data from 200 full-time
supervisor–subordinate dyads in a large public institution located in South Korea, we performed
multiple regression analysis and the bootstrapping method to test our hypotheses. The results of this
study presented that coworkers’ helping behavior encouraged individuals to share knowledge and
increase their creative performance. Moreover, this study demonstrated that the positive effect of
coworkers’ helping behavior on employees’ creativity through their knowledge sharing was stronger
when interactional justice was high rather than low. Therefore, this research contributes to finding
the critical factors that enable a company to gain a competitive advantage by providing the impact
of coworkers’ helping behavior and supervisors’ interactional justice on knowledge sharing and
creativity among employees.

Keywords: coworkers’ helping behavior; knowledge sharing; creativity; interactional justice

1. Introduction

Rapid technological developments and a changing global order have rendered secur-
ing a sustainable competitive advantage essential for the survival of an organization [1]. A
critical contributor to an organization’s competitive advantage is employee creativity [2,3],
based on which it seeks to make important changes and innovations [4]. The creative
performance of employees is a strategy to ensure an organization’s innovative behavior,
productivity, and survival [5]. Creative performance is generated and expanded by sharing
and re-integrating employees’ knowledge [6]. Therefore, to increase creative performance,
it is important that the members of an organization share their knowledge and reinforce
the value of such knowledge [7]. Some researchers have suggested that knowledge shar-
ing is deeply related to innovative behavior and plays an important role in improving
organizational competitiveness [8].

The role of organizational members is critical in promoting knowledge sharing and
creativity. In an organization, employees form business and psychological relationships
while performing tasks. Specifically, interactions among coworkers occur frequently in
teamwork, which is the norm these days. In such an environment, it is essential to help
each other and cooperate with coworkers while performing tasks [9]. A helping behavior
can benefit both the individuals receiving help and the organization they belong to as it
provides ideas and assistance to share and solve problems [10]. Hence, examining how
voluntary and cooperative behavior among employees can lead to outcomes that help

Int. J. Environ. Res. Public Health 2021, 18, 13302. https://doi.org/10.3390/ijerph182413302 https://www.mdpi.com/journal/ijerph

https://www.mdpi.com/journal/ijerph
https://www.mdpi.com
https://doi.org/10.3390/ijerph182413302
https://doi.org/10.3390/ijerph182413302
https://creativecommons.org/
https://creativecommons.org/licenses/by/4.0/
https://creativecommons.org/licenses/by/4.0/
https://doi.org/10.3390/ijerph182413302
https://www.mdpi.com/journal/ijerph
https://www.mdpi.com/article/10.3390/ijerph182413302?type=check_update&version=1


Int. J. Environ. Res. Public Health 2021, 18, 13302 2 of 14

an organization gain a competitive advantage, such as knowledge sharing and creative
performance, is an important research topic. As such, this study sought to analyze how
coworkers’ helping behavior, as a voluntary and cooperative variable, influences employees’
knowledge sharing and creativity.

In addition, from a social exchange theory perspective, employees contribute to their
organization or engage in voluntary behavior based on positive expectations from and trust
in those with whom they have a social exchange. In an organization, employees engage in
social exchanges with their supervisors and coworkers [9]. Accordingly, employees’ per-
ception of their supervisors serves as a key situational factor in determining their behavior.
In other words, even if employees receive a lot of help from their coworkers, they may
perceive injustice if they feel alienated from personal relationships with their supervisor or
believe that information is shared unequally. It may significantly undermine the positive
ripple effects of coworkers’ helping behavior. In contrast, if employees perceive interac-
tional justice from their supervisor, it increases their sense of belonging and cooperative
behavior [11] and reinforces their inherent motivation, thus resulting in greater knowledge
sharing and creativity because of coworkers’ helping behavior [12]. Considering that
supervisors and coworkers within the organization are important interaction targets for
employees [9], the perception of interactional justice can play a critical role in determining
their knowledge sharing through the helping behavior of their colleagues. Therefore, this
study attempts to demonstrate the moderating effect of supervisors’ interactional justice on
the relationship between coworkers’ helping behavior and employees’ knowledge sharing
and creativity.

