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(340) questionnaires were distributed to workers in the Jordanian commercial banks. In addition, a
statistical analysis was used to show the relationship between the variables and draw the conclusions.

2021 The results of the study show there is an empowering effect on creative work behavior through
Keywords: knowledge sharing. Moreover, it also showed that there was an empowering effect on entrepreneur-
Empowerment ship through knowledge sharing. This study does, to a large extent, bridge the gaps within the liter-
Knowledge sharing ature and develops an understanding of how to empower employees in order to increase their creative
Creative work behavior behavior, make them entrepreneurs, and enhance the same through knowledge sharing. The results
Leadership of this study indicate that there are certain important benefits for the workers in the banking industry

which can be gained through facilitating more innovative behavior among their employees. The re-
sults also indicate that employee’s empowerment and enhancing knowledge sharing are essential to
creative and entrepreneurial work behavior.

© 2022 by the authors; licensee Growing Science, Canada.

1. Introduction

The term “creativity” refers to an idea, practice, or project that is seen as brandy by an individual or any other adopting unit
(Rogers, 2003). Meanwhile, creative behavior is an initiative of the employees related to introducing new processes, new
products, new markets, or groups in the organization (Amo & Kolvereid, 2005) along with their ability to generate and im-
plement new and useful ideas at work (Scott & Bruce, 1994). However, as for service innovations, we refer to the successful
development of a new service, including carrying out innovative activities on any scale to improve and modify the services
along with characteristics that make them differ on the current services. Esmaeilzadeh (2011) and Nightingale (1985) indicated
that it has become essential for the employees of service institutions to show creative behavior to obtain a competitive ad-
vantage and hence achieve sustainable growth. Therefore, these institutions must maintain customer satisfaction and loyalty
if they want to have an advantage. It is worth stating that competitiveness promoting innovative employee service behavior
has emerged as a major goal of various organizations, and, accordingly, posing a great challenge to managers as they strive
to find out the relevant ways to develop and maintain innovative behavior at work (Garg, & Dhar, 2017). Moreover, possessing
creativity in establishing entrepreneurial projects which formed the main factor in the economic growth, whether financially
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by increasing the GDP and hence providing employment opportunities or morally through raising the level of human capital
capacity, and then, achieving sustainable development. According to (Hytti et al., (2010)) the drive to initiate entrepreneurship
has a tremendous effect on the employee’s motivation and innovation.

Therefore, creativity and entrepreneurship can be considered as continuous and integrated processes. In addition, creativity is
deemed as the source of entrepreneurship, and which allows creativity to flourish and achieve its economic and social value
(Zhao, 2005). Hence, the characteristics of the innovative behavior of the employee indicate that the vast majority of employ-
ees can be creative, and that the development of the potential capabilities of the employee is vital, due to the fact that the
distinguishing feature of the innovative behavior of employees is the goal of achieving the entrepreneurial idea (Jaaffar et al.,
2018). Besides, entrepreneurship is important in influencing the desire to innovate and revealing the talents or behaviors of
individuals that can maintain the competitive advantage and when institutions take the time, the same is risk-taking, innova-
tive, and proactive with respect to its overall business operations, product and technology offerings, and interactions with
competitors. Therefore, the employees can realize that a work environment has a high level of leadership (i.e. a combination
of innovation, risk-taking and pro-active). Also, it can stimulate employee perception in relation to an environment of work
which then supports innovation, risk-taking, and proactive individual results (Kéor, 2016).

In this regard, human resources are considered the most influential, most valuable and costly capital in the organization.
Therefore, empowerment is a new option for the senior managers to use workers in leading the organizations in this compet-
itive world (Hasani & Sheikhesmaeili, 2016). Hence, empowerment is granting decision-making powers to a team or individ-
ual. Besides, this matter encourages the employee to have a strong sense of motivation, since all employees should be em-
powered to make decisions, implement programs, and use their innovative capabilities (Al-Dweik et al., 2016). Also, it is a
kind of delegated authority and / or responsibility by subordinate superiors. (Appelbaum et al., 2014)

