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With the economic recovery, employees' turnover intention will increase 

accordingly. Employee turnover will affect the loss of tacit knowledge, which is very 

important to the organization. Therefore, it is of great significance to study how to 

maintain tacit knowledge in the organization. From this perspective, this paper 

focuses on the impact of employee turnover intention on tacit knowledge. This 

research on tacit knowledge sharing helps scholars to re-examine knowledge sharing 

based on knowledge management theory from different angles. This study uses the 

transformational leadership factors and transactive memory system factors in 

leadership theory to expand the research of tacit knowledge sharing. The results show 

that turnover intention and transactive memory system play an intermediary role 

between transformational leadership and tacit knowledge sharing. This study 

contributes to the theory of knowledge management. This study has practical 

significance for organizations that pay attention to knowledge management to retain 

tacit knowledge. 
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CHAPTER 1 

 

INTRODUCTION 

 

1.1 Background of the Study  

According to a report by the US Work Institute, an alarming 42 million 

American workers left willingly in 2019, a rise of 88 percent since 2010. (Merhar, 

2020). In the United States, the typical turnover rate for the high-tech software 

industry is between 13 and 24 percent, with 24 percent for embedded software 

engineers and 13 percent for IT & computer software. (Michael, 2018). Paysa (2017) 

studies 10 high-tech enterprise giants in the United States. Employees will leave in 

less than 2 years on average. Uber's average employee retention rate is 1.23 years, 

Microsoft's is 1.81 years, apple's is 1.85 years, and Google's is 1.90 years. Facebook is 

the only firm with more than 2 years, with 2.02 years. (Paysa, 2017). The turnover 

rate of China's high-tech industry is 20.6% in 2019 and 15.5% in 2020 (51Job.com, 

2020). LinkedIn's analysis of global 500 million professionals found that technology 

(software) had the highest turnover rate, followed by retail, media and professional 

services (Michael, 2018). 

The global economy stalled in 2020, and China was the first major economy to 

recover. China's economic expansion has an impact on the economic recovery of 

other nations (Wang & Zhang, 2021). Ilmakunnas and Maliranta (2003) considered 

that economic recovery will increase employees’ turnover intension. 

As the working hours of an organization's employees pass, the organisation 

spends a great deal of resources in them, and the loss the organisation may incur due 

to staff turnover may be substantial (Cascio, 1991). If departing employees are 

seasoned, staff turnover poses a significant challenge (Somaya & Wolliamson, 2008). 

Another company can acquire new knowledge-based employees, which can become 

its competitive advantage; employee turnover will have a significant impact because 
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when employees leave the workplace, they may also take with them their work 

knowledge and experience (Urbancová & Linhartová, 2011; Wan & Mohammad, 

2016). When employees leave a company, the organisation loses both explicit and 

tacit information gained through their experiences (Labarre, 1998). According to 

distinct types of knowledge expression, Polanyi (1958) stated that knowledge can be 

classified into explicit knowledge and tacit knowledge. Tacit knowledge refers to the 

type of empirical information that is acquired by individuals via long-term, arduous 

work. It can only be acquired through specialised relevant practise (Polanyi, 1958). 

The loss of tacit knowledge may be exacerbated by employee turnover (Wan & 

Mohammad, 2016). 

There is a cost associated with staff turnover. Boushey and Glynn (2012) 

examined thirty cases in the United States. The estimated cost of employee turnover 

ranged from 5.8% to 213%, depending on the nature of the task and the person's 

skills. The mobility expenses of highly compensated employees account for 213 

percent of their salaries. The average cost of employee turnover in the IT business is 

1.5 times annual wage (Jinadasa & Wickramasinghe, 2005). The cost of losing 

valuable information due to employee churn might be substantial. General Mills Inc., 

for instance, calculated that the loss of a single competent marketer might cost the 

organisation millions of dollars (Lancaster & Stillman, 2002). 

The knowledge loss induced by employee turnover is a loss for the 

organisation, highlighting the significance of knowledge continuity in the organisation 

(Urbancová & Linhartová, 2011; Wan & Mohammad, 2016). The business landscape 

is becoming increasingly competitive. Unless businesses have mastered their 

employees' expertise, the loss of staff may result in the loss of vital information. With 

an increase in employee turnover, businesses are likely to lose a great deal of valuable 

information. These factors compel businesses to investigate improved knowledge 

management systems (O'Leary, 1998). 

Knowledge management is crucial for the success of modern businesses 

(Holste & Fields, 2010). Following the various modes of knowledge expression, it is 

possible to split knowledge into tacit knowledge and explicit knowledge (Polanyi, 

1962). Knowledge investment influences an organization's capacity to acquire 

knowledge. Generally, common knowledge is clear and documented in the form of 



 

 

3 

reports, publications, catalogues, formulas, patents, white papers, etc. In addition to 

explicit information, there is also tacit knowledge, which is extremely personal, 

impossible to explain and measure precisely. This knowledge is difficult to 

communicate in its entirety. If expressed, it is typically communicated using 

analogies, metaphors, or personal tactics (Blumentritt & Johnston, 1999; Choo, 2000; 

Fang, 2012; Narasimha, 2000; Nonaka & Takeuchi, 1995; Polanyi, 1961).  

Polanyi (1962) stated that knowledge can be classified into tacit knowledge 

and explicit knowledge based on the many forms of knowledge. Tacit knowledge is 

the knowledge inherent in routines and is difficult to encode (Augier & Vendelo, 

1999). It is the information acquired by individuals through arduous effort and 

prolonged practise. It can only be acquired through particular practises associated 

with it (Polanyi, 1962). Tacit information was difficult to comprehend (Collins, 

2010). Tacit knowledge was a form of knowledge that was difficult to communicate 

orally or in writing (Ryan & O'Connor, 2013). Tacit knowledge is typically 

exceptional in relation to abilities, and it is learned through experience (Tschetter & 

Tschetter, 2010). For explicit knowledge to comprehend its significance, tacit 

knowledge was necessary (Polanyi, 1961). The relationship between tacit and explicit 

knowledge is complementary (Beijerse, 2000). 

When employees leave a company, the organisation will lose both explicit and 

tacit information acquired by those individuals (Labarre, 1998). Although the 

advancement of science and technology makes it easier to store explicit knowledge, 

tacit knowledge resides solely in the minds of individuals. Drucker introduced the 

concept of knowledge workers in 1959. The author described knowledge workers as 

individuals who understand and employ symbols and concepts and who deal with 

knowledge or data. Knowledge workers engage in both manual labour and knowledge 

work. Typically, they are referred to as "technical specialists." This category consists 

of those with the most advanced level of understanding (Drucker, 1959). Various 

researchers have characterised knowledge workers as research has progressed. 

Expertise workers, for instance, are workers who utilise their own knowledge to 

produce new ideas or new goods through analysis, judgement, synthesis, creativity, 

and design, and who offer additional value to things (Horibe, 1999). Knowledge 

workers have superior educational backgrounds, professional skills, and industrial 
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experience compared to ordinary labourers. In addition, the primary objective of 

knowledge workers is to produce, share, and apply knowledge (Davenport, 2005). 

In recent years, numerous researchers have examined the influence of 

transformational leadership on employee intention to leave (Maaitah, 2018; Park & 

Pierce, 2020; Sulamuthu & Yusof, 2018; Yin, 2019). Burns introduced the notion of 

transformational leadership in 1978. Burns argued that transformational leadership 

motivates followers to act towards specific goals, which reflect the value and 

inspiration of leaders and followers (Burns, 1978). The theory of transformational 

leadership is a subfield of leadership theory. Transformational leadership represents a 

new theory of leadership. It emphasises the connection between superiors and 

subordinates. The theory of transformational leadership was developed by Burns and 

Bass (1985) based on their concept of transformative leadership. Recent scholarly 

research has demonstrated that transformative leadership has a substantial impact on 

employee turnover intent (Kharabsheh, Alias, & Ismail, 2017; Sulamuthu & Yusof, 

2018; Yin, 2019). In addition, academics have studied the effect of transformative 

leadership on knowledge management for decades (Crawford, 2005; Singgih et al., 

2020). Nonaka and Takeuchi (1995) introduced the concept of tacit knowledge to 

knowledge management. Tacit knowledge is an important concept in knowledge 

management. In the 1980s, knowledge management was first developed. Sveiby 

(1986) introduced the notion of a knowledge-based organisation, noting that 

knowledge-based organisations are distinct from conventional businesses and that 

organisational management is dependent on the knowledge and creativity of 

employees, thereby proposing knowledge management. In recent years, experts have 

researched the impact of transformational leadership on turnover intention and the 

impact of transformational leadership on knowledge management. 

 

1.2 Statement of the Problem 

Researchers have determined that software engineer churn will result in 

significant knowledge loss, which will result in losses for businesses. Consequently, 

these academics first established the concept of the knowledge loss model in 

quantitative research in order to evaluate the knowledge loss of businesses due to staff 
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turnover. These scholars thought that software projects are created and maintained by 

the tacit knowledge of software engineers. By analysing numerous big software 

projects, these researchers determined that software engineer churn will result in a 

substantial loss of tacit knowledge (Rigby, Zhu, Donadelli, & Mockus, 2016). 

Subsequent researchers continued the investigation begun by Rigby et al. (2016) and 

focused on the effect of employee turnover on knowledge loss. These academics 

argued that the loss of software engineers in enterprise software projects posed a 

threat to tacit knowledge. When software engineers leave, if other software engineers 

do not understand the design decisions made by the departing software engineers, the 

enterprise may lose the tacit knowledge of the departing software engineers (Nassif & 

Robillard, 2017), and the loss of tacit knowledge is more severe than what Rigby et al. 

(2016). Generally, tacit knowledge was viewed as an essential element of economic 

success and a crucial competitive advantage (Jisr & Maamari, 2017). Organizations 

must generally keep tacit knowledge to facilitate iterative modifications to new goods 

in order to compete with lower-cost international competitors. These are the 

determinants of the emphasis Western organisations place on maintaining their global 

competitiveness (Machacek & Hess, 2019). People are becoming more aware of the 

significance of tacit knowledge to companies, and tacit knowledge has received a 

great deal of attention in recent literature. However, there were significant barriers 

that had a negative impact on tacit knowledge, such as employee turnover, which will 

have a significant impact on tacit knowledge (Wan & Mohammad, 2016). The 

transfer and loss of tacit knowledge is regarded as a significant challenge for the 

company. (Letmathe & Rößler, 2019; Wan & Mohammad, 2016). 

The backdrop introduction indicates that when the global economy recovers, 

employee turnover intentions within the firm will increase. Employee turnover can 

have a significant impact on the loss of tacit knowledge and on corporate competition. 

In order to preserve the tacit knowledge of employees, it is crucial and necessary to 

investigate how to deal with the growth in employee turnover intentions. Exploring 

and encouraging companies to retain tacit information more effectively has significant 

practical and theoretical significance. 
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1.3 Research Objectives 

Using software engineers in China as an example, the primary purpose of this 

article is to examine the relationship between transformative leadership and tacit 

knowledge sharing. The relationships between tacit knowledge sharing and 

transformative leadership can be explained by prior research. It has been discovered 

that tacit information can be preserved if organisations encourage employee 

collaboration, interaction, and transmission of tacit knowledge (Droege & Hoobler, 

2003). Transformational leadership is exemplified by a leader who can influence and 

alter the preferences and self-interests of followers to achieve corporate objectives 

(Warrick, 2011). Aware that transformational leadership has a good impact on 

employees, researchers discovered that transformational leadership had a favourable 

impact on employees' knowledge sharing (Al-Husseini & Elbeltagi, 2018). 

In addition to researching the direct relationship between tacit knowledge 

sharing and transformational leadership, the purpose of this study is to determine 

whether this relationship can be mediated by two variables, namely turnover intention 

and transactive memory system. These associations can be explained by prior 

research. Previous research has demonstrated that tacit information can be learned and 

communicated via the transactive memory system (Ryan & O'Connor, 2013). In the 

course of their research on the transactive memory system, a number of experts 

discovered a connection between the system and transformative leadership 

(Peltokorpi & Hasu, 2011). Transformational leadership has had a good impact on the 

transactive memory system of the team (Biancardi, O’Toole, et al., 2021). According 

to Kharabsheh et al. (2017), transformative leadership was inversely associated with 

turnover intent. 

This study employs four theories, including leadership theory, knowledge 

management theory, transactive memory theory, and turnover theory, to assist the 

development of its research objective. Nonaka and Takeuchi (1995) brought tacit 

knowledge to the theory of knowledge management. According to the notion of the 

transactive memory system, anyone can comprehend the system from one perspective 

and retrieve the memory information of another individual. The system is more 

extensive than any individual's memory system. This interdependence generates a 
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transactive knowledge memory system (Wegner, 1987). The transformational 

leadership theory, one of the subfields of leadership theory, was proposed by Bass 

(1985). 

This paper required to examine the following research objectives:  

1)  To investigate the relationship between tacit knowledge sharing and 

transformational leadership. 

2)  To investigate the mediating effects of transactive memory system 

and turnover intention on the association between tacit knowledge sharing and 

transformational leadership. 

 

1.4 Research Question 

According to the research problem statement and research objectives, the 

research questions are: 

1)  Explore what is correlation between tacit knowledge sharing and 

transformational leadership. 

2) Investigate whether turnover intention mediate between tacit 

knowledge sharing and transformational leadership. 

3)  Find whether transactive memory system mediate between tacit 

knowledge sharing and transformational leadership. 

 

1.5 Scope of the Study  

This study's primary objective is to investigate tacit knowledge. Expertise 

worker was defined by Davenport (2005) as an individual with a high level of 

professional knowledge, education, or experience whose primary objective is to 

develop, distribute, or apply knowledge. According to Davenport (2005), a software 

engineer is a knowledge worker. Many academics regard software engineer to be a 

knowledge worker (Kamaraj, Katrahmani, Li, & Lee, 2020; Woodruffe, 1999). 

LinkedIn's analysis of 500 million professionals revealed that software technology has 

the greatest turnover rate (Michael, 2018). Based on the preceding, the scope of this 

study is limited to Chinese software engineers. Shenzhen, Shanghai, and Beijing are 
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the top three cities in China where software engineers congregate (People's Daily, 

2020), hence software engineers in these three locations will be sampled. According 

to Yamane (1967), 500 questionnaires will be sent out in this sampling to assure 400 

valid questionnaires. In June of 2021, the questionnaire will be distributed. Because 

tacit knowledge is acquired through job experience, this study's sample requires at 

least three years of work experience. 

 

1.6 Significance of the Study 

Nonaka and Takeuchi (1995) included Polanyi (1962) concept of tacit 

knowledge into the framework of knowledge management. Yang (2015) argued that 

with the growth of knowledge management theory, numerous scholars have 

conducted extensive research and proposed concepts such as information sharing in 

order to strengthen knowledge management. This is exploratory research on tacit 

knowledge and sharing tacit knowledge. Therefore, the findings of this study will 

contribute positively to the theory of knowledge management. Intentional turnover 

and knowledge transfer are often the most important research subjects in recent years 

(Srivastava & Pradhan, 2019). Few studies have examined the relationship between 

tacit knowledge and turnover intent (Wan & Mohammad, 2016). Consequently, this 

work extends the research on tacit knowledge sharing and turnover intention based on 

prior studies. Based on the association between tacit knowledge and the will to share, 

this study expands its contribution to knowledge management theory in light of the 

limited prior research. 

With the expansion of leadership theory, there are normally four theoretical 

schools, one of which is the leadership style school. Transformational leadership 

theory falls under the area of leadership style theory (Zi & Liu, 2005). The basic goal 

of transactive memory theory is to explain how partners employ cognitive separation 

of labour to solve information difficulties. The concept of transactive memory was 

later applied to groups, resulting in the concept of the transactive memory system 

(Wegner, 1987). Wan and Mohammad (2016) investigated tacit knowledge via the 

lens of employees' faith in managers. Unlike earlier research, this study examines tacit 

knowledge via the lens of leadership style. This is an exploratory research on 
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transformational leadership, therefore the findings will contribute positively to 

leadership theory and one of its subfields, leadership style theory. This work also 

investigates the transactive memory system, making a significant theoretical 

contribution to the transactive memory theory. Peltokorpi and Hasu (2016) 

investigated the influence of the transactive memory system and transformational 

leadership on team innovation. Based on prior research, this study increased the 

influence of the transactive memory system and transformational leadership on tacit 

knowledge sharing in teams. This research differs from earlier studies on tacit 

knowledge. This study utilises the transformational leadership component of 

leadership theory and the transactive memory system component to examine tacit 

knowledge from a new angle in the context of employee turnover intentions within an 

organisation. This research contributes to the literature on tacit knowledge exchange 

and has theoretical significance. To further investigate tacit knowledge sharing, this 

research focuses primarily on tacit knowledge sharing and other pertinent factors, like 

turnover intention, the transactive memory system, and transformational leadership. 

These papers contribute to the knowledge management theory research literature in 

the topic of tacit knowledge sharing. 

This study is grounded in transformational leadership theory (Bass, 1985; 

Burns, 1978), transactive memory system theory (Wegner, 1987), and tacit knowledge 

management theory (Drucker, 1988; Nonaka, 1991; Polanyi, 1962; Sveiby, 1986; 

Sveiby & Lloyd, 1990). This study acknowledges the significance of tacit knowledge 

sharing in organisations and so contributes to the tacit knowledge research literature 

within the field of knowledge management theory. This work not only contributes to 

tacit knowledge management within the context of knowledge management theory, 

but also proves the role of the transactive memory system as an intermediate in tacit 

knowledge management and extends the boundaries of tacit knowledge management. 