The purposes of this study are summarized as follows. First, this study aims to identify
the relationship between coworkers’ helping behavior and employees’ knowledge sharing.
The most important motive for knowledge sharing is an individual’s willingness to share
knowledge. Therefore, this study demonstrates that the behaviors to help colleagues and
alleviate their difficulties can lead to knowledge sharing, which is voluntary and discre-
tionary behavior on the part of employees. Second, this study analyzes the positive effects
of coworkers’ helping behavior as a way to improve creative performance. Voluntarily
helping a colleague in difficulty can help the recipient look at the problem from a fresh
perspective and increase the possibility of solving it in a new and creative way. Based on
previous research, which reported that employee creativity increased when information
or feedback was exchanged among coworkers [13], this study demonstrates the positive
relationship between coworkers’ helping behavior and employee creativity. Finally, it
examines the moderating effect of supervisors’ interactional justice on the relationship
between coworkers’ helping behavior and employees’ knowledge sharing and creativity.
By testing the moderating effect of interactional justice, this study determines whether a
supervisor’s respect, consideration, and fair treatment can contribute to a positive percep-
tion of the organization and enhance the positive ripple effects that potentially arise from
coworkers’ helping behavior.

Accordingly, this study is designed to identify the key factors that enable an organization
to obtain a competitive advantage by demonstrating the effect of coworkers’ helping behavior
and supervisors’ interactional justice on employees’ knowledge sharing and creativity.

2. Theoretical Background and Hypothesis Development
2.1. Coworkers’ Helping Behavior

Helping behavior refers to the voluntary performance of actions that go beyond those
formally required to perform a task [14]. A good example is helping a coworker with a high
workload or providing information on behalf of a coworker if they are absent. Van Dyne,
Cummings, and Parks ([15], p. 218) defined extra-role behavior as “behavior which benefits
the organization and/or is intended to benefit the organization, which is discretionary
and which goes beyond existing role expectations”. The importance of cooperative and
voluntary helping behavior among employees is increasingly emphasized as actions to
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help coworkers outside of delineated role expectations, which are considered valuable and
beneficial to the organization [16].

While extra-role behavior is not officially stated in the description of task activities,
employees form social relationships with coworkers by providing and receiving help as
organization members. In particular, in today’s organizational system where employees
commonly work in teams, mutual exchange of help among colleagues plays a key role in
improving performance and establishing a culture in the organization. Specifically, coworkers’
helping behavior increases employees’ personal resources and leads to their positive attitude
and performance [17]. Furthermore, those receiving help can preserve and develop resources
in an organization through relationships in which they acquire these resources [18].

2.2. Coworkers’ Helping Behavior and Knowledge Sharing

Knowledge is valuable information a person possesses, and it has the characteristics
of being implicit and difficult to structure and transfer [19]. Knowledge sharing can be
defined as the holistic process by which employees explore, disseminate, and acquire
comprehensive knowledge, which encompasses explicit and implicit knowledge, through
interactions with each other [20]. Thus, knowledge sharing refers to an activity that seeks
to maximize the use of knowledge and improve organizational competencies by sharing
the knowledge or assets in an organization [21].

Factors that improve or undermine knowledge sharing have been studied from vari-
ous internal and external environmental perspectives [22]. Wang and Noe [23] categorized
the factors that affect knowledge sharing as structural, relational, and cultural. To highlight
the importance of knowledge creation in an organization, the importance of knowledge
sharing has been explained from a resource-based view. An organization’s growth or com-
petitiveness is determined not by the external environment but its internal resources [24].
The knowledge held by an organization is also highly valuable as a resource. Therefore,
many attempts have been made to determine ways to increase knowledge sharing, since
sharing and using an organization’s knowledge to maximize its value is an important
factor in improving its competitiveness. Hargadon [25] argued that an individual’s will-
ingness to share knowledge with others is one of the most important factors in increasing
knowledge sharing. Accordingly, if coworkers, who may otherwise become competitors in
an organization, voluntarily and actively exhibit helping behavior, employees will be more
inclined to share knowledge, which is a major asset they have, in the context of reciprocity.