On the other hand, scholars look at empowerment as a process, an outcome, or both, where empowerment transforms indi-
viduals into active agents who work according to their values and interests. In other words, the empowered individual shall
work to solve the salient problems they or their community face and to change the components of the social systems that may
cause such problems (Perkins & Zimmerman, 1995; Joo et al, 2020). Therefore, the distinction between empowerment pro-
cesses and outcomes is critical to define empowerment theory clearly. Individual’s empowerment processes include partici-
pation in the community organizations. Meanwhile, at the organizational level, enabling processes may include a group of
decision-making and shared leadership. Moreover, empowerment processes at the community level may include collective
actions to access government and other community resources (Such as the media). The delegated outcomes refer to the em-
powerment processes that allow us to study the outcomes of empowerment processes. Meanwhile, individual delegated out-
comes may include the ability to control a specific situation and skills for resource mobilization. Therefore, when we study
organizations, the outcomes include organizational network development, organizational growth, and political influence. Em-
powerment outcomes at the community level include evidence of pluralism, organizational alliances, and accessible commu-
nity resources (Perkins & Zimmerman, 1995).

The social interaction is considered as an indispensable channel for improving knowledge exchange between the departments,
as social interactions between employees from different departments enhance knowledge flows (Yuan et al., 2020) and the
basis for such interactions is the individual who creates knowledge and interacts with other individuals by sharing knowledge
to create new knowledge (Nonaka & Takeuchi, 1995). This means that sharing knowledge is making knowledge available to
others within the organization) (Ipe, 2003). In addition, knowledge sharing refers to the task of helping others with knowledge
and cooperating with others to solve problems, develop new ideas, or implement processes (Cummings, 2004). Accordingly,
the importance of knowledge sharing is highlighted by providing a link between the individual and the organization and by
transferring existing knowledge with individuals to the organizational level, where it is converted into an economic and com-
petitive value for the organization. Besides, the interactions between individuals who possess diverse and different knowledge
enhance the organization's ability to innovate beyond what is possible for anyone to achieve it (Ipe, 2003; Obeidat & Otibi,
2015). Murray (2012) pointed out the approaches to knowledge sharing, which focus on the methodologies used to facilitate
the process of Knowledge sharing, i.e.: the social approach, which focuses on social methodologies such as trust, commitment,
culture, and individuals ’attitudes towards knowledge sharing, in addition to its focus on sharing tacit knowledge. Further-
more, the second approach, the technological approach, focuses on the comfortable and fast channels that facilitate the process
of sharing knowledge. The economic approach, which focuses on the benefits and costs are expected to be obtained from the
knowledge-sharing process.

It is worth noting that the effective institutional performance system, in addition to its development of a set of quantitative
and qualitative standards aimed at increasing productivity, tries to create standards to measure the level of satisfaction of the
beneficiaries of the concerned service so as to identify their trends towards the level of service provided. Hence, this has led
to a change in the trends and patterns of behavior of those dealing with the administration. Accordingly, the importance of the
study has emerged in providing a practical framework that links the dimensions and components of knowledge sharing and
its impact on the relationship between empowerment, creative behavior, and entrepreneurship, in addition to the results and
recommendations it will present that benefit the stakeholders in the Jordanian private institutions to improve the performance
of these institutions in providing their services, at the level of studies conducted in Jordan and the Arab region, and based on
the importance of empowerment and knowledge sharing, which in the end enhances creative service behavior and pioneering
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work, except these concepts have rarely been studied together. Many of these studies have focused on the bilateral aspects
between these concepts, such as the relationship between knowledge sharing and entrepreneurship, or between knowledge
sharing and service-based creative behavior, as well as the relationship between empowerment and service-based creative
behavior, besides the relationship between empowerment and entrepreneurship. However, these studies were not able to ex-
plore the factors that affect the creative service behavior and entrepreneurship in a more comprehensive way, such as
knowledge sharing as a mediating role between empowerment, creative service behavior and entrepreneurship. Therefore,
and in order to address these gaps, the current study helps through the mediating role of the relationship between empowerment
and creative service behavior and entrepreneurship in Jordanian commercial banks.