With the recovery of the present economy and the improvement of employees' 

intention to leave their jobs, this article has practical value for businesses that are 

focusing on knowledge management and enhancing the retention of tacit knowledge. 

This research has crucial implications for the development of transformational 

leaders, the promotion of tacit knowledge sharing, and the confirmation of tacit 

knowledge retention within an organisation. This research investigates the role of the 
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transactive memory system as a mediator between tacit knowledge sharing and 

transformational leadership in further detail. The research findings have significant 

practical implications for firms that use transactive memory systems to preserve tacit 

information more effectively. This will help the organization's managers comprehend 

the importance of the exchange memory system in retaining tacit information. This 

paper's findings on the association between turnover intention and tacit knowledge 

sharing will enable managers to more effectively understand the significant impact of 

turnover intention on tacit knowledge, implement preventative actions, and minimise 

the loss of tacit information. 

This work makes a good theoretical contribution to knowledge management 

theory, leadership theory, and transactive memory system theory, improves the 

relevant research literature, and has significant practical significance. 

  



 

 

CHAPTER 2 

 

LITERATURE REVIEW 

 

This chapter explores the effect of transformational leadership, turnover 

intention and transactive memory system on tacit knowledge sharing. Then there are 

two main parts 1) theoretical framework and literature review, 2) conceptual 

framework and research hypotheses. 

The concepts discussed in this study involve knowledge management theory, 

leadership theory and transactive memory system theory, which will be discussed 

separately in the following. 

 

2.1 Knowledge Management Theory: Tacit Knowledge  

The theory of knowledge management dates back to the 1980s. Sveiby (1986) 

published a book on how to manage a rapidly expanding knowledge-based 

organisation, introduced the concept of a knowledge-based organisation, and argued 

that the operation of a knowledge-based corporation was distinct from that of 

conventional businesses and dependent on the knowledge and creativity of its 

employees. The text discussed "knowledge management." Sveiby and Lloyd (1990) 

produced a second book, which is the first book in the world to specifically use the 

term "knowledge management." The book asserts that knowledge management is an 

organisational response to environmental changes, including organisational 

adaptation, organisational survival, and competitiveness. During the same time frame, 

Drucker (1988) wrote about knowledge management. Drucker emphasised a key 

concept of knowledge management in the literature, namely the significance of 

organisational knowledge. Drucker argues that the most fundamental economic 

resources in contemporary civilization are not capital, natural resources, or labour, but 

rather knowledge. Drucker elaborated on the value of knowledge in management. 
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Nonaka and Takeuchi (1995) incorporated the tacit knowledge notion proposed by 

Polanyi (1962) into knowledge management and led the way in emphasising the 

significance of tacit knowledge in knowledge management theory. Nonaka argues that 

explicit knowledge and tacit knowledge are quite different, and that explicit 

knowledge is typically precise and easy to learn and master, whereas tacit knowledge 

is intrinsic to things and is difficult to declare and make known. Nonaka and Takeuchi 

(1995) explored the method by which Japanese companies use employees' tacit 

knowledge for product development and the significance of tacit knowledge 

management. Nonaka believed that tacit knowledge was superior to explicit 

knowledge in the realm of knowledge, which contradicts the western idea of general 

cognition. Yang (2015) argued that in recent years, with the development of 

knowledge management theory, a great deal of research has been conducted on how 

to strengthen knowledge management, and the concepts of knowledge sharing, 

knowledge exchange, knowledge diffusion, knowledge transfer, and knowledge 

dissemination have been introduced successively. Numerous researchers focused on 

enhancing knowledge management, promoting the organization's information sharing 

and knowledge diffusion, and ensuring the success of the organisation (Ali & Anwar, 

2021; Atiku, 2020; Muhammed & Zaim, 2020). 

 

2.1.1 Concept of Tacit Knowledge 

Included explicit and tacit knowledge (Nonaka, 1991; Polanyi, 1962). Polanyi 

(1966) felt that the majority of human knowledge was essentially implicit. Polanyi 

(1958) believed tacit knowledge was a formalisation of personal knowledge that could 

be acquired by direct experience in a particular sector. Tacit knowledge was 

indefinable, subjective, nonobjective consciousness that was impossible to articulate 

through language (Polanyi, 1958). Workers' talent, expertise, and experience were 

contained in tacit knowledge. The primary objective of tacit knowledge management 

was to manage the process of acquiring knowledge value, which is strongly related to 

the processes of learning, training, knowledge exchange, and cultural production 

(Rowley, 2003; Tippins, 2003). Generally, tacit knowledge is associated with 

subjective learning, cognitive learning, and experiential study (Gupta, Lyer, & 

Aronson, 2000). Increasing numbers of individuals recognise that much 
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organisational information is inherent in the natural world (Hislop, 2003; Katsirikou, 

2003). It is more difficult to transfer tacit information to a new employee than explicit 

knowledge, because tacit knowledge is identified with a particular bearer. The 

majority of employees' knowledge is considered tacit knowledge. This information is 

essential to the organisation. For other employees in the organisation, it may be 

difficult to acquire this knowledge (if they lack the knowledge or skills that restrict 

the creation of specific knowledge, it may be time-consuming, costly, or impossible) 

or use it (if associated with a specific certificate, typically a university diploma or an 

apprenticeship certificate) (Urbancová & Urbanec, 2011). Researchers believed tacit 

knowledge to be procedural in nature, typically situation-specific context-specific 

knowledge (Hedlund, Antonakis, & Sternberg, 2002). Anderson (1983) examined the 

distinction between procedural knowledge and declarative knowledge and concluded 

that tacit knowledge may be considered a subset of existence process knowledge, 

which is mostly acquired from personal experience as opposed to formal instruction. 

As is the case with the majority of procedural knowledge, daily experience knowledge 

frequently drives actions and is difficult to articulate (Anderson, 1983). According to 

research, tacit knowledge is directly tied to personal objectives. Knowledge based on 

one's own practical experience may be more useful for achieving goals than 

knowledge based on the experience of others or knowledge that is unduly abstract 

(Hedlund et al., 2002). 

The following are features of tacit knowledge (Dalkir, 2005; Haldin-Herrgard, 

2000; McAdam, Mason, & McCrory, 2007; Mohajan, 2017; Pavlicek, 2009): it exists 

in human cognition and interpersonal connections; It is difficult to know, compile, 

evaluate, do study, record accurately, capture, and make known; Tacit knowledge is 

gathered by the exchange of experiences, surveys, reproduction, and face-to-face 

discussion; Tacit knowledge is difficult to acquire; tacit knowledge can collaborate. 

The transmission of tacit knowledge, which is entrenched in acts, procedures, and 

commitments, requires coaching and guidance. Tacit information is rarely recorded, 

highly individualised, and challenging to write; Tacit knowledge is unfamiliar and 

uncommon information; It gains knowledge through experience, expertise, 

investigation, and psychological models; It is contingent upon experience; It is unable 

to communicate verbally; It is delivered by talk, telling story, discussion, analogy and 
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demonstration; Knowing how to do, knowing why, and caring why are subjective, 

depending on professional knowledge and experience. 

The foremost attribute of tacit knowledge was the conviction that 

information is fundamentally personal (Stanton & Stammers, 1990). Tacit 

knowledge was characterised as practical intelligence, which has three 

characteristics: self-acquired, described know-how to perform a task, and 

practical (Sternberg & Horvath, 1999). McInerney (2002); Polanyi (1966) 

identified the characteristics of tacit knowledge as being imagination, 

individual, difficult to express, perceptual, unconscious, experience -based, 

shared via discourse, embedded in a story, and evading investigation. It 

relies on perception, comprehension, reasoning, assumption, correlations, 

and corporate culture. 

Scholars described many characteristics of tacit knowledge (Davenport & 

Prusak, 2000): 

1)  Hard to encode in a database or document. 

2)  It develops and internalizes in the specific cultural environment for 

a long time. 

3) Those who know usually don't know that their knowledges are 

useful to someone. 

4)  Many knowledge may not be expressed outer the people mind. 

5) Johnson (2007) believes that the features of tacit knowledge are 

showed: 

6) Individual knowledge: it is a section of personal knowledge. Tacit 

knowledge is related to individual understanding and can also be shared with others.  

7) Tacit quality: it comprises of implicit and unexplained information. 

When addressing tacit qualities, we must take tacit knowledge and implicit 

imagination into account. 

8) Path dependence: it bases on individual experience. It may takes 

some time to accumulate tacit knowledge, and it bases on the tendency to use insight. 

9) Context dependency: this feature is closely related to path 

dependency, but context is more related to location and destination. 
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10) Embeddedness: skills like cycling can only be learned through 

exercise.  Tacit knowledge of experts may be transmitted by apprenticeship. 

This research examines software engineers' tacit knowledge. Bo, Liu, and Zuo 

(2015) discussed software companies' tacit knowledge. In software organisations, 

explicit knowledge has a minimal impact on corporate value generation, whereas tacit 

knowledge is the foundation and driving force behind enterprise value creation. From 

the two components of skills and cognition, the tacit knowledge of software 

businesses' internal skills consists primarily of experience, competence, and know-

how, whereas the tacit knowledge of cognition consists primarily of mental model, 

intuition, and inspiration. Included in software enterprise tacit knowledge are: 

1)  Tacit knowledge in skills: experience, ability, know-how 

2)  Tacit knowledge in cognition: mental model, inspiration, intuition 

Many researchers in the field of tacit knowledge are examining how to 

enhance tacit knowledge sharing so that knowledge-based firms can create value and 

achieve competitive advantage (Manaf, Harvey, Armstrong, & Lawton, 2020; 

Novitasari, Haque, Supriatna, Asbari, & Purwanto, 2021; Obrenovic et al., 2020). 

 

2.2 Knowledge Management Theory: Tacit Knowledge Sharing 

Knowledge management was described as a technique that can foster an 

atmosphere conducive to the utilisation, generation, sharing, and exploitation of 

knowledge (Becerra-Fernandez & Sabherwal, 2010). Knowledge exchange, 

internalisation, and invention were the three fundamental methods of knowledge 

management (Yeh, Yeh, & Chen, 2012). Sharing of knowledge was essential to 

knowledge management. Knowledge management is frequently defined as the process 

of generating, retaining, and disseminating information (Van den Hooff & De Ridder, 

2004). Knowledge sharing is the most important and influential knowledge 

management process (Indrajit & Hafiza, 2017). Knowledge sharing is the 

communication of explicit or implicit information between individuals (Becerra-

Fernandez & Sabherwal, 2010). Ryu, Hee, and Han (2003) investigated the attitudes 

of hospital physicians on knowledge sharing. This research is especially pertinent 

because their working conditions are identical to those of professional nurses. One of 
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the shortcomings of this study, according to Jacobs and Roodt (2007), is that it only 

examined the willingness of doctors to share knowledge without considering other 

criteria, such as the prerequisites for sharing and expected outcomes. They study that 

in order to retain their personal power base and survivability under normal conditions. 

Only through reciprocal partnerships can knowledge-sharing behaviour be sustained 

(Jacobs & Roodt, 2007).  

The unwillingness of individuals to share their knowledge can be partially 

explained by the fact that knowledge is the source of authority and its exposure may 

lead to a loss of personal power (Bartol & Srivastava, 2002). Many businesses have 

long recognised the immense value potential of information sharing within the 

organisation. However, many businesses attempting to capitalise on this opportunity 

have failed miserably. Literature explains that these businesses fail to connect their 

incentive systems with the corporate value created by information sharing (Husted & 

Michailova, 2002). The research on the effects of rewards in knowledge sharing 

indicates that incentives for teams and businesses are especially crucial (Bartol & 

Srivastava, 2002).  

When managing explicit knowledge, businesses must pay more attention to 

facilitating the exchange and application of tacit information (Johannessen, Olaisen, 

& Olsen, 2001). Nonaka and Konno (1998), on the other hand, feel that tacit 

knowledge (such as capabilities, development skills, practise, undocumented methods, 

insight, etc.) is exceedingly personal and difficult to document (Bennett, 1998; 

Blattberg & Hoch, 1990; Brockmann & Anthony, 1998). In addition, Smedlund 

(2008) proposed in the related research that the social network within the firm 

facilitates the transfer of tacit knowledge sharing. Generally, reciprocity is expected. 

Emotional trust and cognitive trust facilitate the transfer and exchange of tacit 

information (Smedlund, 2008). The systematic training of business personnel through 

socialised activities can facilitate the transfer of tacit knowledge among staff. These 

socialised activities include of meetings, roadshows, family gatherings, other training 

events, and additional socialised mechanisms. They offer possibilities for face-to-face 

communication, which can increase the transfer of tacit information (Fang, 2012). 

Some tacit knowledge transfers are official and are the result of training events or 

meetings, whilst others are informal and are the result of social networks and 
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interaction between teams (Marquardt, 1996). Through high-quality social contact and 

the transactive memory system, tacit team knowledge can be acquired and transferred 

directly (Ryan & O'Connor, 2013). Face-to-face talks are optimal for conveying tacit 

knowledge because they allow for a greater variety of metaphors than conversations 

conducted by information technology (Tsuchiya, 1993).  

Conversely, sharing tacit information can expose employees to 

hazards and result in a loss of competitive advantage (Leonard & 

Sensiper, 1998; Stenmark, 2000, 2002). The worry of compensating for 

losses is intimately tied to the perception of knowledge sharing as extra 

labour. Some employees believe that knowledge sharing deprives them of 

work compensation (Urbancová & Urbanec, 2011). In a similar vein, 

Nahapiet and Ghoshal (1998) think that the utility of tacit knowledge may 

pose risks to individuals and provide sources with insufficient or suspect 

data. In light of these concerns, they presented a model for the exchange 

of knowledge based on the belief that trust is a structure comprised of 

several emotional and relational-based cognitions and components. In the 

transactive care and caring relationship between the two parties, emotional 

trust was developed by paying attention to the inherent benefits of this 

relationship and thinking that these emotions impact each other 

(McAllister, 1995; Pennings & Woiceshyn, 1987) . Experts may be hesitant 

to disclose tacit knowledge out of concern about the loss of knowledge 

competitiveness (Abidi, Cheah, & Curran, 2005). There are additional 

circumstances that impede the spread of tacit information, including 

interpersonal trust among coworkers and the reputation of  colleagues 

(Lucas, 2005).  

The organisation must respect the intellectual property of its 

personnel, which is tacit knowledge. Managers must recognise that they 

cannot guide the sharing, transfer, and preservation of organisational 

knowledge. This strategy encourages employees to dilute the information 

they share with coworkers or pass on to their successors. Then, the most 

important thing is to develop a good organisational environmen t, such as 

through apprenticeships, storytelling, and knowledge exchange within the 
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community (Urbancová & Urbanec, 2011). Organizations are beginning to 

understand that in an increasingly competitive market, they can no longer 

rely exclusively on scale and capital strength, but must rely primarily on 

their people, i.e., knowledge-based employees who are knowledge 

carriers. Typically, employees are the carriers of tacit knowledge.  It is 

crucial for organisations to recognise the vital knowledge of their 

employees and to promote the sharing, transfer, and preservation of this 

information to the greatest extent possible (Urbancová & Urbanec, 2011). 

The correlation between employees' willingness to share tacit information 

and emotional and cognitive trust is good (Holste & Fields, 2010). Due to 

the psychological link developed between transformative leaders and 

employees, employees have faith in their leaders (Seto & Sarros, 2016).  

In all, Polanyi has mentioned tacit knowledge since 1958. It is 

deemed tough to communicate in English and transfer to other personnel 

within the firm. Following this, an increasing number of literary w orks 

began to tackle tacit knowledge. These works examined the significance of 

tacit knowledge to organisations and suggested strategies to inspire 

employees to share tacit information. Some literature has also addressed 

the reasons why employees do not like to share tacit knowledge. However, 

in the majority of these investigations, the association between leadership 

style and tacit knowledge sharing has received very little attention.  

 

2.3 Transactive Memory System 

The hypothesis of the transactive memory system was developed 

independently, without a parent theory. Transactive memory system 

(TMS) refers to the process through which team members learn who 

knows what inside the group as they interact (Wegner, 1987). Transactive 

memory system was a collection of personal memory systems that connect 

with team member interactions (Wegner, Giuliano, & Hertel, 1985). The 

primary purpose of transactive memory theory is to explain how partners 

construct a cognitive division of labour to answer information problems. 
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The cognitive division of labour in a group has two components, according 

to the theory of transactive memory: (a) internal memory (what 

individuals know) and (b) external memory (what individuals know about 

other members of their group or what can be located and retrieved from 

other external storage devices) (Wegner, 1987). The notion of transactive 

memory was subsequently applied to groups.  

Although there is no parent theory for the theory of transactive 

memory system, social exchange theory is used to describe the exchange 

transactive memory system. According to the social exchange hypothesis, 

the transactive memory system is predicated on "unilateral reciprocity." 

One team member receives benefits from another team member, but the 

recipient is unwilling to provide instant reciprocity. Mutual benefit is a 

two-way street, but in the transactive memory system, the role of the team 

as a whole replaces the roles of the individual team members (Akgun, 

Byrne, Keskin, & Lynn, 2006). Communication between team members 

has a significant impact on the knowledge distribution and retrieval 

coordination process of the transactive memory system, according to the 

social exchange theory. The professional expertise and information in 

important sectors cannot be transmitted in a timely manner, and the team 

cannot take use of its own transactive memory system for an extended 

period of time if members do not actively and effectively express their 

own opinions (Huang, 2014). 