Knowledge sharing is a type of extra-role behavior executed voluntarily for the benefit
of other employees [26,27]. This aspect is aligned with helping behavior, or an altruistic and
voluntary act. Therefore, coworkers’ helping behavior may act as an antecedent variable for
knowledge sharing, considering that it can increase employees’ intention to provide help
for the benefit of others rather than themselves. Employees who receive considerable help
from coworkers may engage in more knowledge sharing activities based on the altruistic
motivation that they should give back to others [28]. Based on a study finding that an
individual’s intention to share knowledge comes from their willingness to do so, coworkers’
increased helping behavior is expected to increase employees’ altruistic motivation to give
back and subsequently lead to more knowledge sharing. Based on the above discussion,
the following hypothesis was established:

Hypothesis 1. Coworkers’ helping behavior has a positive relationship with employees’ knowledge
sharing.

2.3. Coworkers’ Helping Behavior and Creativity

Amabile [2] defined creativity as the ability to combine ideas in a unique way or
connect them to relevant areas in a distinctive way. Creativity is expressed in processes,
outcomes, and personal characteristics [2,29], and appears differently at the personal,
group, organization, or society level, but it is mostly focused on the personal level [30].
Indeed, the findings of numerous empirical studies on the relationship between individual
characteristics (e.g., big five personality, proactive personality, and emotional intelligence)
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and creativity have been proposed by many researchers [31–34]. However, there have
been few empirical studies on the impact of coworkers’ helping behavior although social
support has a significant impact on creativity.

Thus, this study suggests that coworkers’ helping behavior is a major antecedent
factor for employees’ creativity. Altruistic behavior, such as helping others in difficulty in
terms of work or in their absence, is considered to be part of a creative process where both
those providing help and those receiving help participate. It is because coworkers’ helping
behavior enables those receiving help to look at problems from various directions and solve
them in creative ways. Studies have reported that creativity increases when coworkers ex-
change information or feedback, thereby suggesting that information exchange could have
a significant effect on creativity [35]. In a study on helping behavior and creativity, Grodal,
Nelson, and Siino [36] observed that the behavior of providing and receiving help could
turn into a task pattern and lead to innovative behavior in an organization. Accordingly,
through coworkers’ helping behavior, employees can increase their creative performance by
collaborating with coworkers and sharing various problem-solving ideas. In other words,
situations where employees receive a lot of help from coworkers are expected to enhance
employees’ problem-solving skills and consequently their creative performance. Based
on the above discussion, this study established the following hypothesis that coworkers’
helping behavior increases employee creativity.

Hypothesis 2. Coworkers’ helping behavior has a positive relationship with employees’ creativity.

2.4. Mediating Effects of Employees’ Knowledge Sharing

Based on the arguments above, this study assumes that employees’ knowledge sharing
mediates the relationship between coworkers’ helping behavior and employees’ creativity.
As sharing knowledge with colleagues plays a fundamental role in the employee creative
process [6], employees’ knowledge sharing behaviors are likely a key mechanism linking
coworkers’ helping behavior with employees’ creative performance. As discussed earlier,
when coworkers, who may be a potential competitor in an organization, exhibit voluntary
helping behaviors to employees, these employees are more likely to share their knowledge
and information accordingly. In addition, knowledge shared among organization members
can be an important catalyst for individuals to achieve creative outcomes in the process of
performing their duties.

Several studies have shown that members’ knowledge sharing enhances their cre-
ativity [6,37,38]. For example, according to the meta-analysis of Hülsheger et al. [39], the
knowledge assembled within the team and the internal communication and sharing of this
knowledge enable the team members to accomplish the complex tasks of developing new
ideas and products. In addition, Dong et al. [6] suggested that knowledge sharing among
team members leads to higher levels of team creativity and moderates the relationship be-
tween individual-focused transformational leadership, skill development, and individual
creativity. They argued that the communication and sharing of individual knowledge in a
team is a viable resource for the team to produce creative outcomes. In addition, Nonaka
and Takeuchi [40] stated that knowledge sharing is essential to convert common ideas
or thoughts into innovative outcomes. Based on the empirical evidence and discussions
in previous research, we infer that employees’ knowledge sharing plays a key role in
enhancing their creativity.