2. Research Model & Hypotheses development

Service Innovative sharing |
Empowerment Knowledge sharing
Entrepreneurship |

Fig. 1. The proposed study

2.1 Knowledge sharing, Empowerment, Service Innovative behavior

It is worth mentioning that the findings from research studies on how empowerment affects innovative work behavior remain
scarce and, in many cases, unconvincing (Berraies et al., 2014) and between (Kmieciak et al. 2012) that there is no significant
relationship between empowerment and innovative work behavior in small and medium-sized companies, recognizing that
the group of empirical studies that study employee empowerment and innovation is minimal. Some of the results related to
the previous studies on the effect of knowledge exchange and on creative ability are ambiguous, since some indicate that
knowledge exchange supports and enhances the behavior of creative work (Zhu & Mu, 2016; Mura et al., 2013). In addition
to the effect of external and internal knowledge on behavior Innovative work, it was found that the external knowledge can
provide employees with new insights, and, thus, contribute to innovative behavior (Kang & Lee, 2017) However, knowledge
sharing is an essential tool for promoting innovative behavior in employees and facilitating innovative activities (Wang et al.,
2017). In addition, when knowledge is shared between employees, they are more likely to develop, integrate and translate
information rather than simply pass it on to recipients (Zu & Mu, 2016).

Thus, the way to understand empowerment of employees is assured most often through the exchange of knowledge, improve-
ment of intellectual capacity, in addition to autonomy during decision-making (Karim & Rehman, 2012). Sangar and Rangne-
kar (2014) confirmed that when individuals are convinced that they are empowered to make decisions, in addition to risk
relation with the performance of certain tasks, they will generate creative ideas and solutions that contribute to the effective-
ness of the organization as a whole. Therefore, delegating the authority, cooperation, and a shared vision, in addition to com-
munication and knowledge sharing, is a rationale that will create an environment where all employees feel encouraged and
motivated, which will, thus, generate their confidence in their knowledge, experiences, and their desire to unleash innovative
ideas. (Abukhait et al., 2019). Furthermore, participatory decision-making and coaching behavior of an empowering leader
will encourage knowledge sharing within the team (Shahab et al., 2019) where the individuals may feel a high level of inde-
pendence when it comes to performing a certain behavior and when the employee perceives self-determination to freely
choose their goals based on self-interest, curiosity, care, or established values (Wang, 2016). Thus, when the employees feel
more empowered by management, they become more likely to develop a higher level of organizational definition by accepting
organizational values and goals as their own (Erturk, 2010).

On the other hand, Jiang et al. (2016) stated that the psychological empowerment of individuals within a group encourages
effective personal participation in group activities, which may lead to enhancing the individual's personal confidence within
the group, thus, facilitating the exchange of personal knowledge. It is worth mentioning that various studies have found out
that empowering individuals can encourage their behavior in the exchange of knowledge because empowered individuals
usually tend to develop self-confidence and the positive impact of their actions. Therefore, they are more likely to engage in
behavior that can make a difference from their point of view (Kang et al., 2017; Saffar & Obeidat, 2020)

In this regard, it is worth noting that teamwork in teams may empower employees and help them develop the concept of
autonomy, which is a major source for improving organizational commitment and reducing stress that leads to creative be-
havior for employees (Ooko, 2013). According to Daniel and Jardon (2015), there is a link between organizational commit-
ment, commercial motivation, and the spirit of personality towards creativity and creative behavior. Thus, the organizational
commitment and its widespread acceptance are important and beneficial to both the organization and its employees, as it helps
in enhancing feelings of belonging, job security, career development, improving compensation, and high remuneration
(Azeem & Akhtar, 2014). On the other hand, and in the study of Kang et al. (2016), the impact of innovative and risky
organizational climate on the innovative behavior of employees was examined and thus highlighted the importance of an
organizational ecosystem that supports the entrepreneurial process.