The concept of transactive memory system falls within the category 

of transactive memory theory, whose behaviour may be expl ained using 

social exchange theory. Transactive memory system is a shared system for 

encoding, storing, and retrieving information regarding who in the team 

knows what (Kush, 2016). Others can be used to store personal memories 

externally. For instance, teachers may be the primary external repository 

for some specialised knowledge that students occasionally require. The 

student may also serve as an external memory repository for the professor. 

For instance, the professor may not know the student's identity, but is 

aware that the name is searchable since other students in the classroom 
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can reference the student information. This interdependence produces a 

knowledge transactive memory system that is larger and more complex 

than any individual's memory system. Everyone can comprehend the 

system from one perspective and retrieve another's memory knowledge 

(Wegner, 1987). Individuals lack the team characteristic of transactive 

memory. This unique trait alerts researchers to the fact that, once in place, 

the transactive memory system may have an effect on the entire team's 

ability to recall information and its outcomes. Briefly, transactive memory 

starts from people and forms a team information processing system, which 

may have tremendous effects on its individual players. Memory that is 

active is complimentary. If you ask a team member a question, he or she 

will generally be able to provide a better response after consulting with 

other team members. And the solution to th is question will exceed the 

information one possesses. (Wegner, 1987). Lewis (2003) identified three 

dimensions for the transactive memory system: specialisation, 

believability, and coordination. Specialty refers to the degree of 

differentiation and specialisation of information processing team 

members. Credibility is the degree to which members have faith in one 

another's expertise and knowledge during the performance of a task. 

Coordination is measured by the extent to which individuals can integrate 

and utilise knowledge and data in their respective areas of competence.  

The initial goal of the transactive memory system was to determine 

how to distribute cognitive labour among partners so that they could 

assume responsibility for the collective memory. Researchers took this 

notion to the team level and discovered that a transactive memory system 

can help a team perform better and be more creative  than a team without 

one (Gino, Argote, Miron-Spektor, & Todorova, 2010; Liang, Moreland, & 

Argote, 1995). The team's tacit knowledge can be learned and shared using 

the transactive memory system (Ryan & O'Connor, 2013). Kush (2016) 

investigated the evolution of transactive memory systems and the elements 

that influence their relationships. 
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In a word, transactive memory system was proposed by Wegner 

(1987). The initial idea of transactive memory system is to explain how to 

allocate cognitive labor among individuals in intimate relationships so that 

individuals can bear the responsibility of remembering the collective 

knowledge they need.  With the deepening of research, some scholars have 

found that transactive memory system can help teams perform better and 

more creatively than teams without transactive memory system (Gino et 

al., 2010; Liang et al., 1995). Ryan and O'Connor (2013) began to study 

the relationship between transactive memory system and team tacit 

knowledge. Kush (2016) studied the correlation between transactive 

memory system and turnover. This paper will further study the correlation 

between tacit knowledge sharing and transactive memory system, and 

correlation between transactive memory system and turnover intention.  

 

2.4 Leadership Theory: Transformational Leadership 

Italy's Machiavelli (1532) was one of the earliest researchers of leadership 

theory. Machiavelli argues that leaders are power's messengers who can utilise their 

abilities and means to achieve their objectives. According to Zi and Liu (2005), four 

theoretical schools evolved during the evolution of leadership theory: trait theory, 

behaviour theory, contingency theory, and leadership style theory. In the 1940s, 

researchers focused mostly on leadership trait theory. This theory's central premise is 

that leadership is intrinsic. From the late 1940s until the late 1960s, the theory of 

leadership behaviour dominated research. The key premise of this theory is that 

leadership success is linked to leadership conduct and style. From the late 1960s 

through the early 1980s, the theory of leadership contingency emerged. Its core 

premise is that effective leadership is affected by circumstances. Since the early 

1980s, numerous academics have begun to investigate leadership style theory. The 

fundamental concept is that successful leadership may provide vision, inspiration, and 

action. According to Zi and Liu (2005), the theory of leadership style is comprised of 

the theories of charismatic leadership (House, 1976), transformational leadership 

(Burns, 1978), visionary leadership (Sashkin, 1988), etc. After burns introduced the 
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concept of transformational leadership, Bass (1985) formally advanced the theory of 

transformational leadership. 

The notion and theory of transformational leadership involved in this study 

belongs to the category of leadership style theory of leadership theory. 

 

2.4.1 Concept of Transformational Leadership 

In 1978, Burns introduced the concept of transformative leadership. 

Burns (1978) describes transformational leadership as the process by 

which both leaders and followers attain higher levels of ethics and 

motivation. Transformational leadership requires the ability to devel op the 

needs of followers in a follower-centered manner. First, transformational 

leaders have the capacity to cultivate followers with an ethical need, such 

as the need to advocate a cause or adopt a more ethical stance on an issue. 

Second, there is a requirement for consistency and dispute resolution. 

Transformational leaders must assist followers in resolving discrepancies 

and overcoming conflicts. The procedure is founded on empathy, 

comprehension, insight, and deliberation, not manipulation, the exercis e 

of power, or compulsion (Burns, 1978). Burns (1978) thought that 

leadership involves directing subordinates to follow certain goals and 

behaviours, which represents the value and inspiration of both leaders and 

followers. Additionally, he suggested that the contact between leaders and 

followers might be classified as transactional or trans formative (Burns, 

1978). Transformational leaders can be charismatic, enlightening, and 

invigorating (O'Regan & Ghobadian, 2006). Transformational leaders may 

have the potential to advance a vision, foster skills and creativity, and 

promote innovation. Transformational leadership is developed when 

leaders broaden and enhance the interests of subordinates, make 

subordinates aware of the team's goals and mission, inspire followers to 

surpass their personal interests, and give greater attention to the team  as a 

whole (Bernard, 1990). Transformational leadership is typically centred 

on ethics, leader's motivations, and followers (Burns, 1978). 

Transformational leaders are similar to charismatic leaders, but are 
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renowned for their influence on innovation, entrepreneurship, and 

transformation (Seltzer & Bass, 1990). Transformational leaders are 

distinguished by their humanitarian orientation, which demonstrates their 

commitment for justice, compassion, and selflessness (Hunt, 2017). 

Transformational leaders exhibit behaviours with optimum influence 

traits, which will cause their subordinates to view them as role  models 

(Bass & Riggio, 2006). According to a recent study by Yıldız and Şimşek 

(2016), transformational leaders exhibit individualised influence and high 

moral behaviour, which inspires subordinates' respect and confidence 

(Yıldız & Şimşek, 2016). According to the definition of researchers, 

transformational leaders can change the awareness of followers, enhance 

the spirit of followers, and urge followers to strive to attain organisational 

goals; nevertheless, the followers' decision to change must originate from 

themselves (Luthans, 2005). 

Transformational leadership theory has shifted its original 

development process focus from focusing on the moral behaviour of 

leaders to achieving organisational objectives. According to numerous 

researchers, transformational leadership focuses primarily on 

accomplishing organisational objectives (Hunt, 2017). Transformational 

leadership is exemplified by a leader with specific qualities who can 

excite and inspire his or her people to accomplish ambitious corporate 

goals (Gregory Stone, Russell, & Patterson, 2004). Transformational 

leadership is primarily concerned with motivating and enhancing staff 

performance to meet organisational objectives (Yukl, 1999). 

Transformational leadership is predicated on inspiring and motivating 

employees to achieve company objectives. The primary objective of 

transformational leadership is to motivate employees to participate and 

care about the organization's objectives (Gregory Stone et al., 2004). 

According to scholars, transformational leaders are adept at identifying 

their flaws and leveraging their strengths to attain their objectives (Bennis 

& Nanus, 1985). 
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Transformational leaders can assist followers in adopting novel 

approaches to conventional challenges. Followers are encouraged to view 

the issue or problem from a new angle in order to identify other methods 

of work or alternative solutions to the problem (Bass & Avolio, 1994). 

Transformational leaders will provide followers with constructive 

feedback, motivate them to think imaginatively about challenging 

problems, and direct them to exert greater effort (Hammedi, van Riel, & 

Sasovova, 2013). Transformational leaders concentrate on individual 

employees and encourage them to prioritise the organization's inter ests 

over their own (Gregory Stone et al., 2004). Transformational leadership 

is associated with effective leader-subordinate communication. 

Transformational leaders acknowledge and value their people, listen, 

coach, and delegate work to team members (Gregory Stone et al., 2004). 

Researchers discovered that transformational leaders can assist groups in 

acquiring knowledge via transactive memory system (Peltokorpi & Hasu, 

2011). 

 

2.4.2 Characteristics of Transformational Leadership 

Scholar considered that transformational leadership has four characteristics: a. 

leadership charisma, b. intellectual stimulation, c. inspirational motivation, d. 

individualized consideration (Bass, 1985). 

2.4.2.1 Idealized Influence 

Subordinates admire, value, and copy leaders with charisma because it 

is an attractive quality (Avolio & Bass, 2001). Generally, a charismatic leader 

possesses excellent morality and ethics (Northouse, 2016). Leadership charisma often 

consists of two dimensions: action and attribution (Bass & Riggio, 2006). The 

conduct dimension indicates that subordinates will focus on the precise actions of 

leaders, whereas the attribution dimension describes how subordinates perceive their 

leaders (Northouse, 2016). Weber (1947) defined the term "charm" as a unique ability 

that no one else possesses. Charisma indicates that leaders exert a powerful emotional 

influence on their followers (Bass, 1985). The emotional effect between leaders and 

subordinates is referred to as charisma (House, 1976). According to the findings of 
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experts, charismatic leaders can develop a strong emotional bond with their 

subordinates through excellent communication and a commitment to the future (Day 

& Antonakis, 2012). Leadership charisma is the capacity of leaders to emotionally 

influence their followers (Newman & Butler, 2014). Scholars believed that the 

behaviour of transformational leaders with leadership charisma would cause their 

followers to view them as role models (Bass & Riggio, 2006). 

Followers have a great deal of faith in charismatic leaders (Jung & 

Avolio, 2000). According to Yıldız and Şimşek (2016), transformational leaders with 

customised effect qualities would exhibit noble moral behaviour, which will inspire 

subordinates' respect and trust. Scholars believed charismatic leaders to be self-

confident because they want to guide and motivate their people to work diligently to 

attain corporate objectives (Abdullah & Varatharajoo, 2017). Their subordinates trust 

and admire charismatic leaders because charismatic leaders can articulate a 

compelling vision (Gardner & Avolio, 1998). Transformational leaders with 

charismatic leadership will be loved, valued, and trusted by their subordinates because 

they have the courage to take chances, care about their subordinates, and have high 

ethical standards (Bass & Riggio, 2006; Williams, 2013). Transformational leaders 

have the charisma of a leader to inspire their people to go toward organisational goals 

and ignite their desire to attain organisational goals (Abdullah & Varatharajoo, 2017). 

2.4.2.2 Inspirational Motivation 

Scholar defined incentive-motivated leaders as those who transmit high 

expectations to subordinates and encourage them through shared goals (Northouse, 

2016). Motivated leaders will inspire subordinates to accomplish goals that were 

previously unattainable (Day & Antonakis, 2012). Transformational leaders, 

according to Hellriegel and Slocum (2009), offer their followers a positive future and 

push them to concentrate on attaining predetermined goals. In their research, scholars 

concluded that transformational leadership will inspire subordinates to exert greater 

effort to confront challenging jobs, and that these difficulties will thrill subordinates 

(Abdullah & Varatharajoo, 2017). Scholars have also noted that leaders with incentive 

traits emotionally urge their subordinates to put the organization's goals ahead of their 

own, so fostering team spirit (Northouse, 2016). 
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2.4.2.3 Intellectual Stimulation 

Transformational Leadership's logical and unemotional part is 

intellectual stimulation (Day & Antonakis, 2012). This trait of transformational 

leadership includes not only the problem-solving abilities of subordinates, but also the 

problem-solving abilities of leaders (Abdullah & Varatharajoo, 2017). Scholars 

believe that leaders will create an inventive work atmosphere that encourages 

subordinates to question leaders and then propose new strategies. (Yıldız & Şimşek, 

2016) Leaders view problem resolution as a valuable opportunity and promote 

ongoing learning. 

2.4.2.4 Individualized Consideration 

Individualized leaders demonstrate the capacity to prioritise the needs, 

skills, and objectives of each follower (Avolio, 1999). Leaders will encourage, 

support, and assist subordinates in enhancing their self-confidence and career 

development so that they can achieve organisational objectives (Yukl, 2011). These 

leaders are typically selfless and willing to assist, motivate, and direct their 

subordinates (Hunt, 2017). These leaders must serve as mentors and coaches to 

inspire and encourage their employees (Hunt, 2017). In 1978, Burns first introduced 

the concept of transformative leadership. The initial emphasis of transformational 

leadership theory was on the moral conduct of leaders. Transformational leadership 

theory has gradually shifted its initial emphasis from requiring leaders to exhibit high 

moral behaviour to achieving organisational goals as it has evolved. Transformational 

leadership focuses primarily on accomplishing corporate objectives (Hunt, 2017). 

Transformational leadership is primarily concerned with motivating and enhancing 

staff performance to meet organisational objectives (Yukl, 1999). The research on 

transformational leadership theory focuses primarily on four characteristics: 

leadership charm, intelligent stimulation, charisma, and personalised care. 

Transformational leadership focuses on the accomplishment of organisational goals 

by its followers, but little is known about its effect on tacit knowledge sharing. 

Furthermore, transformational leaders can use transactive memory systems to help 

teams gain expertise (Peltokorpi & Hasu, 2011). 
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2.5 Turnover Theory: Turnover Intention 

Beginning in the 20th century, scholars primarily performed study on 

organisational employee mobility from a macroeconomic viewpoint in order to 

investigate the elements that influence employee mobility, including pay, joint 

training, labour market structure, employment prospects, etc. These studies were 

subsequently created on the basis of turnover theory (Chen, 1997; Zhang & Zhang, 

2006). In the 1950s, academics began to investigate the development of talent 

retention or turnover models. Beginning with March and Simon (1958) study of the 

turnover model, scholars have studied the turnover model with a wealth of content, 

increasingly diverse perspectives, and ongoing research advancement, forming the 

academic mainstream "turnover theory" (Zhang & Zhang, 2006). 

Employee turnover is the process by which a person who receives material 

benefits from the company severing his personal link with the organisation (Mobley, 

1977). Price (1977) defined worker turnover as the degree to which the number of 

people in the organisation left during this period, and was viewed as the number of 

people in this relationship during the period who were separated from the factory's 

operation. March and Simon (1958) viewed turnover intention to be a person's desire 

to leave their current job and seek new employment possibilities. Since then, 

numerous researchers have conducted a series of studies on the causes of intention to 

leave. According to Porter and Steers (1973), turnover intention encompasses the 

attitude, desire, and action of employees and is a predictor of resignation behaviour. 

Turnover intention refers to a person's subjective assessment of the likelihood of 

leaving the organisation in the near future (Mobley, 1977). The definition of turnover 

intention is the tendency to depart a company deliberately and deliberately (Tett & 

Meyer, 1993). As a psychological decision between a person's attitude toward work 

and the decision to stay or leave, turnover intention can be considered the direct 

antecedent of staying or leaving (Fox & Fallon, 2003). Although turnover intention is 

merely a perception, scholars consider it to be the most significant indicator of actual 

turnover because it represents the final stage before employees actually leave (Shim, 

2010; Tett & Meyer, 1993). Considerable support exists for the notion that turnover 

intent may be the most significant and direct precursor of turnover choice (Chiu & 
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Francesco, 2003). The study reveals a continuous relationship between turnover 

intention and turnover rate (Fox & Fallon, 2003). There are two different sorts of 

resignation: voluntary and involuntary. The rationale for the decision to quit is the 

employees' voluntary resignation (Amankwaa & Anku-Tsede, 2015). In addition, an 

involuntary resignation is the termination of employment without the consent of the 

employee (Hung, Lee, & Lee, 2018; Shaw, Delery, & Jenkins, 1998). Scholars feel 

that the aim to limit staff turnover is an effective method for lowering the actual 

turnover rate (Blomme, & Rheede, 2010). Price (1977) defines "turnover rate" as the 

ratio of the number of departing members to the average number of members over the 

time. 

Ali (2008); Chapman (1993); Vance (2006); Wöcke and Heymann (2012) 

have demonstrated that turnover intentions have a negative effect on organisations. 

According to Cascio (2000); Wöcke and Heymann (2012), excessive expenditures for 

recruiting and training new personnel can result from a high turnover intention. 

Turnover intent can also affect productivity and employee engagement because to the 

remaining employees' overwork and job burnout (James & Mathew, 2012; Kumar & 

Dhamodaran, 2013). Researchers conducted a survey that revealed the connection 

between organisational level, environment, group and individual characteristics. 

Researchers discovered that turnover impacts the organization's economic standing 

and performance, and wastes the employer's time and energy (Harhara, Singh, & 

Hussain, 2015). The high turnover intent of employees is often regarded as a negative 

phenomena that should be prevented in the workplace (W. Kim & Hyun, 2017). 

Researchers researched the volatility of employee turnover intentions and discovered 

that, among employees who conduct normal work on a conventional work schedule, 

turnover intentions may not alter daily. However, hotel personnel in positions directly 

addressing guests may suffer bigger daily fluctuations in turnover intention (Yu, Xu, 

Li, & Shi, 2020). Research on Korean nurses revealed that when a lethal viral 

pandemic breaks out, nurses will exhibit a high degree of post-traumatic stress 

disorder and a strong desire to leave the profession (Jung, Jung, Lee, & Kim, 2020). 