Consequently, combining the arguments underlying Hypotheses 1 and 2, we propose
that coworkers’ helping behavior is positively related to employees’ knowledge sharing,
which will then lead to higher levels of employee creativity. Thus, the following hypothesis
was established:

Hypothesis 3. Employees’ knowledge sharing mediates the relationship between coworkers’ helping
behavior and employees’ creativity.
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2.5. Moderating Role of Interactional Justice

Organizational justice refers to employees’ perceptions of fairness in their organiza-
tion [41]. Organizational justice is an important variable in organizational behavior studies
as it has a significant effect on employees’ attitude and task performance [42]. The concept
of organizational justice has changed and evolved over time from equity theory to distribu-
tive justice, procedural justice, and interactional justice [43]. Bies and Moag [44] suggested
the theory of interactional justice, which argues that employee perceptions of fairness
depend on how they are treated in the process of decision-making or information commu-
nication. Thus, they defined interactional justice as employee perceptions of fairness in
how they are treated by their supervisor in a procedure or process [44]. Furthermore, Tyler
and Bies [45] suggested that interactional justice means behaviors that eliminate a leader’s
personal bias, enable consistent decision-making, and facilitate the provision of timely
feedback. As such, interactional justice is considered to be justice based on trust arising
from the relationship with the supervisor, in contrast to distributive justice or procedural
justice that arises at the organizational level [26].

Peer relationships within an organization are difficult to explain; however, the super-
visor has the ability to significantly impact employees. Employees’ behavioral decisions
are influenced by their leader [46], and the considerable effect of interactional justice on
employees can be predicted. In fact, some researchers reported that employees engage in
more organizational citizenship behavior if they perceive that they are treated fairly by
their supervisor [47]. Based on these research results, it can be inferred that the higher
the perceived level of interactional justice, the greater the positive effect of helping be-
havior, which is a type of organizational citizenship behavior. In other words, given that
interactional justice has a positive effect on cooperative activities in an organization, it is
possible to predict the moderating effect of interactional justice on the relationship between
coworkers’ helping behavior and knowledge sharing and creativity.

Furthermore, Blau’s social exchange theory [48] suggests that employees feel obligated
to give back when they feel they are treated fairly by their supervisor. If employees feel that
their supervisor respects and supports them through interactional justice, their identity
with the team is strengthened, and the possibility of cooperative behavior increases. In
other words, when interactional justice is high, employees who receive help from coworkers
feel it is fair to give back, which reinforces their intention to engage in reciprocal behavior.
If the perceived level of interactional justice is high, employees who receive such help are
also more willing to reciprocate and thereby contribute to their organization. Hence, more
knowledge sharing is expected to occur.

In addition, a few researchers argued that individuals who perceive fairness can
remain motivated to attain long-term goals, believing that their efforts can offset short-term
losses with long-term gains [49]. Interactional justice can reduce the dilemma regarding
short-term losses and keep employees motivated to realize an organization’s long-term
goals as they feel their efforts would be properly recognized one day [49]. As knowledge
sharing is also an exchange of value between employees, it is difficult to encourage it with-
out creating an environment intended to recognize interactional justice in an organization.
Thus, interactional justice can promote employees’ knowledge sharing, which is a positive
effect of coworkers’ helping behavior.

Based on the above discussion, this study established the hypothesis that interactional
justice strengthens the positive relationship between coworkers’ helping behavior and
employees’ knowledge sharing.

Hypothesis 4. Interactional justice moderates the relationship between coworkers’ helping behavior
and employees’ knowledge sharing, such that the relationship is stronger when interactional justice
is high rather than low.

Assuming that interactional justice moderates the relationship between coworkers’
helping behavior and employees’ knowledge sharing, it conditionally affects the strength
of the indirect relationship between coworkers’ helping behavior and employees’ creativity.
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In other words, employees’ knowledge sharing conditionally influences the strength of
the indirect effect of coworkers’ voluntary helping behavior on employees’ creative per-
formance. This conditional effect is realized through the effect of interactional justice on
employees’ creativity. Thus, the following hypothesis was established:

Hypothesis 5. Interactional justice moderates the positive and indirect effect of coworkers’ helping
behavior on employees’ creativity through employees’ knowledge sharing. Specifically, the mediated
relationship is stronger when interactional justice is high rather than low.