Hi: Knowledge sharing mediates the relationship between Empowerment & Service Innovative behaviors.
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2.2 Knowledge sharing, Empowerment, Entrepreneurship

Knowledge sharing is considered as an important component of many initiatives, as it can lead to efficiency, flexibility, and
adaptability to face risks and uncertainties, and increase the search for opportunities, learning and innovation activities; (Stew-
art, 2009; De Clercq et al., 2013). Also, it enables knowledge to be better used as a powerful tool to influence a greater
entrepreneurial direction, it does not only lead to product and market efficiencies, but, also, to practical and managerial com-
petencies that lead to improved performance (Li et al., 2009). So, entrepreneurial orientation involves the search for opportu-
nities through the allocation of large resources including knowledge, which also requires and promotes knowledge accumu-
lation and transfer, besides, recognition of opportunities and the search for information, and promoting knowledge collection
and exchange among the members of the organization (Tuan, 2015; Obeidat, 2019). In the meantime, knowledge can only be
shared if each member is given sufficient opportunity to express opinions, ideas, criticism, and comments of other members
(Setyanti, et al., 2013). Furthermore, the process of sharing knowledge helps people to exchange implicit and explicit
knowledge in addition to generating new knowledge among the targeted people (Birasnav, 2014; Abualoush et al., 2018).

Hashim and Tan (2015) stated in their study that there is a positive relationship between commitment and intention to share
knowledge. The studies have also found a direct link to knowledge sharing in adaptability, flexibility, commitment to learning
and job satisfaction, which in turn leads to improved competencies and performance of leaders (Yang, 2008; Riege, 2005).
Therefore, entrepreneurship is considered as an important factor in production that can lead to economic growth, increased
productivity and access to new and high-quality technology, products, and services (Zorn, 2004). The openness of communi-
cation is an important precedent for innovation, as it enables the exchange of ideas, knowledge, and information. Such ex-
changes will in turn lead to innovative and pioneering results (Hiilsheger et al., 2009). This is what the entrepreneur needs
through economic opportunities and benefiting from the benefits of information. Thus, entrepreneurship provides new job
opportunities through the company's innovations, explores new markets, and raises new skills and capabilities. (Dei, 2019)

In this context, entrepreneurship has focused on empowerment more than control strategies, which encourages subordinates
to be independent and proactive in seeking and exploiting new business opportunities, therefore, entrepreneurial leadership
may be expected to promote the various aspects of empowerment (Miao et al., 2018).

Hz: Knowledge sharing mediates the relationship between Empowerment & Entrepreneurship.

3. Research methodology
3.1 Sample and data collection

In order to achieve the objectives of the study, and to answer its questions, the study has adopted the descriptive, analytical,
quantitative approach to describe the phenomenon in question, which is the effect of empowerment on creative service be-
havior and entrepreneurship in the presence of knowledge sharing as an intermediate variable, where a questionnaire was
designed, since this approach helped reveal the problem of the study, leading to its analysis and interpretation according to
scientific foundations, with the aim of reaching valuable results that increase the knowledge balance. Thus, the researcher
relied on verifying the validity of the study tool by presenting it to several arbitrators who are owners. Experience and spe-
cialization in the subject matter of study was studied in several Jordanian universities so as to express an opinion regarding it
in terms of its suitability to collect data related to the study, its clarity, coherence and cohesion, and the referees' observations,
suggestions, and considering were considered. The procedures for reviewing the questionnaire and auditing it by the compe-
tent arbitrators, considering the observations and suggestions, and adjusting are considered as a test of the apparent validity
of the tool, and, therefore, it is considered valid for the measurement process for what it was designed for.

The study population consisted of all the Jordanian commercial banks, out of which (13) were registered with the Jordanian
Banks Association. For this reason, it is easy to collect data from these banks, and (9) banks have agreed to conduct the study
and distribute questionnaires to them. The inspection and analysis unit that the study targeted consisted of various adminis-
trative levels in those banks, and the reason for choosing all administrative levels is that all levels in banks are responsible for
implementing the general policy set by the bank, thus facilitating creative behavior and entrepreneurial work in a better way.
A simple random sample was selected from the study population, where the number of distributed questionnaires reached
(340) questionnaires for the study sample, (325) questionnaires were retrieved, and (8) questionnaires were excluded due to
their inaccuracy due to non-completion of respondents. Thus, the number of questionnaires valid for analysis became (317),
with a percentage (93%). The distribution indicated that 73% of the respondents were male. On the level side of education,
77% of respondents were found to be at undergraduate and postgraduate levels.