The study of Philippines nurses revealed that the fear of covid-19 led to psychological 

discomfort and a higher likelihood of leaving the profession (Labrague & de Los 

Santos, 2021). 
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2.6 Theoretical Frameworks 

Based on the exploration and research in the previous chapters, this section 

extracts the key arguments from the relevant literature, first forms the theoretical 

framework of this paper, and then constructs the conceptual framework of this paper. 

 

2.6.1 Transformational Leadership and Turnover Intension 

 

 

Figure 2.1  Transformational Leadership and Turnover Intension 

 

In the evolution of leadership theory, Graen (1976) introduced the leader-

member exchange hypothesis, which predicts that the higher the subordinates' 

performance evaluation level, the lower their turnover rate and the greater their 

satisfaction with their leader (Zi & Liu, 2005). Since then, leadership theory has 

begun to incorporate turnover variables and has been the subject of academic study. 

The theory of transformational leadership is a subfield of leadership theory. 

Transformational leadership represents a new sort of leadership ideology. 

Transformational leadership styles are focused with the connection between leaders 

and followers. After the initial proposal of transformational leadership theory by Bass 

(1985) and more than three decades of research, a vast number of empirical research 

findings demonstrate that transformational leadership has a favourable effect on 

subordinates' behaviour and organisational performance. With the expansion of 
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relevant research, the field of transformational leadership has been enriched, and its 

influence on knowledge sharing, intention to leave, etc. has steadily entered the 

empirical study realm (Yin, 2019). As depicted in Figure 2.1, Park and Pierce (2020) 

found that transformative leadership had a strong negative effect on the intention of 

child welfare personnel to leave their positions. The results of a study of Jordanian 

public hospital nurses by academics revealed a negative association between 

transformational leadership and turnover intention (Kharabsheh et al., 2017). Scholars 

have examined the relationship between transformative leadership style and employee 

turnover rate. The researchers discovered a negative correlation between 

transformational leadership and turnover intent. The researchers hypothesised that 

transformative leadership management would result in a lower turnover rate, so as to 

sustain a competitive edge and enhance company performance (Alatawi, 2017). 

Amankwaa and Anku-Tsede (2015) investigated the elements that influence 

transformational leadership and employee turnover, as well as the impact of 

transformational leadership on employee turnover intent. It is considered that 

transformational leadership is negatively associated with intention to leave, and it is 

the responsibility of management to utilise more transformational leadership as an 

effective instrument to address the grave repercussions of turnover in Ghana's banking 

sector (Amankwaa & Anku-Tsede, 2015). Khan (2015) contends that transformative 

leadership has had a direct impact on employee turnover intentions. A survey of an 

Indonesian company operating in the aircraft catering service industry by academics 

revealed that transformative leadership had a considerable negative impact on 

turnover intention (Suryawan, Ardana, & Suwandana, 2021). Transformational 

leadership has a detrimental effect on employees' intention to leave, according to 

scholarly research on China's high-energy-consuming companies (Li, Zhu, Che, Sun, 

& Tan, 2021). 
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2.6.2 Transformational Leadership and Transactive Memory System 

 

 

Figure 2.2  Transformational Leadership and Transactive Memory System 

 

Wegner (1987) developed the transactive memory system theory. This is the 

beginning of the establishment of the transactive memory system hypothesis 

(Moreland, & Wingert, 1996), and scientists have explored the relationship between 

this theory and leadership. At the same time, bass advanced the theory of 

transformational leadership (1985). Then, academics began to investigate the 

connection between the transactive memory system and transformative leadership. 

The intervention of transformational leadership has had a good effect on the team's 

transactive memory system, as depicted in Figure 2.2. (Biancardi, O'Toole, et al., 

2021). In their study of 75 sales teams, researchers discovered that transformational 

leadership has a stronger relationship with the transactive memory system in smaller 

teams (Bachrach & Mullins, 2019). Transformational leadership and an open 

organisational climate can foster teamwork and a shared vision, stimulate a focus on 

communal outcomes, and facilitate the building and growth of a transactive memory 

system. It has been demonstrated that transformational leadership is necessary for the 

establishment of transactive memory systems (Hammedi et al., 2013). 

Transformational leaders can use the transactive memory system to increase the 

team's innovation capacity, and team members can acquire professional knowledge to 

be able to use it for innovation (Peltokorpi & Hasu, 2011).  
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2.6.3 Turnover Intention and Transactive Memory System 

 

 

Figure 2.3  Turnover Intention and Transactive Memory System 

 

Since the conception of the notion of the transactive memory system, 

researchers have increasingly investigated the impact of turnover variables on the 

transactive memory system. Kush (2016) argued that if all team members do not 

connect with one another, the team has no transactive memory system and can only 

rely on personal knowledge and experience. However, if some members of the group 

are constantly present, a transactive memory system may still exist and be beneficial 

to the group members. Accordingly, according to the definition of transactive memory 

system, turnover should have a negative effect on the team's transactive memory 

system, but it will not completely destroy it. If transactive memory system is viewed 

as a knowledge network amongst its members, then removing persons from the 

network will inevitably destroy its knowledge structure (Kush, 2016). As depicted in 

Figure 2.3, turnover is detrimental to the transactive memory system (Moreland, 

1999). According to Kush (2016), turnover will disturb the transactive memory 

system and its relationship to team performance. The effectiveness of the transactive 

memory system was significantly influenced by team member turnover due to the 

system's dependence on team members' knowledge and skills (Lewis, Belliveau, 

Herndon, & Keller, 2007). Typically, new team members lack the same skills and 

knowledge as their predecessors, posing a challenge for teams whose coordination 

logic is adapted to the specific abilities and traits of the original members. In a study 
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of 109 volunteer teams from American institutions, researchers discovered that teams 

with stable members have a stronger transactive memory system than teams with 

turnover (Argote, Aven, & Kush, 2018). However, Kush (2016) concluded that even 

if turnover damages a team's previous transactive memory system, some teams may 

be able to rapidly rebuild it, rendering the total influence of turnover on the 

transactive memory system unimportant. 

 

2.6.4 Transformational Leadership and Tacit Knowledge Sharing 

 

 

Figure 2.4  Transformational Leadership and Tacit Knowledge Sharing 

 

One of the inventors of knowledge management theory, Sveiby and Lloyd 

(1990) produced the world's first book on knowledge management theory and 

declared that the book's purpose is to provide knowledge-intensive business 

executives with numerous management concepts (Sveiby & Lloyd, 1990). This is the 

first time the connection between knowledge management theory and leaders has 

been mentioned. Leadership is one of the most important success factors in 

knowledge management. Several researchers have investigated and discussed the 

relationship between leadership and knowledge management success. The findings 

indicate a positive relationship between the strategic dimension of leadership and the 

achievement of knowledge management practise (Mas-Machuca, 2014). Several 

researchers have investigated the relationship and impact of leadership styles on the 

knowledge management strategies of software organisations. Diverse leadership 
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styles had dramatically different effects on knowledge management, according to the 

findings of the study (Singh, 2008). Mas-Machuca (2014); Singh (2008) demonstrate 

that leadership theory has a substantial impact on knowledge management theory. E. 

J. Kim and Park (2020) investigated the relationship between transformational 

leadership, organisational climate, employee knowledge sharing behaviour, and 

organisational learning, as depicted in Figure 2.4. Research demonstrates that 

transformational leadership has a direct effect on organisational environment, 

knowledge sharing, and organisational learning. In Bavaria, Germany, researchers 

discovered a positive association between transformational leadership and information 

sharing (Anselmann & Mulder, 2020). Scholars have demonstrated a strong 

relationship between transformational leadership style and information sharing 

(Mohammadi & Boroumand, 2016). The research demonstrates that tacit knowledge 

and transformative leadership style are related (Taylor, Psotka, & Legree, 2015). 

Researchers believed that transformative leadership can impact employees' knowledge 

concealment behaviour and boost information sharing among employees (Ladan, 

Nordin, & Belal, 2017). Organizations and leaders can improve the likelihood of 

passing personal experience to other employees and prevent the loss of tacit 

knowledge among IT professionals due to turnover, according to research (Borges, 

2013).  

 

2.6.5 Turnover Intention and Tacit Knowledge Sharing 

 

 

Figure 2.5  Turnover Intention and Tacit Knowledge Sharing 
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Turnover has always been an integral component in knowledge management 

theory research. Knowledge management arose in the 1990s as a result of research 

indicating that when a firm's knowledge workers left, the organisation lost essential 

knowledge and valuable resources, resulting in significant financial losses (Earl, 

2001). Sharing knowledge is a crucial aspect of knowledge management (Van den 

Hooff & De Ridder, 2004). Researchers have discovered an association between staff 

turnover and ineffective knowledge management (Luthra & Singh, 2019). There are 

limited empirical indications of the association between information sharing and 

intention to leave an organisation. The primary problem is that knowledge sharing as 

a structure for experience has not been well developed (Hislop, 2003). However, 

Jacobs and Roodt (2007) revealed a substantial negative association between 

information sharing and intention to leave the organisation. Researchers discovered 

that professional nurses who have the option to share knowledge also have the chance 

to gain new knowledge and see their working environment favourably. As a result, 

they may be less eager to leave. Moreover, the ultimate (most cost-effective) 

predictive model of turnover intention revealed that the relationship between 

organisational culture and information sharing decreased turnover intention (Jacobs & 

Roodt, 2007). As depicted in Figure 2.5, some researchers hypothesised a negative 

correlation between turnover intention and tacit knowledge, but lacked actual 

evidence. They believed there was a dearth of empirical study in this field and hoped 

that in the future, experts will conduct such studies (Wan & Mohammad, 2016). 

Researchers discovered an association between knowledge sharing and instructors' 

intention to leave the profession (Srivastava & Pradhan, 2019). Indian scholars have 

discovered a significant correlation between turnover intent and information sharing 

(Lakshman, Rai, & Lakshman, 2021). 
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2.6.6 Transactive Memory System and Tacit Knowledge Sharing 

 

 

Figure 2.6  Transactive Memory System and Tacit Knowledge Sharing 

 

Wegner et al. (1985) believed that the transactive memory system is a 

knowledge sharing system that is used to encode, store, and retrieve knowledge 

(Wegner, Erber, & Raymond, 1991), and knowledge sharing is an integral aspect of 

the theory of knowledge management (Van den Hooff & De Ridder, 2004), This 

demonstrated that academics have long considered the connection between transactive 

memory theory and knowledge sharing of knowledge management theory. Ulterior 

researchers have stressed that the transactive memory system embodies the essence of 

knowledge management. Scholars believed that the primary function of transactive 

memory system was to act as a knowledge repository that relies on the professional 

knowledge of team members, establish a knowledge network for retrieving 

information, and promote the integration and utilisation of knowledge in different 

fields (Akgün, Byrne, Keskin, Lynn, & Imamoglu, 2005); thus, it is often necessary to 

pay attention to the related knowledge management factors in the research of 

transactive memory system (Argote & Guo, 2016). Sharing of knowledge is a crucial 

aspect of knowledge management (Van den Hooff & De Ridder, 2004). Figure 2.6 

illustrates that knowledge sharing is a complicated social process that involves the 

acquisition of explicit and tacit information (Ryan & O'Connor, 2013). The 

Transactive memory system is a shared mental model and there is division of labour 

collaboration in this system, which is utilised to learn, recall, and exchange pertinent 
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team knowledge, according to research. According to the research, the transactive 

memory system is crucial for the acquisition and dissemination of tacit information 

because expert knowledge is largely concealed. In Ireland and the United Kingdom, 

researchers administered questionnaires and evaluated the relationship between 

transactive memory and tacit knowledge (Ryan & O'Connor, 2013). Transactive 

memory system can enhance the rate of information sharing, boost the rate of 

knowledge sharing, and maximise the effectiveness of knowledge via means of 

knowledge sharing (Yao & Lee, 2016). Transactive memory system can have a 

substantial impact on the team's capacity to construct a professional knowledge 

directory and team members' desire to share knowledge, as well as minimise waste in 

knowledge sourcing and conflict resolution (Obayi, Koh, Oglethorpe, & Ebrahimi, 

2017). In the analysis of software development teams, researchers investigated the 

impact of transactive memory system on knowledge transfer (Chen, Li, Clark, & 

Dietrich, 2013). According to existing studies, the transactive memory system has a 

good effect on the capacity for team knowledge exchange (Lv, Chen, & Shao, 2018). 

On the basis of the preceding analysis of transformational leadership, turnover 

intention, the transactive memory system, and tacit knowledge sharing, it can be 

concluded that these concepts are extremely important research topics, and that only a 

small number of studies have been conducted on certain research angles. They are 

concepts from leadership theory, knowledge management theory, and transactive 

memory system theory, and they are connected. This paper therefore presents a new 

theoretical framework and expands its research contributions to leadership theory, 

knowledge management theory, and transactive memory system theory. 

According to the previous discussion, the theoretical framework is thus 

derived as shown in the Figure 2.7. 
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Figure 2.7  Theoretical Framework of This Study 

 

2.7 Conceptual Framework and Research Hypotheses 

In the prior literature, interrelationships between independent variables such as 

tacit knowledge sharing, transactive memory system, transformational leadership, and 

turnover intention were also proposed. Thus, the conceptual framework is derived as 

seen in Figure 2.8, and all hypotheses are presented in Table 2.1: 

 

 

Figure 2.8  Conceptual Framework and Hypothesis of This Study 
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Table 2.1  Summary of Research Hypothesis 

Hypothesis 

Direct Effect Hypothesis 

H1: Transformational leadership has negative impact on turnover intension. 

H2: Transformational leadership has positive impact on transactive memory system. 

H3: Turnover intension has negative impact on transactive memory system. 

H4: Transformational leadership has positive impact on tacit knowledge sharing. 

H5: Turnover intension has negative impact on tacit knowledge sharing. 

H6: Transactive memory system has positive impact on tacit knowledge sharing. 

Mediating Effect Hypothesis 

H7a: The linkage between transformational leadership and transactive memory system 

is mediated by turnover intention. 

H7b: The linkage between transformational leadership and tacit knowledge sharing is 

mediated by turnover intention. 

H8a: The linkage between turnover intention and tacit knowledge sharing is mediated 

by transactive memory system. 

H8b: The linkage between transformational leadership and tacit knowledge sharing is 

mediated by transactive memory system. 

Chain Effect Hypothesis 

H9: The linkage between transformational leadership and tacit knowledge sharing is 

dual mediated by turnover intention and transactive memory system. 

 

 

According to the findings of Park and Pierce (2020), transformative leadership 

has a considerable negative impact on the intention to leave among child welfare 

personnel. Alatawi (2017) investigated the impact of turnover intention and 

transformational leadership style on the employee turnover rate of a firm. Researchers 

discovered that transformational leadership style is negatively correlated with 

turnover intention and proposed that managers with a transformational leadership 

style can anticipate a lower turnover rate, remain competitive in an unstable economic 
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environment, and increase productivity and performance as a result. Kharabsheh et al. 

(2017) investigated the factors that influence the association between transformational 

leadership and nurses' inclination to leave public hospitals in Jordan. 

Transformational leadership is adversely associated with intention to leave an 

organisation (Kharabsheh et al., 2017). Consequently, the preceding observations lead 

to the following conclusion: 

Hypothesis 1: Transformational leadership has negative impact on turnover 

intension. 

Transformational leadership has a good effect on the transactive memory 

system of a team (Biancardi, O'Toole, et al., 2021). In a study of 75 sales teams, 

researchers discovered that transformational leadership has a better correlation with 

the transactive memory system in smaller teams (Bachrach & Mullins, 2019). 

Transformational leadership and an open organisational climate can foster teamwork 

and a shared vision, encourage focus on group outcomes, and facilitate the building 

and growth of a transactive memory system (Hammedi et al., 2013). Consequently, 

the preceding observations lead to the following conclusion: 

Hypothesis 2: Transformational leadership has positive impact on transactive 

memory system. 

In a study of 109 volunteer teams from American institutions, researchers 

discovered that teams with stable members have a stronger transactive memory 

system than teams with turnover (Argote et al., 2018). Kush (2016) investigated the 

predictors and outcomes of the development of transactive memory systems. The 

transactional storage system is a shared system for encoding, storing, and invoking 

who knows what inside a group. In general, the group with a well-developed 

transactive memory system outperformed the group without one. Scholar explored 

how communication fosters the growth of the transactive memory system, how 

turnover interrupts the transactive memory system, and the relationship between these 

factors and team performance. Consequently, the preceding observations lead to the 

following conclusion: 

Hypothesis 3: Turnover intension has negative impact on transactive memory 

system. 



 

 

41 

In Bavaria, Germany, researchers discovered a positive association between 

transformational leadership and information sharing (Anselmann & Mulder, 2020). 

Transformational leadership influences knowledge sharing positively (Al-Husseini & 

Elbeltagi, 2018). Kim and Park (2020) investigate the connection between 

transformational leadership, organisational climate, employee knowledge-sharing 

behaviour, and organisational learning. His research demonstrates that 

transformational leadership has a direct effect on organisational environment, 

knowledge sharing, and organisational learning. Consequently, the preceding 

observations lead to the following conclusion: 

Hypothesis 4: Transformational leadership has positive impact on tacit 

knowledge sharing. 