Figure 1 presents the hypothesized model.
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3. Methods
3.1. Sample and Procedure

To test the hypotheses, a questionnaire survey was distributed to full-time employees
and their supervisors in a large public enterprise located in South Korea. This insti-
tution delivers numerous social security and labor welfare services and programs as a
government-affiliated institute under the Ministry of Employment and Labor. Most of the
participants work as clerical assistants on a regular basis. Questionnaires were distributed
to 250 employees and their 250 immediate supervisors (leaders) in different places. After
explaining the purpose of the study and how respondents’ personal information would
be protected, the researchers distributed the questionnaire copies to the respondents and
collected their responses. In total, 214 copies were collected from the employees and 216
copies from the supervisors, at a response rate of 85.6% and 86.4%, respectively. The final
analysis used data from 200 pairs of the collected questionnaire copies after excluding
copies with non-matched supervisor–employee pairs or incomplete responses, including
missing values. The demographic characteristics of the sample indicated that the average
age of employees was 33.47 years (SD = 4.32 years), 51% were men, and the average length
of service with their leader was 12.45 years (SD = 13.34 years).

3.2. Measures

The traditional method of back translation [50] was used to translate the English lan-
guage questionnaires into Korean. The questions were independently translated and back
translated by two Korean bilingual academics. Validated scales from previous studies were
used for all variables. To overcome common method bias, coworkers’ helping behavior
and interactional justice were indicated by the employees, while creativity and knowledge
sharing were evaluated by the supervisors. All questions were measured on a seven-point
Likert scale (1 = strongly disagree; 7 = strongly agree).

3.2.1. Coworkers’ Helping Behavior

From 14 organizational citizenship behavior scale items in Williams and Anderson [51],
7 items on organizational citizenship behavior focusing on individuals were used in the
employee questionnaire to measure coworkers’ helping behavior. The items included the
following: “My coworkers help others who have heavy work loads” and “My coworkers
take time to listen to other employees’ problems and worries”.
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3.2.2. Knowledge Sharing

Knowledge sharing included seven items from Srivastava, Bartol, and Locke [22]. The
supervisors were instructed to measure the level of employee knowledge sharing. The
items included the following: “This employee exchanges information, knowledge, and
sharing of skills with others” and “This employee offers many suggestions to others”.

3.2.3. Creativity

The creative performance of employees was measured by the supervisors using
13 items from Zhou and George [13]. The items included the following: “This employee
suggests new ways to achieve goals or objectives” and “This employee searches out new
technologies, processes, techniques, and/or product ideas”.

3.2.4. Interactional Justice

Interactional justice as perceived by the employees was measured using nine items
in Colquitt [41]. Of the nine interactional justice items, four measure the supervisor’s
interpersonal justice and five assess the supervisor’s informational justice. The items
included the following: “My supervisor treats employees with respect” and “My supervisor
treats employees in a polite manner”.

3.2.5. Control Variable

Considering the control variables used in previous studies analyzing knowledge sharing
and creativity, this study used employees’ age, gender, and years of service with their
supervisor as control variables.

4. Results

Table 1 presents the means, standard deviations, correlations, and reliability. The corre-
lation between variables was consistent with that reported in previous studies. Reliability
values are indicated in parentheses at the end of each variable. All have a high value
above 0.91.

Table 1. Descriptive statistics and correlations.

Variable Mean SD 1 2 3 4 5 6 7

1. Subordinate age 33.47 4.32
2. Subordinate gender 1.42 0.49 −0.37 ***
3. Tenure with supervisor 12.45 13.34 0.01 0.13 *
4. Coworkers’ helping behavior 4.50 0.91 −0.05 −0.01 −0.05 (0.91)
5. Interactional justice 4.87 1.12 −0.06 −0.01 0.00 0.25 *** (0.97)
6. Knowledge sharing 5.28 0.94 −0.05 −0.04 −0.09 0.19 ** 0.15 * (0.96)
7. Creativity 4.82 1.12 −0.05 −0.11 −0.14 * 0.19 ** 0.06 0.73 *** (0.99)

Note: N = 200. Reliability is given on the diagonal in parentheses. * p < 0.05; ** p < 0.01; *** p < 0.001 (two-tailed).