3.2 Variable measurement

The questionnaire was used in this study in order to collect the primary data, as the questionnaire consisted of two parts, the
first section was for set for demographic variables, which include gender, age, and educational level, and the second part of
the questionnaire are the variables that measure the variables described in this study to include empowerment, sharing of
knowledge, and creative behavior. Accordingly, service, entrepreneurship, and to ensure the validity and reliability of
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research, variables were measured using elements that were developed and used in previous studies. All the combinations
were measured by using multiple items. In the meantime, all the variants were measured via a five-point Likert scale (1 -
strongly disagree, 5 - strongly agree) to measure each variable.

3.3 validity

The validity of the study’s measurement scales was confirmed using exploratory factor analysis (EFA). EFA was carried out
using the extraction method of principal component analysis (PCA) and the rotation method of varimax. Questions for the
four scales have shown factor loading more than 0.40. Table 1 reports the output of the EFA.

Table 1
EFA of the measurement scales
Item ENT INBEH EMP KNSHAR

ENT 1 .688

ENT 2 758

ENT 3 799

ENT 4 775

ENT 5 761

ENT 6 723

ENT 7 815

ENT 8 775

ENT 9 .800
INBEH1 815
INBEH2 764
INBEH3 .852
INBEH4 813
INBEH5 779
INBEH6 755

EMP1 .861

EMP2 846

EMP3 .853

EMP4 .856

EMP5 .825

EMP6 .796

EMP7 778

EMP8 794

EMP9 794

EMP10 787

EMPI11 764

KNSH1 663
KNSH2 617
KNSH3 deleted
KNSH4 deleted
KNSHS5 deleted
KNSH6 .889
KNSH7 748
KNSHS8 .890
KNSH9 745
KNSHI10 709

3.4 Reliability

The reliability of measurement scales was tested based on Cronbach’s a-coefficient. The four scales demonstrated good reli-
ability values more than the minimum suggested value of o > 0.70 (Hair et al., 2010). These values reflect the reliability,
credibility, and internal consistency of the scales (Hair et al., 2010). Cronbach’s a-coefficient, means, and standard deviations
are reported in Table 2.

Table 2
Cronbach’s alpha and descriptive statistics of the measurement scales
Measurement scale Mean Standard deviation Cronbach’s alpha
Entrepreneurship 3.46 .884 0.912
Innovative behavior 3.61 770 0.885
Empowerment 374 761 0.949
Knowledge sharing 3.65 785 0.872
4. Results

To test H1, the procedure was introduced by Baron and Kenny (1986). This procedure has four steps that allow testing all the
study hypotheses. The first step includes testing the contribution of the independent variable (IV) on the dependent variable
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(DV). The results show that empowerment has a significant impact on Service Innovative behavior. The second step includes
testing the contribution of the IV to the mediator. The results show that the impact of empowerment on knowledge sharing is
positive and significant. In step three, the contribution of the mediator to the DV should be tested. The effect of knowledge
sharing on Service Innovative behavior was also positive and significant. In the last step, both the IV and the mediator were
regressed to the DV. Both empowerment and knowledge sharing show positive and significant contribution to Service Inno-
vative behavior as reported in Table 3. According to Baron and Kenny (1986), if the direct effect of the IV on the DV (obtained
in step 1) becomes insignificant in step 4, then full mediation exists. However, if the direct effect decreased while remaining
significant, this implies the existence of partial mediation. The results revealed partial mediation as the contribution of em-
powerment to Service Innovative behavior reduced in step 4, but still significant. Therefore, hypothesis H1 is accepted (partial
mediation effect). Table 3 shows the results of testing hypothesis H1.