Indian scholars have discovered a significant correlation between turnover 

intent and information sharing (Lakshman et al., 2021). There has been no empirical 

investigation into the relationship between turnover intent and knowledge sharing. As 

an empirical structure, the primary reason why knowledge sharing has not been fully 

established is that it has not been thoroughly developed (Hislop, 2003). However, the 

interaction model of knowledge sharing and organisational culture can predict 

intention to leave the organisation (Jacobs & Roodt, 2007). In addition, the 

researchers discovered a significant inverse association between information sharing 

and intention to leave the organisation. The study confirmed that nurses who shared 

knowledge had the opportunity to gain new knowledge, viewed their workplace as 

positive, and had a low intention to leave their positions (Jacobs & Roodt, 2007). 

However, there is little empirical evidence to support the hypothesis that turnover 

intention is significantly adversely linked with tacit knowledge. Consideration was 

given to the paucity of research literature in this topic, and future scholars are 

encouraged to do empirical research (Wan & Mohammad, 2016). The most 

significant study subjects are unquestionably knowledge exchange and turnover 

intent. The research findings indicate that knowledge sharing can lower instructors' 

desire to leave the profession (Srivastava & Pradhan, 2019). Consequently, the 

preceding findings lead to the following hypotheses: 

Hypothesis 5: Turnover intension has negative impact on tacit knowledge 

sharing. 
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According to the research, the Transactive Memory System is a shared mental 

model with a collaborative work division for learning, memorising, and transmitting 

team-related knowledge. According to the research, the transactive memory system is 

crucial for the acquisition and dissemination of tacit information because expert 

knowledge is largely concealed. In Ireland and the United Kingdom, researchers 

administered questionnaires and discovered a favourable association between 

transactive memory and tacit knowledge (Ryan & O'Connor, 2013). In addition, the 

transactive memory system can have a substantial impact on the team's capacity to 

establish a professional knowledge directory and the team members' desire to share 

knowledge, as well as eliminate waste in knowledge sourcing and conflict resolution 

(Obayi et al., 2017). In addition, researchers explored the integration of tacit 

knowledge based on social network from the perspective of the transactive memory 

system and discovered that the transactive memory system has a considerable positive 

effect on the integration of tacit information (Zhang, Hong, & Ling, 2012). 

Transactive memory system may actively promote the expansion of information 

sharing and maximise the efficacy of knowledge through knowledge sharing (Yao & 

Lee, 2016). Consequently, the preceding observations lead to the following 

conclusion: 

Hypothesis 6: Transactive memory system has positive impact on tacit 

knowledge sharing. 

Lastly, Alatawi (2017); Kharabsheh et al. (2017); Srivastava and Pradhan 

(2019) concluded that transformative leadership is associated to turnover intention 

and knowledge sharing, respectively. Peltokorpi and Hasu (2016) believed 

Transformational leaders is associated with the transactive memory system, while 

Yao and Lee (2016) validated that the transactive memory system is associated with 

tacit knowledge sharing. The relationship between transformational leadership and 

tacit knowledge sharing is hypothesised to be mediated by both turnover intention and 

transactive memory system. Consequently, the preceding findings lead to the 

following hypotheses: 

H7a: The linkage between transformational leadership and transactive memory 

system is mediated by turnover intention. 
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H7b: The linkage between transformational leadership and tacit knowledge 

sharing is mediated by turnover intention. 

H8a: The linkage between turnover intention and tacit knowledge sharing is 

mediated by transactive memory system. 

H8b: The linkage between transformational leadership and tacit knowledge 

sharing is mediated by transactive memory system. 

H9: The linkage between transformational leadership and tacit knowledge 

sharing is dual mediated by turnover intention and transactive memory system. 

  



 

 

CHAPTER 3 

 

RESEARCH METHODOLOGY  

 

This chapter introduces the research methods used to test the mediating effect 

between the independent variables of transformational leadership and the dependent 

variables of tacit knowledge sharing, including research methods, sample size 

calculation, sampling, data collection tools, the data collection process, and data 

statistical processing. 

 

3.1 Methods of Research Used  

In this study, the questionnaire will serve as the primary data source; 

secondary data will not be utilised. This research and analysis uses SPSS 19 for factor 

analysis, reliability testing, and regression analysis, followed by Amos 24 for 

structural equation modelling and analysis. 

 

3.2 Target Population and Sampling Procedures  

3.2.1 Target Population of the Study  

This paper's intended audience is Chinese knowledge workers. The scope of 

this study is limited to software engineers as knowledge workers. 

Convenience sampling refers to the sampling method in which researchers 

select samples based on their own convenience (Given, 2008; Zikmund, Babin, Carr, 

& Griffin, 2013). There are a number of benefits to convenient sampling, which can 

locate a large number of respondents in a brief period (Etikan, Musa, & Alkassim, 

2016; Zikmund et al., 2013). Moreover, it is economical compared to other 

technologies (Zikmund et al., 2013). Convenience sampling is conceivable when the 

population size is so great that random sampling is impossible (Etikan et al., 2016). 
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This study examines the relationship between transformative leadership and tacit 

knowledge sharing using convenience sampling.  

The sample size equation determines the sample size (Yamane, 1967). 

 

𝑛 =
𝑁

1 + 𝑁 × 𝑒2
 

 

Where, sample size is n, total size is N and maximum acceptable error (5%) is 

(Yamane, 1967).  

Chinese software engineers are the subject of this paper's research. Shenzhen, 

Shanghai, and Beijing are the cities with the highest concentration of software 

personnel in China (People's Daily, 2020). These three cities are densely populated 

with IT personnel, accounting for nearly half of the total IT personnel in China 

(Proginn, 2021). These tree cities are therefore reflective of sampling. 

People's Daily (2020) estimates that the sample population is approximately 

2.8 million, given that the number of software personnel in Shenzhen, Shanghai, and 

Beijing is approximately 1.4 million, 700,000, and 700,000, respectively. 

The sample size (n) is  

 

𝑛 =
2800000

1 + 2800000 × 0.052
 ≌ 400 

 

This study will build a questionnaire using the free online questionnaire 

platform "Sojump" in China, which is popular. The link to the questionnaire will be 

given to the WeChat groups of software engineers in Shenzhen, Shanghai, and Beijing 

since Chinese software developers engage in daily technical conversations between 

programmers through a huge number of WeChat groups. In order to keep 400 

questionnaires valid, 500 questionnaires were delivered. The sampling was based on 

the proportion of software developers in each of the three cities. 

 

3.2.2 Sampling Procedure 

In order that researchers can collect data in a short time and allow respondents 

to fill in the questionnaire in a convenient time, compared with other methods, this 
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study selects the questionnaire form that is easier to distribute for data collection 

(Bryman & Bell, 2015).   

 

3.3 Research Instruments/Questionnaires 

The dimensions of the questionnaire for this study are derived from previous 

research. According to Jhangiani, I-Chiang, and Price (2015), utilising existing scale 

measurements offers various advantages. Typically, it is advisable to choose scales 

that have been successfully utilised in past studies. The advantages are (a) saving time 

and effort in establishing the measure yourself, (b) there is evidence that the measure 

is effective (if used effectively), and (c) your results can be compared and merged 

with past results more readily. In fact, if a dependable and successful construction 

indication already exists, other researchers may expect you to employ it unless you 

have a compelling reason not to (Jhangiani et al., 2015). 

The questionnaire utilised in this study is based on questionnaires from prior 

research. Select pertinent research questions that accommodate the research scope of 

the knowledge workers in this study. Before the preliminary test, the initial text of the 

questionnaire was evaluated by Chinese software engineers. They all have one to 

twenty years of work experience to complete the survey requirements. 

 

3.3.1 Dependent Variable 

3.3.1.1 Tacit Knowledge Sharing 

Researchers employed the tacit knowledge updating and sharing scale 

created by Bock, Zmud, Kim, and Lee (2005) and translated its three items into 

Chinese. The coefficient of internal consistency of the tacit knowledge sharing scale 

is 0.768%. These scales employ the five-point Likert scale, ranging from 1 (strongly 

disagree) to 5 (strongly agree) (strongly agree). Three subjective metrics of tacit 

knowledge exchange are illustrated in Table 3.1. 
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Table 3.1  Tacit knowledge Sharing Questions 

Label Question Scale 

TKS1 Team members often share ideas and inspiration. Likert 

TKS2 Team members often share their work experience or know-how. Likert 

TKS3 If requested by other team members, the team members will 

provide the sources or insiders of the knowledge they know. 

Likert 

 

3.3.2 Mediating Variables 

3.3.2.1 Turnover Intention  

The turnover intention scale utilised in this study is comprised of four 

components developed by Kelloway, Gottlieb, and Barham (1999). These scales 

employ the five-point Likert scale, ranging from 1 (strongly disagree) to 5 (strongly 

agree) (strongly agree). Table 3.2. displays three subjective turnover intention 

measures. 

 

Table 3.2  Turnover Intention Questions 

Label Question Scale 

TI1 I am thinking about leaving this organization. Likert 

TI2 I am planning to look for a new job.  Likert 

TI3 I intend to ask people about new job’s opportunities. Likert 

TI4 I will not leave this company for the next year. (reversed) Likert 

 

3.3.2.2 Transactive Memory System 

This paper mainly refers to the transactive memory system scale 

designed by Lewis (2003), which has 15 items 

 

  



 

 

48 

Table 3.3  Transactive Memory System Questions 

Label Question Scale 

 Specialization  

All items use a 5-point disagree–agree response format, in which 1 

= strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, and 5 = 

strongly agree. 

 

SPE1 Each team member has specialized knowledge of some aspect of 

our project. 

Likert 

SPE2 I have knowledge about an aspect of the project that no other team 

member has. 

Likert 

SPE3 Different team members are responsible for expertise in different 

areas. 

Likert 

SPE4 The specialized knowledge of several different team members was 

needed to complete the project deliverables. 

Likert 

SPE5 I know which team members have expertise in specific areas. Likert 

 Credibility  

CRE1 I was comfortable accepting procedural suggestions from other 

team members. 

Likert 

CRE2 I trusted that other members’ knowledge about the project was 

credible. 

Likert 

CRE3 I was confident relying on the information that other team members 

brought to the discussion. 

Likert 

CRE4 When other members gave information, I wanted to double-check 

it for myself (reversed). 

Likert 

CRE5 I did not have much faith in other members’ “expertise” (reversed). Likert 

 Coordination  

COO1 Our team worked together in a well-coordinated fashion. Likert 

COO2 Our team had very few misunderstandings about what to do. Likert 

COO3 Our team needed to backtrack and start over a lot. (reversed) Likert 

COO4 We accomplished the task smoothly and efficiently. Likert 

COO5 There was much confusion about how we would accomplish the Likert 
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Label Question Scale 

task. (reversed) 

   

 

3.3.3 Independent Dependent Variable 

3.3.3.1 Transformational Leadership  

This study employs the global transformational leadership scale to 

measure transformational leadership (GTL).Carless, Wearing, and Mann (2000) GTL 

scale is a seven-point Likert scale ranging from 1 (never) to 7 (often) (always). Table 

3.4 demonstrates subjective metrics: 

 

Table 3.4  Transformational Leadership Questions 

Label Question Scale 

GTL1 Communicates a clear and positive vision of the future.  Likert 

GTL2 Treats staff as individuals, supports and encourages their 

development.  

Likert 

GTL3 Gives encouragement and recognition to staff.  Likert 

GTL4 Fosters trust, involvement and cooperation among team 

members.  

Likert 

GTL5 Encourages thinking about problem s in new  w ays and 

questions assumptions.  

Likert 

GTL6 Is clear about his/her values.  Likert 

GTL7 Practices what he/she preaches.  Likert 

GTL8 Instills pride and respect in others.  Likert 

GTL9 Inspires me by being highly competent. Likert 

 

Numerous researchers' surveys estimated transformational leadership 

from the perspective of employees, and this study's questionnaire likewise examines 

transformational leadership from the standpoint of employees. In prior research on 

transformational leadership, 137 undergraduates were asked to evaluate the 

transformational leadership of two course coordinators (Antonakis & House, 2014). 
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Beijing collected 297 valid questionnaires from various industries, including the IT 

industry. In order to assess transformational leadership, respondents were requested to 

assess the leadership skills of their superiors (Liu, Siu, & Shi, 2010). 309 Ultimate 

Frisbee players were asked to evaluate the transformational leadership of the team's 

leader (Callow, Smith, Hardy, Arthur, & Hardy, 2009). In a study of 4244 employees, 

58 percent of respondents were asked to evaluate their immediate supervisor's 

transformational leadership (Cole, Bedeian, & Feild, 2006). In a poll in Greece, 

roughly 300 financial industry employees were asked to evaluate the leadership styles 

of their immediate supervisors in order to measure transformational leadership 

(Xenikou & Simosi, 2006). In a survey study, researchers asked hotel employees to 

assess the transformational leadership exhibited by their direct superiors (Tracey & 

Hinkin, 1998). 

 

3.3.4 Control Variables 

Control variables are external variables unrelated to the tested 

theory and hypotheses, yet they may influence the dependent variable 

throughout the investigation. Control variables are confounding factors 

that may influence the dependent variables under s tudy (Spector & 

Brannick, 2011). Typically, control variables are based on demographic 

and occupational traits, including age and gender (Bernerth & Aguinis, 

2016). Previous research has indicated that age is inversely connected 

with intention to leave an organisation (Moynihan & Landuyt, 2008). 

Previous research has also demonstrated an association between gender 

and intention to leave the company (Kim & Stoner, 2008). Population 

variety (age and gender) is associated with information exchange (Lauring 

& Selmer, 2012). Age, education, gender, and job experience of 

employees may influence knowledge sharing (Felin & Hesterly, 2007). 

This study selects age, gender, and education as control factors based on 

previous research. Over 30 years old and under 30 years old make up 

roughly the same proportion of software engineers in China; 22 percent 

have a junior college education, 68 percent have a bachelor's, 7 pe rcent 

have a master's, and 0.4 percent have a doctorate; and the ratio of male to 
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female software engineers is approximately 9:1. (Proginn, 2021). 

Consequently, the sampling for this study will roughly regulate the age, 

education, and gender proportions of the sampling population based on the 

proportions presented above. 

 

3.4 Pretest and Statistical Analysis 

This study examines the relationship between turnover intention, transactive 

memory system, tacit knowledge sharing, and transformational leadership based on 

quantitative research. In this study, data are analysed using structural equation model 

(SEM), which provides a complete statistical tool for dealing with various correlations 

and cause and effect analysis (Hoyle, 2006). Typically, a pre-test is required before 

formal data collection in this study. 

The purpose of the paper's pre-test is to test a sample of respondents in order 

to identify and eliminate potential flaws so as to enhance the questionnaire (Malhotra, 

2007). It served as a guidance by analysing the response patterns of respondents. This 

section describes the data collection and findings of the pre-test. The data gathering 

questionnaire of this prediction test is a questionnaire made on "questionnaire star", a 

prominent free questionnaire platform in China. In June 2021, the link to the survey 

was shared on WeChat with software engineers and they were requested to complete 

the survey. In China, the ratio of male to female software engineers is approximately 

9:1, and over half of software engineers are under 30 years old (Proginn, 2021). For 

this pre-test, 100 questionnaires were sent out and 87 questionnaires were recovered. 

There are 39 in Beijing, 22 in Shanghai, and 26 in Shenzhen; 78 men and 9 women; 

41 under the age of 30, 32 between the ages of 31 and 40, and 14 beyond the age of 

50. The sampled population's address distribution, age distribution, and sex ratio are 

comparable to the total distribution in China. 

 

3.4.1 Pretest for Reliability and Validity 

SPSS19 was used to code the data of 87 pretest questionnaires, and 

factor analysis for reliability test and suitability test was carried out.  
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Table 3.5  Reliability Test 

Variables Dimension Items Scale  Reliability 

Tacit knowledge sharing / 3 Likert5 / .716  

 

 

.914 

 

 

 

Transactive memory system Specialization 5 Likert5 .821 .897 

Credibility 5 Likert5 .677 

Coordination 5 Likert5 .748 

Turnover intention / 4 Likert5 / .784 

Transformational leadership / 9 Likert7 / .949 

Organized by author       

 

Table 3.6  Kaiser-Meyer-Olkin Test 

Variables Dimension Items Scale 
Kaiser-Meyer-

Olkin 

Tacit knowledge sharing / 3 Likert5 / .635  

 

 

.845 

 

 

 

Transactive memory system Specialization 5 Likert5 .815 .875 

Credibility 5 Likert5 .734 

Coordination 5 Likert5 .779 

Turnover intention / 4 Likert5 / .745 

Transformational leadership / 9 Likert7 / .938 

Organized by author       
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Table 3.7  Bartlett's Test of Sphericity 

Variables Dimension Items Scale  
Bartlett 

(.sig) 

Tacit knowledge sharing / 3 Likert5 / .000  

 

 

.000 

 

 

 

Transactive memory 

system 

Specialization 5 Likert5 .000 .000 

Credibility 5 Likert5 .000 

Coordination 5 Likert5 .000 

Turnover intention / 4 Likert5 / .000 

Transformational 

leadership 

/ 9 Likert7 / .000 

Organized by author       

 

Before employing SEM for analysis, these factors were analysed with spss19 

to determine the reliability of each factor measurement. The Cronbach alpha 

coefficient is a measure of the internal consistency of a scale (Hair, Sarstedt, Ringle, 

& Mena, 2012). When the scale's dependability is 0.70, it is adequate for a 

measurement device (Bland & Altman, 1997). According to Table 3.5, Cronbach's 

alpha for tacit knowledge sharing is 0.716; for the transactive memory system, it is 

0.897; for turnover intention, it is 0.784; and for transformational leadership, it is 

0.949, indicating that the measurements in each structure have sufficient internal 

consistency. However, the Credibility alpha was 0.677 according to Cronbach. By 

eliminating the fourth item CRE4 of Credibility, Cronbach's alpha of Credibility 

might increase to 0.769, resulting in a substantial improvement in internal 

consistency. However, the fourth Credibility item CRE4 will not be eliminated from 

this survey. Since some authors judged 0.6 and higher to be satisfactory (Field, 2000; 

Malhotra, 2007). In addition, Cronbach's alpha for the entire survey should be at least 

0.9 (Bland & Altman, 1997), while Cronbach's alpha for the full survey was 0.914. 