Table 2 provides the results of the multiple regression analysis conducted to test the
hypotheses of this study. Hypotheses 1 and 2 were related to the effect of coworkers’
helping behavior on knowledge sharing and creativity. As suggested by Model 2 in Table 2,
coworkers’ helping behavior had a significant effect on knowledge sharing (r = 0.18,
p < 0.01), thus supporting Hypothesis 1, namely that coworkers’ helping behavior has a
positive influence on knowledge sharing. Model 4 in Table 2 shows that coworkers’ helping
behavior had a significant effect on creativity (r = 0.18, p < 0.05), supporting Hypothesis 2.
The results confirmed that a higher level of coworkers’ helping behavior led to greater
knowledge sharing and creativity.
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Table 2. Hierarchical regression results for simple mediation.

Knowledge Sharing Creativity

Model 1 Model 2 Model 3 Model 4 Model 5

Step 1: Control Variables
Subordinate Age −0.07 −0.06 −0.10 −0.09 −0.05

Subordinate Gender −0.06 −0.05 −0.13 −0.13 −0.09
Tenure with Supervisor −0.08 −0.07 −0.13 −0.12 −0.06

Step 2: Main Effects
Coworker Helping Behavior 0.18 ** 0.18 * 0.05

Step 3: Mediator
Knowledge Sharing 0.71 ***

Overall F 0.88 2.39 2.60 3.65 ** 46.53 ***
R2 0.00 0.03 0.02 0.05 0.53

Change in F 6.84 ** 6.59 * 202.91 ***
Change in R2 0.03 0.03 0.48

Note: N = 200. * p < 0.05; ** p < 0.01; *** p < 0.001 (two-tailed).

Hypothesis 3 predicts that employees’ knowledge sharing mediates the relationship
between coworkers’ helping behavior and employees’ creativity. In addition to supporting
Hypotheses 1 and 2, in Models 4 and 5, the effect of coworkers’ helping behavior on
employees’ creativity is not significant with the presence of employees’ knowledge sharing
(β = 0.05, ns in Model 5 vs. β = 0.18, p < 0.05, in Model 4). The results indicate that
employees’ knowledge sharing fully mediates the relationship between coworkers’ helping
behavior and employees’ creativity [52]. Furthermore, we performed the bootstrapping
method to test the significance of the indirect effect in this study [53]. Bootstrapping 10,000
samples estimated a 95% bias-corrected confidence interval for the indirect effects. As
Table 3 shows, the confidence interval does not include zero (ranging from 0.06 to 0.28),
indicating that the indirect effect was statistically significant. We further conducted a Sobel
test [54] to assess the mediating effect of employees’ knowledge sharing. The results using
the normal distribution in Table 3 suggest that the indirect effect of coworkers’ helping
behavior on employees’ creativity is significant (p = 0.01). Taken together, Hypothesis 3
was supported.

Table 3. Indirect effect of coworkers’ helping behavior on creativity through employees’ knowledge
sharing.

Indirect Effect and Significance Using Normal Distribution

Sobel
Effect SE Z p

0.16 0.06 2.57 0.01

Bootstrap results for indirect effect

Bootstrap Effect Boot SE LL 95% CI UL 95% CI

0.16 0.06 0.06 0.28
Note: N = 200. Bootstrap sample size = 10,000. SE = standard error; LL = lower limit; CI = confidence interval;
UL = upper limit.

Hypothesis 4 predicts that interactional justice moderates the relationship between
coworkers’ helping behavior and employees’ knowledge sharing. Before verifying the
moderating effect of interactional justice predicted in Hypothesis 4, centering was per-
formed for the independent and moderating variables with the mean of the variables to
reduce multicollinearity between the variables. Model 4 in Table 4 shows that the multi-
plicative term between coworkers’ helping behavior and interactional justice produced
significant results (r = 0.16, p < 0.05). To more clearly confirm this moderating relationship,
the association is presented in Figure 2 in accordance with Aiken and West’s method [55].
As shown in the graph in Figure 2, coworkers’ helping behavior had a stronger positive



Int. J. Environ. Res. Public Health 2021, 18, 13302 9 of 14

relationship with knowledge sharing when interactional justice was high than when it was
low. Thus, Hypothesis 4 was supported.