Table 3
Regression analysis to test hypothesis H1
. Step 1 Step 2 Step 3 Step 4
Variables INN bel;avior K shfring INN berl)mvior INN be%avior
(Constant) | ST 1.209%** 0.937%** 0.868**
Empowerment 0.757*** 0.797*** 0.450%***
K sharing 0.744%%* 0.385%%%*
R 0.757 0.797 0.744 0.792
R? 0.753 0.635 0.553 0.627
Adjusted R? 0.572 0.634 0.552 0.625
F-value 424.149*** 549.182%** 390.450%** 264.146***

Note: ***p < 0.01; **p < 0.05.

To test H2, the procedure introduced by Baron and Kenny (1986). This procedure has four steps that allow testing all the
study hypotheses. The first step includes testing the contribution of the independent variable (IV) on the dependent variable
(DV). The results show that empowerment has significant impact on entrepreneurship. The second step includes testing the
contribution of the IV to the mediator. The results show that the impact of empowerment on knowledge sharing is positive
and significant. In step three, the contribution of the mediator to the DV should be tested. The effect of knowledge sharing on
entrepreneurship was also positive and significant. In the last step, both the IV and the mediator were regressed to the DV.
Both empowerment and knowledge sharing show positive and significant contribution to entrepreneurship as reported in Table
4. According to Baron and Kenny (1986), if the direct effect of the IV on the DV (obtained in step 1) becomes insignificant
in step 4, then full mediation exists. However, if the direct effect decreased while remaining significant, this implies the
existence of partial mediation. The results revealed partial mediation as the contribution of empowerment to entrepreneurship
reduced in step 4, but still significant. Therefore, hypothesis H2 is accepted (partial mediation effect). Table 4 shows the
results of testing hypothesis H2.

Table 4
Regression analysis to test hypothesis H2
. Step 1 Step 2 Step 3 Step 4
Variables Entfep. K sh:ring Entfep. Entfep.
(Constant) 1.267*** 1.209%** 1.028*** 0.938%*
Empowerment 0.826%** 0.797%** 0.596**
K sharing 0.764%%%* 0.288%**
R 0.826 0.797 0.764 0.844
R? 0.682 0.635 0.583 0.713
adjusted R? 0.681 0.634 0.582 0.711
F-value 679.118%** 549.182%** 440.723%*** 389.580***

Note: ***p < 0.01; **p < 0.05.
5. Discussion and conclusion
5.1 Theoretical implications

This study is aimed at identifying the effect of knowledge sharing on the relationship between empowerment, creative service
behavior and entrepreneurship in Jordanian commercial banks. Based on that, a conceptual model was developed that repre-
sents the study variables. In order to achieve the objectives of the study, two hypotheses were developed and tested, using the
(SPSS) program, where the results of the first hypothesis test showed an empowering effect on creative work behavior through
knowledge sharing. Abukhait et al. (2019) suggest that when employees believe (or feel) they are empowered, they are better
equipped and more likely to volunteer to generate creative ideas to improve their work environment and the well-being of
their organization. This is because the feelings of empowerment give them a greater sense of control over their work environ-
ment and thus enhance their ability to innovate (or engage in innovative behaviors). In other words, empowerment often
means more flexibility given to employees which in turn encourages them to explore new ways of working through innovative
ideas. Furthermore, the study showed an empowering effect on knowledge sharing, that is, when employees have a high level
of trust in their colleagues, they tend to care about each other more, and therefore, they are more willing to make an effort in
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sharing knowledge to benefit each other (Wang et al., 2019; Bin Mahfodh & Obeidat, 2020). ), as it has been stated that there
is an effect of sharing in creative work behavior, as knowledge is crucial to the innovation process and for employees to
demonstrate innovative behavior, they must acquire, interact with, and disseminate knowledge (Thornhill, 2006), and hence
merge it and translate it instead of just passing it on to the recipients. Of course, this stimulates participation in creative work
behavior, which includes seeking opportunities for change and applying it to the current business practices. Researchers have
drawn attention to employee empowerment as a major factor in innovation (Fernandez & Moldogaziev, 2013; Al Qudah et
al., 2020).