Therefore, the survey's dependability is excellent. 

It is necessary to verify the accuracy of the acquired data in order to measure 

the structure (Hair et al., 2012). This study's data must be examined for validity using 

SPSS software and the Kaiser Meyer Olkin (KMO) and Bartlett's Sphericity Test. 
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According to Table 3.6, the KMO of the entire survey was 0.845, with the exception 

of the KMO of tacit knowledge exchange, which was 0.635. Because KMO greater 

than or equal to 0.6 corresponds to low adequacy, KMO greater than or equal to 0.7 

corresponds to medium adequacy, KMO greater than or equal to 0.8 corresponds to 

high adequacy, and KMO greater than or equal to 0.9 corresponds to extremely high 

adequacy (Nievas Soriano, García Duarte, Fernández Alonso, Bonillo Perales, & 

Parrón Carreño, 2020). KMO must yield a value larger than or equal to 0.5. (Rojas-

Valverde, Pino-Ortega, Gómez-Carmona, & Rico-González, 2020; Yap, Komalasari, 

& Hadiansah, 2018). Consequently, this study's KMO may be suitable. In addition, as 

indicated in Table 3.7, the significance level of correlation for each Bartlett's test of 

sphericity was less than 0.001. The result of the Bartlett test must be less than 0.05 in 

order to employ factor analysis (Ho, 2006). Therefore, the survey's validity is 

excellent. 

Based on the analyses described above, all questions were retained for official 

data collection. 

 

3.4.2 Statistical Treatment of Data 

The collected questionnaire will be coded and recorded in spss19 

during analysis. Checking for missing data, removing outliers, and 

converting the data conclude the data cleaning process. Following data 

cleansing, 400 samples were set aside for further ana lysis, meeting the 

sample size requirements for 400 data sets. Path length calculation inputs 

are transformed using the equation of Morone and Taylor (2004). 

  



 

 

CHAPTER 4 

 

RESULTS AND DISCUSSION 

 

This chapter begins with a description of the demographic data of the target 

population, then introduces the reliability test and reports the construct validity, 

proposes the exploratory factor analysis (EFA) and confirmatory factor analysis 

(CFA), presents the results of the hypothesis test, and concludes with a summary of 

the chapter's data analysis conclusions. 

 

4.1 Demographic Characteristics 

This section explains the characteristics of the questionnaire's target 

population. The intended audience for this survey is Chinese software engineers. 

Daily, a significant number of WeChat groups are used by Chinese software 

professionals to hold technical discussions. This study emailed the "Sojump" 

questionnaire link to WeChat groups comprising software engineers in Beijing, 

Shanghai, and Shenzhen. The sampling data was gathered between 3 and 16 January 

2022. As described in the preceding section, 677 questionnaires were delivered and 

collected in order to control the respondents' work experience, gender ratio, and 

education ratio using the questionnaire data. More than 600 questionnaires must be 

sent in order to ensure that the number of effective questionnaires can be maintained 

at around 400. According to the research scope outlined in Section 1.5 of Chapter 1 

and the control variable requirements outlined in Section 3.3.4 of Chapter 3, it is 

necessary to screen and filter the work experience, gender ratio, and educational 

background ratio of the target population in the questionnaire after receiving it back. 

The final filtered data must ensure that the target population has at least three years of 

work experience; the ratio of males to women must be maintained at around 9:1; and 

the proportion of bachelor's degree holders and those with less than a bachelor's 
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degree is approximately 9:1. After controlling the aforementioned data and 

eliminating outliers, 401 valid data are available for further research. 

 

Table 4.1  Demographic Characteristics 

Variable Categories Frequency Percentage 

Gender Male 351 87.5% 

 Female 50 12.5% 

Age 20 - 30 119 29.7% 

 31 - 40 120 29.9% 

 Over 41 162 40.4% 

Educational Level Bachelor degree or below 351 87.5% 

 Master 48 12.0% 

 Doctor 2 0.5% 

City Bei Jing 190 47.4% 

 Shang Hai 103 25.7% 

  Shen Zhen 108 26.9% 

 

Table 4.1 displays the questionnaire findings of the target population. Men 

account for 87.5 percent of all 401 samples, while women account for 12.5 percent. 

The ratio of male to female software engineers in China is approximately 9 to 1. 

(Proginn, 2021). This sampling is about representative of the ratio of male to female 

software professionals in China. 29.7 percent of the sample is younger than 30 years 

old, 29.9 percent are between 31 and 40 years old, and 40.4% are older than 41 years 

old. This survey is designed with at least three years of work experience, so 

respondents with less than three years of work experience will not be counted, and 

based on the survey results, the target population is all under 30 years old. This has 

led to a decrease in the proportion of the sample that is under 30 years old. In the 

sample, 87.5 percent have a bachelor's degree or below, 12 percent have a master's 

degree, and 0.5 percent have a doctorate degree, because the distribution of software 

engineers in China is approximately 92.2 percent with a bachelor's degree or below, 

approximately 7.3 percent with a master's degree, and approximately 0.4 percent with 
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a doctorate (Proginn, 2021), so this proportion in this sample roughly corresponds to 

the distribution of education among Chinese software engineers. In the sample, 

Beijing respondents included 47.4 percent, Shanghai respondents comprised 25.7 

percent, and Shenzhen respondents comprised 26.9 percent, as the ratio of software 

personnel in Beijing, Shanghai, and Shenzhen is 2:1:1 (People's Daily, 2020). In the 

second questionnaire, the proportion of target population in these three cities is 

comparable to the proportion of software personnel in these cities. 

 

4.2 Exploratory Factor Analysis and Reliability Test 

Before conducting exploratory factor analysis in this section, the normality of 

the data will be determined. In numerous statistical applications, the data distribution 

must be normal or nearly normal. With skewness and kurtosis, a normal distribution 

may be examined. In general, acceptable values for skewness and kurtosis are 

between -2 and +2. (George & Mallery, 2010). According to Table 4.2, the skewness 

and kurtosis of the data in this study fall within the range of -2 to +2, satisfying the 

conditions of a normal distribution. Biau (2011) indicated that the sample standard 

deviation must fall between -1.96 and 1.08 if the data are normally distributed. 

According to Table 4.2, the standard deviation of this study's data falls within 1.061 to 

1.660, hence it satisfies the requirements. 

 

Table 4.2  Skewness and Kurtosis 

 GTL1 GTL2 GTL3 GTL4 GTL5 GTL6 GTL7 GTL8 GTL9 

Std. 

Deviation 
1.525 1.660 1.597 1.642 1.654 1.641 1.657 1.571 1.625 

Skewness -.128 -.161 -.155 -.205 -.181 -.205 -.200 -.143 -.127 

Kurtosis -.692 -.866 -.764 -.802 -.811 -.843 -.990 -.768 -.766 

 SPE1 SPE2 SPE3 SPE4 SPE5 - - - - 

Std. 

Deviation 
1.197 1.197 1.231 1.199 1.157 - - - - 

Skewness -.730 -.919 -.683 -.871 -.866 - - - - 

Kurtosis -.273 .505 -.355 .051 .218 - - - - 

 CRE1 CRE2 CRE3 CRE4 CRE5 - - - - 
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 GTL1 GTL2 GTL3 GTL4 GTL5 GTL6 GTL7 GTL8 GTL9 

Std. 

Deviation 
1.119 1.123 1.140 1.099 1.061 - - - - 

Skewness -.833 -.836 -.800 -.527 -.887 - - - - 

Kurtosis -.378 -.420 -.421 -.901 -.175 - - - - 

 COO1 COO2 COO3 COO4 COO5 - - - - 

Std. 

Deviation 
1.157 1.196 1.249 1.159 1.239 - - - - 

Skewness -.802 -.530 -.596 -.551 -.692 - - - - 

Kurtosis .124 -.316 -.588 -.436 -.353 - - - - 

 TI1 TI2 TI3 TI4 - - - - - 

Std. 

Deviation 
1.312 1.337 1.379 1.239 - - - - - 

Skewness .612 .351 .348 .374 - - - - - 

Kurtosis -.786 -1.123 -1.170 -1.097 - - - - - 

 TKS1 TKS2 TKS3 - - - - - - 

Std. 

Deviation 
1.135 1.139 1.124 - - - - - - 

Skewness -.985 -.779 -.795 - - - - - - 

Kurtosis .134 -.288 -.257 - - - - - - 

 

Using exploratory factor analysis, connected variables have been organised 

into dimensions or factors. It is based on the notion that all variables are correlated to 

some degree. High correlation will produce clusters, suggesting variables that are 

connected (Ho, 2006). The goal of reliability testing is to determine whether each 

group of measuring items can consistently measure dimensions (Ho, 2006). 

Cronbach's alpha, which is larger than 0.6, is the approach used to evaluate 

dimensional dependability (Malhotra, 2007). Some academics have recommended 

that Cronbach's alpha should be at least 0.70 (Hair, Black, Babin, Anderson, & 

Tatham, 2006; Ho, 2006). 

Each dimension's factor analysis and reliability results are detailed below. 

The results of the reliability test are displayed in Table 4.3. Cronbach's alpha is 

adequate for a scale when it reaches 0.7 (Bland & Altman, 1997), however some 

scholars consider that 0.6 or higher is adequate (Field, 2000; Malhotra, 2007). This 

study's reliability is above 0.70, meaning this study's reliability is adequate.  
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Table 4.3  Cronbach’s Alpha of Reliability Test 

Variables Dimension Items Scale  Reliability 

Tacit knowledge sharing / 3 Likert5 / .759  

 

 

.882 

 

 

 

Transactive memory system Specialization 5 Likert5 .818 .859 

Credibility 5 Likert5 .812 

Coordination 5 Likert5 .804 

Turnover intention / 4 Likert5 / 784 

Transformational leadership / 9 Likert7 / .942 

Organized by author       

 

Test results for KMO are displayed in Table 4.4. According to scholars, KMO 

values more than or equal to 0.6 indicate poor sufficiency, KMO values greater than 

or equal to 0.7 indicate medium sufficiency, KMO values greater than or equal to 0.8 

indicate high sufficiency, and KMO values greater than or equal to 0.9 indicate 

extremely high sufficiency (Nievas Soriano et al., 2020). KMO must yield a value 

larger than or equal to 0.5. (Rojas-Valverde et al., 2020; Yap et al., 2018). This 

study's KMO is more than 0.6, indicating that it is suitable. 

 

Table 4.4  Kaiser-Meyer-Olkin 

Variables Dimension Items Scale Kaiser-Meyer-

Olkin 

Tacit knowledge sharing / 3 Likert5 / .692  

 

 

.920 

 

 

 

Transactive memory system Specialization 5 Likert5 .849 .882 

Credibility 5 Likert5 .841 

Coordination 5 Likert5 .817 

Turnover intention / 4 Likert5 / .775 

Transformational leadership / 9 Likert7 / .956 
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As demonstrated in Table 4.5, the correlation level for all Bartlett's sphericity 

tests is less than 0.001. When the Bartlett test result must be below 0.05, factor 

analysis might be utilised (Ho, 2006). The validity of this study is therefore excellent. 

 

Table 4.5  Bartlett's Test of Sphericity 

Variables Dimension Items Scale  Bartlett 

(.sig) 

Tacit knowledge 

sharing 

/ 3 Likert5 / .000  

 

 

.000 

 

 

 

Transactive memory 

system 

Specializatio

n 

5 Likert5 .000 .000 

Credibility 5 Likert5 .000 

Coordination 5 Likert5 .000 

Turnover intention / 4 Likert5 / .000 

Transformational 

leadership 

/ 9 Likert7 / .000 

 

Table 4.6  Total Variance Explained 

 
Initial Eigenvalues 

Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

 
Total 

% of 

Variance 

Cumulative 

% 
Total 

% of 

Variance 

Cumulative 

% 
Total 

% of 

Variance 

Cumulative 

% 

1 8.932 28.814 28.814 8.932 28.814 28.814 6.304 20.337 20.337 

2 3.562 11.491 40.305 3.562 11.491 40.305 2.942 9.490 29.826 

3 2.271 7.327 47.632 2.271 7.327 47.632 2.914 9.400 39.226 

4 1.844 5.950 53.582 1.844 5.950 53.582 2.868 9.250 48.476 

5 1.646 5.310 58.892 1.646 5.310 58.892 2.504 8.078 56.555 

6 1.127 3.634 62.526 1.127 3.634 62.526 1.851 5.971 62.526 

7 .793 2.559 65.085 - - - - - - 

8 .709 2.288 67.373 - - - - - - 

9 .685 2.208 69.581 - - - - - - 

10 .655 2.112 71.693 - - - - - - 

11 .645 2.080 73.773 - - - - - - 

12 .596 1.922 75.695 - - - - - - 



 

 

61 

 
Initial Eigenvalues 

Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

13 .557 1.797 77.492 - - - - - - 

14 .543 1.750 79.242 - - - - - - 

15 .535 1.726 80.968 - - - - - - 

16 .517 1.667 82.635 - - - - - - 

17 .487 1.572 84.207 - - - - - - 

18 .458 1.478 85.686 - - - - - - 

19 .435 1.403 87.089 - - - - - - 

20 .418 1.347 88.436 - - - - - - 

21 .410 1.322 89.758 - - - - - - 

22 .394 1.272 91.030 - - - - - - 

23 .384 1.238 92.268 - - - - - - 

24 .374 1.207 93.475 - - - - - - 

25 .352 1.137 94.612 - - - - - - 

26 .323 1.043 95.654 - - - - - - 

27 .321 1.035 96.689 - - - - - - 

28 .282 .910 97.599 - - - - - - 

29 .267 .862 98.461 - - - - - - 

30 .260 .840 99.301 - - - - - - 

31 .217 .699 100.000 - - - - - - 

 

Table 4.7  Rotated Component Matrix 

 Component 

1 2 3 4 5 6 

GTL6 .843 - - - - - 

GTL1 .807 - - - - - 

GTL7 .802 - - - - - 

GTL2 .802 - - - - - 

GTL4 .802 - - - - - 

GTL3 .798 - - - - - 

GTL8 .795 - - - - - 

GTL9 .792 - - - - - 

GTL5 .784 - - - - - 

SPE3 - .730 - - - - 

SPE1 - .723 - - - - 
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 Component 

1 2 3 4 5 6 

SPE5 - .710 - - - - 

SPE4 - .697 - - - - 

SPE2 - .648 - - - - 

CRE2 - - .787 - - - 

CRE4 - - .744 - - - 

CRE3 - - .712 - - - 

CRE5 - - .674 - - - 

CRE1 - - .674 - - - 

COO1 - - - .755 - - 

COO4 - - - .738 - - 

COO2 - - - .732 - - 

COO3 - - - .702 - - 

COO5 - - - .687 - - 

TI2 - - - - .776 - 

TI3 - - - - .775 - 

TI4 - - - - .761 - 

TI1 - - - - .730 - 

TKS2 - - - - - .753 

TKS3 - - - - - .720 

TKS1 .318 - - - - .665 

 

Note:  1. Extraction Method: Principal Component Analysis. 

2. Rotation Method: Varimax with Kaiser Normalization. 
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According to the total variance Table in Table 4.6, the sum of squared 

rotational loads is 62,526%. Previous study literature suggested that at least fifty 

percent of the entire variance must be explained by retention factors (Streiner, 1994). 

In this investigation, the total variance explained by rotation factors satisfies the 

criterion. 

According to the Table 4.7 rotation component matrix, the rotation of 31 

original variables retains 6 principal components following principal component 

analysis. The conceptual framework of this paper includes four variables and a total of 

six dimensions, including the three dimensions of transformational leadership, 

turnover intention, and tacit knowledge sharing, as well as the three subdimensions of 

specialisation, credibility, and coordination of the dynamic memory system. 

According to the rotating component matrix in Table 4.7, among the six reserved 

principal components, principal component 1 can correspond to the dimension of 

transformational leadership, principal component 4 can correspond to turnover 

intention, principal component 5 can correspond to tacit knowledge sharing, and the 

remaining principal components 2, 3 and 6 essentially correspond to the three sub 

dimensions of Specialization, Credibility, and Coordination of Behavior. 

 

4.3 Hypotheses Testing 

In prior research, regression analysis served as a standard method for assessing 

the link between the independent variable transformational leadership and the 

dependent variable tacit knowledge sharing. Since the causality argument and theory 

of this study are merged into a single conceptual framework, it is essential to 

determine if the relationship suggested by the theoretical framework applies to the 

environment of Chinese software developers. Structural equation modelling (SEM) is 

a comprehensive statistical technique that can simultaneously analyse various causal 

relationships (Hoyle, 2006). 

Table 4.8 lists the threshold values of each index in SEM. 
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Table 4.8  Model Fit Indices and its Cut-off Value 

Measures Value Interpretation References 

CMIN/DF < 5 Accept the goodness-of-fit of the model (Thomson et al., 

2005). 

NFI >0.8 Accept the goodness-of-fit of the model (Abduh & 

Abdul, 2012). 

TLI >0.8 Accept the goodness-of-fit of the model (Abduh & 

Abdul, 2012). 

RFI >0.8 Accept the goodness-of-fit of the model (Abduh & 

Abdul, 2012). 