Table 4. Results for the moderating effect of interactional justice.

Knowledge Sharing

Model 1 Model 2 Model 3 Model 4

Step 1: Control Variables
Subordinate Age −0.07 −0.06 −0.05 −0.06

Subordinate Gender −0.06 −0.05 −0.05 −0.01
Tenure with Supervisor −0.08 −0.07 −0.08 −0.10

Step 2: Main Effects
Coworker Helping 0.18 ** 0.16 * 0.13
Step 3: Main Effects
Interactional Justice 0.11 0.13

Step 4: Moderating Effects
Coworker Helping ×
Interactional Justice 0.16 *

Overall F 0.88 2.39 2.39 * 2.87 *
R2 0.00 0.03 0.03 0.05

Change in F 6.84 ** 2.32 5.05 *
Change in R2 0.03 0.01 0.02

Note: N = 200. * p < 0.05; ** p < 0.01; *** p < 0.001 (two-tailed).
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Figure 2. Moderating effect of interactional justice on the relationship between coworkers’ helping
behavior and knowledge sharing.

Finally, Hypothesis 5 predicted that interactional justice would conditionally influence
the strength of the indirect effect of coworkers’ helping behavior on employees’ creativity
through employees’ knowledge sharing. We used the SPSS macro developed by Preacher
et al. [53] to confirm this moderated mediation. Table 5 shows that the mediation effect
is conditional on the level of interactional justice. The indirect effect is stronger (0.24)
and significant (confidence interval ranging from 0.12 to 0.40, not crossing zero) for high
interactional justice. However, the indirect effect is weaker (−0.02) and not significant for
low interactional justice (confidence interval ranging from −0.20 to 0.16, crossing zero).
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Table 5. Conditional indirect effects of coworkers’ helping behavior on creativity at values of
interactional justice.

Creativity

Mediator Level Effect SE LL 95% CI UL 95% CI

Knowledge
Sharing

Low −0.02 0.09 −0.20 0.16
Mean 0.11 0.06 −0.00 0.23
High 0.24 0.07 0.12 0.40

Note: N = 200. Bootstrap sample size = 10,000. LL = lower limit; CI = confidence interval; UL = upper limit.

5. Discussion

This study analyzed the relationship between coworkers’ helping behavior, knowledge
sharing, and creativity, and demonstrates the moderating effect of the interactional justice
of supervisors as a situational variable. The discussions and implications based on the
results are as follows.

First, the results of this study confirmed that coworkers’ helping behavior increased
employees’ knowledge sharing and creativity. In a rapidly changing global business en-
vironment characterized by growing uncertainty for the future, knowledge sharing and
creativity are becoming increasingly important for organizations and their employees [6,7].
In this context, encouraging knowledge sharing by promoting cooperation, and helping
behavior among employees will serve as a key factor in enhancing competitive advantage.
Even from a resource-based perspective, knowledge in an organization is an important
internal resource, and the dissemination and sharing of knowledge is essential for pre-
serving and developing that knowledge [8]. Accordingly, this study identified the major
antecedent factors of knowledge sharing by revealing that coworkers’ voluntary helping
behavior could play a key role in promoting knowledge sharing activities beneficial to their
organization.

Second, this study also examined coworkers’ helping behavior as an antecedent vari-
able of creativity. Even though many scholars have proposed the findings of many empiri-
cal investigations on the relationship between individual difference and creativity [32,34],
coworkers’ helping behavior can have a significant impact on increasing individual creativ-
ity. Specifically, voluntarily helping a colleague in difficulty can help the recipient look at
the problem from a fresh perspective and increase the possibility of solving the problem
in a new and creative way [56]. Thus, the results of this study confirmed that through
coworkers’ helping behavior, employees can participate more actively in creative activities
that benefit the organization.