Besides, the results of the second hypothesis test also showed that there is an effect of empowerment in entrepreneurship
through knowledge sharing, as entrepreneurship is a form of empowerment based on a fact that it provides a means for indi-
viduals to achieve their dreams. Idea generation is at the heart of entrepreneurship and includes evaluating new opportunities.
So, there are many different types of entrepreneurships including social, technological, sports and international that provide a
way to unlock ideas and share knowledge. Entrepreneurship, which acts as a form of empowerment, provides a means for
practitioners and researchers to make a positive contribution to society (Ratten, 2020). Entrepreneurs with a strong perception
of efficiency, self-determination, meaning and influence, will be more proactive and exhibit more proactive performance
characteristics. Empowerment may help entrepreneurs become confident in their ability to influence their business and their
environment. (Henao-Zapata & Peiro, 2018). This is how the mutual reinforcement between empowerment and entrepreneur-
ship can occur. Empowerment and entrepreneurship may interact in an enhanced cycle towards active performance and
change. Entrepreneurial success may lead to perceptions of efficiency, self-determination, meaning and impact. These insights
can, then, be leveraged to enable more proactive and innovative procedures. Empowerment and entrepreneurship are both
constructs that describe active "bottom-up" processes toward changes in the business environment. Therefore, it is possible
to think that empowerment and entrepreneurship are complementary and mutually beneficial. However, complementarity and
reciprocity do not imply that both occur simultaneously, nor that they have the same effects, influence, or power (Boudrias et
al., 2014). On the other hand, the practice of knowledge sharing in entrepreneurship is very important to obtain new infor-
mation on how to process self-improvement, new technologies and ideas, solve problems and create core competencies, and
start new projects (Muniady et al., 2015; obeidat et al., 2020), as many previous studies have proven Knowledge sharing
strongly enhances corporate entrepreneurship. Thus, organizations, aiming to leverage existing assets to develop new business
and enter new markets, must strongly promote knowledge sharing (Ahmad & Karim, 2019).

5.2 Practical Implications

Our findings indicate that some of the important benefits to those in the banking industry can be gained by facilitating more
innovative behavior among their employees. Furthermore, our findings indicate also that employee empowerment and en-
hanced knowledge sharing are essential to creative and entrepreneurial business behavior. Thus, this may indicate that man-
agers and decision-makers should promote employee empowerment through a variety of means such as (1) delegating author-
ity to employees in order to achieve the goals of the bank, (2) organizing training programs that help develop the creativity of
the bank’s employees, (3) Providing employees with resources and modern means of communication, and managers can also
promote knowledge sharing in banks through methods such as (1) involving bank workers with information, skills and
knowledge available to experts, (2) providing training programs to develop a culture of knowledge sharing, (3) motivating
workers In banks to share knowledge, these actions will, in turn, increase employee participation in innovative behavior.

This research also made several practical contributions. First, this study elucidates in more detail about the relationship be-
tween empowerment and creative work behavior. This study concluded that empowerment could increase creative work and
entrepreneurship behavior. Moreover, knowledge sharing as a mediating variable provides new discovery and has significantly
contributed to research on innovative business behavior and entrepreneurship. Second, this study also provides guidance for
employees of Jordanian commercial banks to empower employees, and managers should pay more attention to employee
ideas and opinions. Moreover, banks need a culture of sharing good knowledge in the banking environment, to allow employ-
ees to share ideas more freely.

5.3 Limitations and Suggestions for Future Studies

The study has several limitations. First: by reviewing the literature, it was found out that there are few studies that measure
the effect of knowledge sharing on the relationship between empowerment, creative service behavior and entrepreneurship.
Second, the study was applied to the Jordanian commercial banks, and, thus, the generalization of the results will be limited
only to the banks under study. In the future, research studies are needed to enhance the findings of the current study and
increase the generalizability of the findings. Therefore, the investigative research should be supplemented with some qualita-
tive tools such as the use of centered interviews or unstructured interviews in such a study. However, bank officials were not
in favor of using such tools due to their special status and timing. Thus, this study requires conducting large-scale future
research to cover a larger sample to gain more generalization about the work system of organizations in Jordan. Further
research can examine technology-based and IT-based organizations so as to test the proposed linkages in the relevant context.
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