IFI >0.9 Accept the goodness-of-fit of the model (Abduh & 

Abdul, 2012). 

CFI >0.9 Accept the goodness-of-fit of the model (Abduh & 

Abdul, 2012). 

RMSEA <0.08 Accept the goodness-of-fit of the model (Abduh & 

Abdul, 2012). 

 

4.3.1 Confirmatory Factor Analysis 

According to Hair et al. (2006), in confirmatory factor analysis (CFA), the 

researcher specifies the factors or structures and then tests how well the data 

definition reflects reality. Consequently, researchers will determine if the proposed 

measurement theory can be confirmed. In this study, validation was necessary for 31 

observed variables representing four underlying constructs: transformational 

leadership, turnover intention, transactive memory system, and tacit knowledge 

sharing. To determine the fit, a CFA must be done in AMOS. 

4.3.1.1 Confirmatory Factor Analysis of Transformational Leadership 

CFA was run using the SEM model in Figure 4.1, and the results are 

shown in Figure 4.1 and Table 4.9. 
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Figure 4.1  CFA of Transformational Leadership 

 

Table 4.9  Model Fit of CFA of Transformational Leadership 

CFAs CMIN/DF NFI RFI IFI TLI CFI RMSEA 

Original 2.022 0.979 0.972 0.989 0.986 0.989 0.051 

 

CFA was performed utilising the graph in Figure 4.1, and the findings 

are displayed in Table 4.9. RMSEA of 0.051 is less than 0.08, indicating a strong fit; 

NFI, RFI, IFI, TLI and CFI range between 0.972 and 0.989, and the baseline 

comparison fit index is more than 0.9, so the CFA results imply a satisfactory model 

fit. In Table 4.10, the Critical Ratio Test of Regression Weights in CFA were all 

statistically significant (C.R. > 1,96, p 0.001). Standardized Regression Weights range 

from 0.781 to 0.837 in Table 4.11. According to the p-values presented in Table 4.10, 

all nine Standardized Regression Weights in Table 4.11 are statistically significant 

(Wu, 2009). These Regression Weights values suggest that the nine observed 

Transformational Leadership variables in the SEM model are significantly 

represented by their latent variables. 
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Table 4.10  Regression Weights of Transformational Leadership 

   Estimate S.E. C.R. P 

GTL3 <--- TransformationalLeadership 1.000 - - - 

GTL2 <--- TransformationalLeadership 1.073 0.060 17.975 *** 

GTL1 <--- TransformationalLeadership 0.970 0.055 17.622 *** 

GTL4 <--- TransformationalLeadership 1.055 0.059 17.851 *** 

GTL5 <--- TransformationalLeadership 1.059 0.060 17.749 *** 

GTL6 <--- TransformationalLeadership 1.096 0.058 18.770 *** 

GTL7 <--- TransformationalLeadership 1.066 0.060 17.870 *** 

GTL8 <--- TransformationalLeadership 0.991 0.057 17.420 *** 

GTL9 <--- TransformationalLeadership 1.013 0.059 17.155 *** 

 

Table 4.11  Standardized Regression of Weights of Transformational Leadership 

   Estimate 

GTL3 <--- TransformationalLeadership 0.785 

GTL2 <--- TransformationalLeadership 0.810 

GTL1 <--- TransformationalLeadership 0.798 

GTL4 <--- TransformationalLeadership 0.806 

GTL5 <--- TransformationalLeadership 0.802 

GTL6 <--- TransformationalLeadership 0.837 

GTL7 <--- TransformationalLeadership 0.806 

GTL8 <--- TransformationalLeadership 0.790 

GTL9 <--- TransformationalLeadership 0.781 

 

4.3.1.2 Confirmatory Factor Analysis of Turnover Intention 

Figure 4.2 and Table 4.12 depict the results of a CFA utilising the 

SEM model depicted in Figure 4.2. 

Using the graph in Figure 4.2, CFA was performed, and the results are 

reported in Table 4.12. According to Ho (2006), an RMSEA between 0.08 and 0.10 

implies that the model is fairly fitted. NFI, RFI, IFI, TLI, and CFI ranged between 
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0.933 to 0.982, and the baseline comparison fit index was more than 0.9, hence the 

CFA results suggested that the model fit well. In Table 4.13, the Critical Ratio Test of 

Regression Weights in CFA were all statistically significant (C.R. > 1,96, p 0.001). 

Standardized Regression Weights range from 0.655 to 0.709 in Table 4.14. These 

Regression Weights values suggest that the four observable variables of Turnover 

Intention are represented significantly by their latent variables in the SEM model. 

 

 

Figure 4.2  CFA of Turnover Intention 

 

Table 4.12  Model Fit of CFA of Turnover Intention 

CFAs CMIN/DF NFI RFI IFI TLI CFI RMSEA 

Original 4.818 0.978 0.933 0.982 0.946 0.982 0.098 

 

Table 4.13  Regression Weights of Turnover Intention 

   Estimate S.E. C.R. P 

TI1 <--- TurnoverIntention 1.000 - - - 

TI3 <--- TurnoverIntention 1.136 0.107 10.642 *** 

TI2 <--- TurnoverIntention 1.103 0.104 10.653 *** 

TI4 <--- TurnoverIntention 0.991 0.095 10.464 *** 
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Table 4.14  Standardized Regression Weights of Turnover Intention 

   Estimate 

TI1 <--- TurnoverIntention 0.655 

TI3 <--- TurnoverIntention 0.708 

TI2 <--- TurnoverIntention 0.709 

TI4 <--- TurnoverIntention 0.687 

 

4.3.1.3 Confirmatory Factor Analysis of Transactive Memory System 

Figure 4.3 and Table 4.15 depict the results of a CFA utilising the 

SEM model depicted in Figure 4.3. According to Mustaffa, Wahid, Rahman, and 

Karim (2018), the factor loading of subvariables in the second-order model is greater 

than 0.6, indicating that these subvariables belong to a higher-order variable. As 

depicted in Figure 4.3, the factor loadings of variables such as Coordination, 

Credibility, and Specialization in the second-order model of this study are 0.64, 0.64, 

and 0.79, showing that they are subvariables of the Transactive Memory System. 
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Figure 4.3  CFA of Transactive Memory System 

 

The range of NFI, RFI, IFI, TLI, and CFI is between 0.920 and 0.975, 

hence the CFA second-order validation findings imply that the second-order model 

fits well. In Table 4.16, the Critical Ratio Test of Regression Weights in CFA were all 

statistically significant (C.R. > 1,96, p 0.001). Standardized Regression Weights range 

from 0.605% to 0.790% in Table 4.17. These Regression Weights values indicate that 

the 15 observable variables of the Transactive Memory System are represented 

significantly by their latent variables. 
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Table 4.15  Model Fit of CFA of Transactive Memory System 

CFAs CMIN/DF NFI RFI IFI TLI CFI RMSEA 

Original 1.552 0.934 0.920 0.975 0.970 0.975 0.037 

 

Table 4.16  Regression Weights of Transactive Memory System 

   Estimate S.E. C.R. P 

Coordination <--- TMS 1.000 / / / 

Credibility <--- TMS 0.864 0.138 6.255 *** 

Specialization <--- TMS 1.220 0.201 6.062 *** 

COO1 <--- Coordination 1.000 / / / 

COO2 <--- Coordination 0.992 0.082 12.092 *** 

COO3 <--- Coordination 0.951 0.085 11.227 *** 

COO4 <--- Coordination 0.958 0.079 12.064 *** 

COO5 <--- Coordination 0.893 0.084 10.677 *** 

CRE1 <--- Credibility 1.000 / / / 

CRE2 <--- Credibility 1.121 0.097 11.514 *** 

CRE3 <--- Credibility 1.068 0.097 11.005 *** 

CRE4 <--- Credibility 0.982 0.093 10.610 *** 

CRE5 <--- Credibility 1.010 0.091 11.131 *** 

SPE1 <--- Specialization 1.000 / / / 

SPE2 <--- Specialization 0.999 0.084 11.890 *** 

SPE3 <--- Specialization 1.000 0.086 11.624 *** 

SPE4 <--- Specialization 0.972 0.084 11.600 *** 

SPE5 <--- Specialization 0.966 0.081 11.896 *** 
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Table 4.17  Standardized Regression Weights of Transactive Memory System 

   Estimate 

Coordination <--- TMS 0.643 

Credibility <--- TMS 0.640 

Specialization <--- TMS 0.790 

COO1 <--- Coordination 0.726 

COO2 <--- Coordination 0.696 

COO3 <--- Coordination 0.639 

COO4 <--- Coordination 0.694 

COO5 <--- Coordination 0.605 

CRE1 <--- Credibility 0.651 

CRE2 <--- Credibility 0.728 

CRE3 <--- Credibility 0.683 

CRE4 <--- Credibility 0.651 

CRE5 <--- Credibility 0.694 

SPE1 <--- Specialization 0.696 

SPE2 <--- Specialization 0.695 

SPE3 <--- Specialization 0.677 

SPE4 <--- Specialization 0.675 

SPE5 <--- Specialization 0.696 
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4.3.1.4 Confirmatory Factor Analysis of Tacit Knowledge Sharing 

CFA was run using the SEM model in Figure 4.4 and the results are 

shown in Figure 4.4 and Table 4.18 

 

 

Figure 4.4  CFA of Tacit Knowledge Sharing 

 

Table 4.18  Model Fit of CFA of Tacit Knowledge Sharing 

CFAs CMIN DF CMIN/DF NFI RFI IFI TLI CFI RMSEA 

Original 0 0 / 1 / 1 / 1 / 

 

The model in Table 4.18 is saturated. In the case of simple 

identification, the parameter estimate of the model has one and only one exact 

solution. In this instance, the degree of freedom of the model is zero (DF = 0), and the 

chi-square value of the indicator will also be zero, indicating a perfect match between 

the model and the observed data (Wu, 2009). 

Scholars believed that a single-factor measurement model required at 

least three or more measurement index variables (Qiu, 2005). The Tacit Knowledge 

Sharing assessment model examined in this paper consists of no more than three 

components. The measurement model is validated, and the outcomes are displayed in 

Table 4.18. The model's degree of freedom is 0 and its Chi-Square value is also 0. It 

becomes a model, and a perfect fit is achieved between the model and the data, which 

is referred to as the saturation model (Wu, 2009). According to scholars, saturated 

models can only concentrate on Regression Weights (Zhang, Xue, & Zhao, 2019). 
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In Table 4.19, the Critical Ratio Test of Regression Weights in CFA 

were all statistically significant (C.R. > 1,96, p 0.001). Standardized Regression 

Weights range from 0.669 to 0.759 in Table 4.20. These Regression Weights values 

suggest that the three observed factors of Tacit Knowledge Sharing are adequately 

represented by their respective latent variables within the SEM model. 

 

Table 4.19  Regression Weights of Tacit Knowledge Sharing 

   Estimate S.E. C.R. P 

TKS1 <--- TacitKnowledgeSharing 1.000 - - - 

TKS2 <--- TacitKnowledgeSharing 1.058 0.102 10.373 *** 

TKS3 <--- TacitKnowledgeSharing 0.920 0.089 10.324 *** 

  

Table 4.20  Standardized Regression Weights of Tacit Knowledge Sharing 

  Estimate  

TKS1 <--- TacitKnowledgeSharing 0.720 

TKS2 <--- TacitKnowledgeSharing 0.759 

TKS3 <--- TacitKnowledgeSharing 0.669 
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4.3.1.5 Confirmatory Factor Analysis 

 

 

Figure 4.5  CFA of Transactive Memory System  

Note:  TMS = Transactive Memory System  
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CFA was performed utilising the graph in Figure 4.5, and the findings 

are displayed in Table 4.21 RMSEA of 0.025 is less than 0.05, indicating a good 

match; NFI, RFI, IFI, TLI and CFI vary from 0.903-0.981, hence CFA values indicate 

a strong fit. 

 

Table 4.21  Model Fit of CFA 

CFAs CMIN/DF NFI RFI IFI TLI CFI RMSEA 

Original 1.253 0.911 0.903 0.981 0.979 0.981 0.025 

 

In Table 4.22, the Critical Ratio Test of CFA Regression Weights were 

all significant (C.R. > 1,96, p 0.001). Standardized Regression Weights range from 

0.566 to 0.854 in Table 4.23. These Regression Weights values suggest that the 

corresponding latent variables adequately describe the 31 observed variables in the 

SEM model. 

 

Table 4.22  Regression Weights 

   Estimate S.E. C.R. P 

Coordination <--- TMS 1.000 - - - 

Credibility <--- TMS 0.985 0.152 6.474 *** 

Specialization <--- TMS 1.493 0.214 6.974 *** 

TI1 <--- TurnoverIntention 1.000 - - - 

GTL3 <--- TransformationalLeadership 1.000 - - - 

GTL2 <--- TransformationalLeadership 1.075 0.060 17.980 *** 

GTL1 <--- TransformationalLeadership 0.971 0.055 17.593 *** 

TKS1 <--- TacitKnowledgeSharing 1.000 - - - 

TKS2 <--- TacitKnowledgeSharing 0.972 0.078 12.458 *** 

TKS3 <--- TacitKnowledgeSharing 0.868 0.075 11.543 *** 

GTL4 <--- TransformationalLeadership 1.057 0.059 17.845 *** 

GTL5 <--- TransformationalLeadership 1.064 0.060 17.830 *** 

GTL6 <--- TransformationalLeadership 1.094 0.059 18.681 *** 
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   Estimate S.E. C.R. P 

GTL7 <--- TransformationalLeadership 1.068 0.060 17.874 *** 

GTL8 <--- TransformationalLeadership 0.993 0.057 17.419 *** 

GTL9 <--- TransformationalLeadership 1.013 0.059 17.112 *** 

TI3 <--- TurnoverIntention 1.115 0.103 10.847 *** 

TI2 <--- TurnoverIntention 1.099 0.100 10.951 *** 

COO1 <--- Coordination 1.000 - - - 

COO2 <--- Coordination 0.988 0.083 11.980 *** 

COO3 <--- Coordination 0.962 0.085 11.277 *** 

COO4 <--- Coordination 0.957 0.080 11.972 *** 

COO5 <--- Coordination 0.902 0.084 10.712 *** 

CRE1 <--- Credibility 1.000 - - - 

CRE2 <--- Credibility 1.113 0.096 11.56 *** 

CRE3 <--- Credibility 1.065 0.096 11.073 *** 

CRE4 <--- Credibility 0.977 0.092 10.656 *** 

CRE5 <--- Credibility 1.008 0.090 11.208 *** 

SPE1 <--- Specialization 1.000 - - - 

SPE2 <--- Specialization 1.020 0.084 12.138 *** 

SPE3 <--- Specialization 1.003 0.086 11.679 *** 

SPE4 <--- Specialization 0.966 0.084 11.562 *** 

SPE5 <--- Specialization 0.973 0.081 11.999 *** 

TI4 <--- TurnoverIntention 0.975 0.091 10.658 *** 

 

Table 4.23  Standardized Regression Weights 

   Estimate 

Coordination <--- TMS 0.566 

Credibility <--- TMS 0.638 

Specialization <--- TMS 0.854 

TI1 <--- TurnoverIntention 0.662 

GTL3 <--- TransformationalLeadership 0.784 

GTL2 <--- TransformationalLeadership 0.811 
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   Estimate 

GTL1 <--- TransformationalLeadership 0.797 

TKS1 <--- TacitKnowledgeSharing 0.754 

TKS2 <--- TacitKnowledgeSharing 0.730 

TKS3 <--- TacitKnowledgeSharing 0.661 

GTL4 <--- TransformationalLeadership 0.806 

GTL5 <--- TransformationalLeadership 0.805 

GTL6 <--- TransformationalLeadership 0.835 

GTL7 <--- TransformationalLeadership 0.807 

GTL8 <--- TransformationalLeadership 0.791 

GTL9 <--- TransformationalLeadership 0.780 

TI3 <--- TurnoverIntention 0.702 

TI2 <--- TurnoverIntention 0.713 

COO1 <--- Coordination 0.724 

COO2 <--- Coordination 0.692 

COO3 <--- Coordination 0.645 

COO4 <--- Coordination 0.691 

COO5 <--- Coordination 0.609 

CRE1 <--- Credibility 0.653 

CRE2 <--- Credibility 0.725 

CRE3 <--- Credibility 0.683 

CRE4 <--- Credibility 0.650 

CRE5 <--- Credibility 0.695 

SPE1 <--- Specialization 0.692 

SPE2 <--- Specialization 0.706 

SPE3 <--- Specialization 0.675 

SPE4 <--- Specialization 0.667 

SPE5 <--- Specialization 0.697 

TI4 <--- TurnoverIntention 0.683 
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Figure 4.5 depicts a CFA with a negative covariance, showing that the 

variables are evolving in opposite directions (negative correlation) and that when one 

variable increases, the other declines. When the covariance in CFA is positive, it 

indicates that the direction of change between the two variables is the same (positive 

correlation), and that when one variable increases, so does the other. Figure 4.5 

depicts a negative association between transformational leadership and turnover 

intention, turnover intention and transactive memory system, and turnover intention 

and tacit knowledge sharing, which is consistent with this paper's three negative 

correlation research hypotheses. Transformational leadership and transactive memory 

are positively correlated in Figure 4.5, as are transformational leadership and tacit 

knowledge sharing, and the transactive memory system and tacit knowledge sharing. 

The relationship described is favourable. This document contains three positive 

correlation study ideas. 