Third, this study demonstrated the moderating effect of interactional justice on the
relationship between coworkers’ helping behavior and knowledge sharing. A high level
of interactional justice means there is a high level of fairness in personal relationships
with supervisors and information transmission [26]. Recently, it has been emphasized
that interactional justice has a unique feature different from procedural justice [57,58].
Logically, interactional justice is qualitatively different from procedural justice, which
focuses on the structural characteristics of procedures [57]. Specifically, no matter how
fairly structured a procedure is, there is much room for subjective factors to intervene
because interpersonal treatment, which occurs during the implementation of the procedure,
can appear differently depending on the decision-maker. Thus, this study suggests that
respect, consideration, and fair treatment from supervisors can help employees perceive
their organization positively and serve as a catalyst for voluntary helping behavior. The
study results showed that coworkers’ helping behavior increased knowledge sharing when
interactional justice was high. This study confirmed that interactional justice played an
important interactive role in spreading positive outcomes such as knowledge sharing and
creativity by maximizing the positive effect of coworkers’ helping behavior to achieve
organizational competitiveness.

These findings have the following implications for practice. First, knowledge sharing
is an extra-role behavior executed voluntarily for the benefit of other employees, and
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may be expressed as reciprocation for help received from coworkers. An individual’s
willingness to share knowledge with others serves as a key factor for successful knowledge
sharing [59]. To do so, companies must build an environment where people can trust each
other and share their knowledge while working together. To motivate knowledge sharing,
it is important to facilitate regular exchanges among departments, strengthen networking
meetings, and use the evaluation or compensation system for knowledge sharing.

Second, understanding and trust in other individuals or departments are greatly
needed to promote knowledge sharing and creativity. The mentality of growing together
with coworkers for the benefit of the organization as a whole may serve as the foundation
of knowledge sharing and creativity. Thus, the management must make an effort to remove
the invisible barriers that make it difficult to share knowledge and develop and strengthen
a community-like, cooperative organizational culture that unites employees. A good start
for knowledge sharing is to provide a forum for mutual communication that involves
all supervisors and employees from related departments in resolving pressing corporate
issues. Creating an organizational culture where diverse knowledge including know-how
gained from failures or mistakes is shared among employees will offer significant value for
corporate activities, such as developing new technologies, products, or customer services,
thereby increasing work efficiency, reducing cost, and improving corporate productivity.

This study has the following limitations, based on which directions for future research
are suggested. First, as the respondents in this study were only from public enterprises,
it may be difficult to generalize the results. Future studies should expand the scope of
research to cover a wide range of private-sector companies and other organizations. Second,
it is difficult to identify causality with the results of this study, which is based on a cross-
sectional study design. In other words, the results cannot clearly demonstrate whether
coworkers’ helping behavior increases employees’ knowledge sharing and creativity, or
vice versa. Therefore, future studies should seek to clarify the causal relationship between
variables with a longitudinal and experimental study design.

Third, future studies should examine various factors that hinder knowledge sharing.
Knowledge providers may want to keep the knowledge to themselves. For instance, the
idea that knowledge is power, perception that sharing knowledge requires much time and
effort, and belief that recipients will not fully understand the knowledge they provide
may hinder knowledge sharing. In addition, the perception that external knowledge
is unacceptable for knowledge recipients or their obsessive attachment to the group to
which they belong may make them closed to knowledge from other providers. Moreover,
further research is needed to understand whether the organizational culture in which the
studies were conducted have an impact on knowledge sharing among coworkers and
employees’ creative performance [60]. Additional in-depth research is needed to examine
ways to overcome such negative emotions and trigger positive emotions that can maximize
knowledge sharing and creativity through helping behavior with the moderating effect of
interactional justice.

6. Conclusions

Considering that helping behavior among coworkers will play a significant role in
promoting knowledge sharing and enhancing creativity among members, these relation-
ships were empirically investigated in this study. The results demonstrated that coworkers’
helping behavior is positively related to employees’ knowledge sharing, which leads to in-
creased levels of employee creativity. Moreover, this study confirmed that the positive and
indirect effect of coworkers’ helping behavior on employees’ creativity through employees’
knowledge sharing is stronger when interactional justice is high rather than low. As a
result, this study could provide theoretical and practical implications for the importance of
coworkers’ helping behavior and supervisors’ interactional justice in promoting knowledge
sharing and creativity in order to achieve organizational competitive advantage. Further
research on related topics will be not only necessary but also critical to advancing our
understanding of this field.
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