According to the Structural equation model: operation and application 

of Amos (Wu, 2009), Average Variance Extracted (AVE) and Composite Reliability 

(CR) were determined in this study, as indicated in Table 4.24. If the AVE of the 

latent variable is more than 0.50, according to Wu (2009), it indicates that the 

observation variable may effectively reflect the latent variable and that the hidden 

variable has high reliability and validity. Wu (2009) stated that AVE must be larger 

than 0.5, however Verhoef et al. (2002) believed that AVE greater than 0.4 is 

acceptable so long as CR is greater than 0.70. As indicated in Table 4.23, the AVEs in 

this study were acceptable because the CR values were all greater than 0.7 and the 

AVEs were all greater than 0.4. 

 

Table 4.24  Average Variance Extracted and Composite Reliability 

 Item 
Std. Factor 

 Loading 
CR AVE 

Transactive 

Memory System 

SPE1 0.69 0.8181 0.9282 0.4736 0.4633 

SPE2 0.71  

SPE3 0.67  

SPE4 0.67  
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 Item 
Std. Factor 

 Loading 
CR AVE 

SPE5 0.7  

 CRE1 0.65 0.8116  0.4633  

CRE2 0.73 

CRE3 0.68 

CRE4 0.65 

CRE5 0.69 

 COO1 0.72 0.805  0.453  

COO2 0.69 

COO3 0.65 

COO4 0.69 

COO5 0.61 

Transformational 

Leadership 

GTL1 0.83 0.9421 0.6438 

GTL2 0.86 

GTL3 0.83 

GTL4 0.86 

GTL5 0.87 

GTL6 0.87 

GTL7 0.85 

GTL8 0.83 

GTL9 0.82 

Turnover Intention TI1 0.7 0.782 0.473 

TI2 0.71 

TI3 0.66 

TI4 0.68 

Tacit Knowledge 

Sharing 

TKS1 0.66 0.7571 0.5103 

TKS2 0.73 

TKS3 0.75 
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This investigation examined Discriminant Validity. Wu (2013) 

determined that the square root of AVE is bigger than the correlation coefficient 

between two variables, indicating that the two variables have good discriminant 

validity. According to Table 4.25 and Table 4.26: 

 

Table 4.25  AVE 

 AVE SQRT-AVE 

TMS 0.4633 0.6807 

TL 0.6438 0.8024 

TI 0.473 0.6877 

TKS 0.5103 0.7143 

 

Table 4.26  Correlation 

 TMS TL TI TKS 

TMS - 0.49 0.38 0.65 

TL 0.49 - 0.23 0.59 

TI 0.38 0.23 - 0.44 

TKS 0.65 0.59 0.44 - 

 

Note:  TMS = Transactive Memory System  TL = Transformational Leadership 

TI = Turnover Intention  TKS = Tacit Knowledge Sharing 

 

The discriminant validity is satisfactory because the square root of the 

AVE of the Transactive Memory System is bigger than the correlation coefficients 

with other variables (0.49, 0.38, and 0.65). 

The discriminant validity is satisfactory because the square root of the 

AVE of Transformational Leadership is bigger than the correlation coefficients with 

other factors, 0.49, 0.23, and 0.59. 

The discriminant validity is good because the square root of the AVE 

of Turnover Intention is greater than the correlation coefficients with other variables, 

0.38, 0.23, and 0.44. 
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The discriminant validity is satisfactory because the square root of the 

AVE of Tacit Knowledge Sharing is bigger than the correlation coefficients of the 

other variables, 0.65, 0.59, and 0.44. 

In conclusion, the CFA analysis results imply that the conceptual 

framework of this study is adequate for more analytic examination. 

 

4.3.2 Constructing a Path Diagram 

Figure 4.6 was created for SEM evaluation using the conceptual framework of 

exploratory factor analysis, reliability testing, confirmatory factor analysis, and 

research from earlier chapters. In this model, there are 75 variables: 31 observable 

variables and 44 unobserved variables; 38 exogenous variables and 37 endogenous 

variables. 

 

 

Figure 4.6  Diagram of the Conceptual Framework used in SEM 

Note:  TMS = Transactive Memory System 
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4.3.3 Assessing the SEM 

Transformational Leadership is the exogenous latent variable in the model, 

whereas the endogenous latent variables consist of Turnover Intention, Transactive 

Memory System (TMS), and Tacit Knowledge Sharing. Figure 4.7 displays a square 

multiple correlation of 0.55, showing that the model explains 55% of the joint 

influence variance effect on tacit knowledge sharing. 

 

 

Figure 4.7  Conceptual Framework and Standardized Regression Weight 

 

Figure 4.7 displays the output of the normalised correlation coefficients from 

the AMOS run. Transformational leadership has a significant negative effect on 

turnover intention, as indicated by the standardised correlation coefficient of -.23, 

which explains the level of turnover intention; turnover intention has a significant 

negative impact on tacit knowledge sharing, and the standardized correlation 

coefficient -. 20 represents the role of turnover intention in explaining the level of 

tacit knowledge sharing; turnover intention has a significant negative impact on the 

transactive memory system, and the standardized correlation coefficient -.29 

represents the role of turnover intention in explaining the level of the transactive 
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memory system; transformational leadership has a significant positive effect on the 

transactive memory system, and the standardized correlation coefficient. 42 indicates 

the role of transformational leadership in explaining the level of the transactive 

memory system; the transactive memory system has a significant positive effect on 

tacit knowledge sharing, and the standardized correlation coefficient .41 indicates the 

role of the transactive memory system in explaining the level of tacit knowledge 

sharing; transformational leadership has a significant positive impact on tacit 

knowledge sharing, and the standardized correlation coefficient of .34 represents the 

role of transformational leadership in explaining the level of tacit knowledge sharing 

role in. 

 

Table 4.27  Path Model Fit Indices 

CFAs CMIN/df NFI RFI IFI TLI CFI RMSEA 

Original 1.253 0.911 0.903 0.981 0.971 0.981 0.025 

 

As shown in Table 4.20 the model results show that due to the large sample 

size, χ2 (N = 401, df = 425) = 532.645, p <.001, which indicates that the model fits the 

data well. NFI, RFI, IFI, TLI, and CFI values all exceeded 0.9 (range: 0.903 to 0.981), 

indicating a good model fit. In addition, according to Hair et al. (2006), if the sample 

size is over 250 and the observed variables are over 30, CFI = .981 and RMSEA = 

0.025 indicate a good model fit. 

 

4.3.4 Evaluating the Results for Direct Effect Hypothesis 

This section evaluates and verifies Direct Effect Hypothesis based on AMOS 

running results. There are 6 Direct Effect Hypothesis in this study, as shown in Table 

4.27. 
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Table 4.28  Summary of Direct Effect Hypothesis 

Hypothesis 

Direct Effect Hypothesis 

H1: Transformational leadership has negative impact on turnover intension. 

H2: Transformational leadership has positive impact on transactive memory system. 

H3: Turnover intension has negative impact on transactive memory system. 

H4: Transformational leadership has positive impact on tacit knowledge sharing. 

H5: Turnover intension has negative impact on tacit knowledge sharing. 

H6: Transactive memory system has positive impact on tacit knowledge sharing. 

 

 

Table 4.28 displays the results of 24 AMOS runs for regression weights. The 

results indicate that all relationships between hypotheses 1 and 6 must be confirmed 

are significant. In conclusion, AMOS model verification supports each of the six 

hypotheses stated previously. The verification results are illustrated in Table 4.28, 

which supports the relationship between transformational leadership and turnover 

intention (H1); Transformational leadership has a significant positive correlation with 

the transactive memory system (H2); turnover intention has a significant negative 

correlation with the transactive memory system (H3); transformational leadership has 

a significant positive correlation with tacit knowledge sharing (H4); turnover intention 

has a significant negative correlation with tacit knowledge sharing (H5); and the 

transactive memory system has a significant positive correlation with tacit knowledge 

sharing (H6). 
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Table 4.29  Hypothesis Testing of SEM Analysis 

Hypothesis Estimate S.E C.R. Beta P Support 

H1: Turnover 

intentionTransformational 

leadership 

-.159 .041 -3.874 -.230 *** Yes 

H2: TMSTransformational 

leadership 

.160 .029 5.596 .423 *** Yes 

H3: TMSTurnover 

intention 

-.156 .039 -3.960 -.286 *** Yes 

H4: Tacit knowledge 

sharingTransformational 

leadership 

.233 .043 5.474 .340 *** Yes 

H5: Tacit knowledge 

sharingTurnover intention 

-.198 .060 -3.300 -.201 *** Yes 

H6: Tacit knowledge 

sharingTMS 

.738 .158 4.686 .409 *** Yes 

 

According to the test results presented in Table 4.28, the six direct effect 

hypotheses tested in this study are explained in greater detail: 

Transformational leadership has a direct and highly significant negative effect 

on intention to leave (P 0.001, C.R. = -3.874); Beta = -.230. Consequently, assuming 

that H1 is supported, the more transformational the leadership, the lower the 

employee's intention to leave. 

Transformational leadership has a direct and highly significant influence on 

the transactive memory system (P 0.001, C.R. = 5.596), Beta = .421. Therefore, 

assuming that H2 is supported, the higher the level of employees' transactive memory 

system, the greater the transformational leadership. 

Beta = -.286 Therefore, assuming that H3 is supported, the employee's 

willingness to contribute to the transactive memory system decreases proportionally 

to the employee's intention to leave the organisation. 
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Transformational leadership has a direct and highly significant positive effect 

on the sharing of tacit knowledge (P 0.001, C.R. = 5.474), Beta = 340. It is therefore 

assumed that H4 is supported, and the greater the transformational leadership, the 

greater the employees' willingness to share tacit knowledge. 

(P 0.001, C.R. = - 3.30), Beta = -. 201. Hypothesis 5: turnover intention has a 

direct and highly significant negative effect on tacit knowledge sharing. 

Consequently, assuming that H5 is supported, the greater the employee's intention to 

leave the organisation, the lower the employee's willingness to contribute to tacit 

knowledge sharing. 

The transactive memory system has a direct and highly significant positive 

effect on the sharing of tacit knowledge (P 0.001, C.R. = 4.686); Beta = 0.409. 

Consequently, assuming that H6 is supported, the more robust the transactive memory 

system, the more willing employees are to share tacit knowledge. 

 

4.3.5 Evaluating the Results for Mediating Effect Hypothesis 

This section evaluates and verifies the Mediating Effect Hypothesis based on 

the AMOS operation results. There are 4 Mediating Effect Hypothesis in this study, as 

shown in Table 4.29. 

 

Table 4.30  Summary of Mediating Effect Hypothesis 

Hypothesis 

Mediating Effect Hypothesis 

H7a: The linkage between transformational leadership and transactive memory system 

is mediated by turnover intention. 

H7b: The linkage between transformational leadership and tacit knowledge sharing is 

mediated by turnover intention. 

H8a: The linkage between turnover intention and tacit knowledge sharing is mediated 

by transactive memory system. 

H8b: The linkage between transformational leadership and tacit knowledge sharing is 

mediated by transactive memory system. 
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This study examined multiple mediating effects in addition to testing the 

hypotheses of the four mediating variable effects within the same SEM Amos model. 

According to the multiple mediation effect test steps of Chen and Hung (2016), the 

AMOS model paths are labelled a1, b1, a2, b2, and c1 in this study, as depicted in 

Figure 4.8. 

 

 

Figure 4.8  Bayesian Estimation in Amos for Multiple Mediators 

 

Chen and Hung (2016) confirmed the Bayesian estimation method for 

detecting multiple mediation effects with Amos and concluded that the method was 

straightforward and effective. According to Chen and Hung (2016), the following 

inspection procedures are necessary to establish User-defined estimands in AMOS: 

TL_TI_TMS = p.a1*p.c1 

TL_TI_TKS = p.a1*p.b1 

TI_TMS_TKS = p.c1*p.b2 

TL_TMS_TKS = p.a2*p.b2 
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Running the AMOS model to test bootstrap yields the results shown in Table 

4.30. The meaning of Parameter is: 

TL_TI_TMS: The mediating effect of turnover intention on 

transformational leadership and transactive memory system; 

TL_TI_TKS: The mediating effect of turnover intention on 

transformational leadership and tacit knowledge sharing; 

TI_TMS_TKS: The mediating effect of transactive memory system on 

turnover intention and tacit knowledge sharing; 

TL_TMS_TKS: The mediating effect of transactive memory systems 

on transformational leadership and tacit knowledge sharing. 

 

Table 4.31  Boostrap Bias-Corrected Percentile Method for User-Defined Estimands 

Parameter Estimate Lower Upper P 

TL_TI_TMS 0.025 0.010 0.048 0.001 

TL_TI_TKS 0.032 0.012 0.067 0.003 

TI_TMS_TKS -0.115 -0.194 -0.057 0.001 

TL_TMS_TKS 0.118 0.069 0.194 0.001 

 

According to the AMOS operation results in Table 4.30, all four Mediating 

Effect Hypotheses in this study are supported, as described below. 

Lower Bounds (BC) of TL TI TMS were.010 and Upper Bounds (BC) 

were.048, with no 0 values in the confidence interval; P value = .001 .05 was 

statistically significant. According to L. J. Chen and Hung (2016), the effect of 

turnover intention as a mediator on transformational leadership and the transactive 

memory system is significant. 

Lower Bounds (BC) for TL TI TKS were.012 and Upper Bounds (BC) 

were.067, and there were no 0 values within the confidence interval; P value 

= .003 .05 was statistically significant. According to L. J. Chen and Hung (2016), the 

effect of turnover intention as a mediator between transformational leadership and 

tacit knowledge sharing is substantial. 
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Lower Bounds (BC) of TI TMS TKS were -.194 and Upper Bounds (BC) were 

-.057; no 0 values were included in the confidence interval; P value = .001 .05 was 

statistically significant. According to Chen and Hung (2016), the transactive memory 

system has a significant mediating effect on turnover intention and tacit knowledge 

sharing. 

Lower Bounds (BC) for TL TMS TKS were.069 and Upper Bounds (BC) 

were.194; no 0 values were included in the confidence interval; P value = .001 .05 

was statistically significant. Chen and Hung (2016) state that the mediating effect of 

the transactive memory system on transformational leadership and tacit knowledge 

sharing is substantial. 

 

4.3.6 Evaluating the Results for Chain Effect Hypothesis 

This section evaluates and verifies the Chain Effect Hypothesis based on the 

AMOS operation results. There is one Chain Effect Hypothesis in this study, as 

shown in Table 4.31. 

 

Table 4.32  Summary of Chain Effect Hypothesis 

Hypothesis 

Chain Effect Hypothesis 

H9: The linkage between transformational leadership and tacit knowledge sharing is 

dual mediated by turnover intention and transactive memory system. 

 

This study investigates the Chain mediation effect in greater detail and tests 

the hypothesis of the Chain mediation variable effect within the same SEM Amos 

model. This study is based on the mediation effect test steps of Chen and Hung 

(2016), with a1, b1, a2, b2, and c1 as the path labels in the Amos model from the 

previous section. This study continues to employ this model, and according to Chen 

and Hung (2016), the inspection step in Amos requires the establishment of the 

following User-defined estimands: 

TL_TI_TMS_TKS = p.a1*p.c1*p.b2 
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The interpretation of TL TI TMS TKS is that the turnover intention and 

transactive memory system have Chain-mediated effects on transformational 

leadership and tacit knowledge sharing. Figure 4.9 demonstrates the User-defined 

estimands and AMOS models: 

 

 

Figure 4.9  Bayesian Estimation in Amos for Chain Effect 

 

 

According to the AMOS operation results in Table 4.32, one Chain Effect 

Hypothesis in this study is supported, which is explained below: 

 

Table 4.33  Boostrap Bias-corrected Percentile Method for User-defined Estimands 

Parameter Estimate Lower Upper P 

TL_TI_TMS_TKS 0.018 0.007 0.040 0.001 
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Lower Bounds (BC) of TL TI TMS TKS were.007 and Upper Bounds (BC) 

were.040; no 0 values were included in the confidence interval; P value = .001 .05 

was statistically significant. The Chain mediation effect of turnover intention and 

transactive memory system on transformational leadership and tacit knowledge 

sharing is significant, according to Chen and Hung (2016). 

 

4.4 Multigroup Analysis of Control Variables 

This section's multi-group analysis of the control variables aims to determine 

if the assumed structural relationship patterns in the path model hold true across 

groups. This section employs AMOS 24 for multi-group analysis to conduct multi-

group confirmation analysis and path analysis to compare pairwise comparisons of 

regression weights to confirm that measurement models are identical across groups 

and that patterns in path models are consistent across groups (Ho, 2006). This section 

conducts a multigroup analysis with control variables such as gender, age, and level 

of education. 

 

4.4.1 Gender Multigroup Analysis  

There are 351 male and 50 female respondents in the sample data. The group 

invariant model, which required 110 parameters and df = 883 degrees of freedom, 

yielded a significant chi-square value (N = 992, df = 883) = 1222.584, p .001, using 

AMOS multigroup path analysis. For the group variant model, which required 117 

parameters and df = 875 degrees of freedom, Chi-Square values (N = 992, df = 875) = 

1185.746 were statistically significant (p 0.001). Both path models have statistically 

significant Chi-Square values. 

Table 4.33 demonstrates that the baseline comparison fitting indices NFI, RFI, 

IFI, TLI, and CFI of the group invariant model and the group variant model are 

greater than 0.8 and close to 0.90, and that there is no statistically significant 

difference between the two models. Table 4.35 demonstrates that the group invariant 

model and the group variant model produced RMSEA values of 0.031 and 0.030, 

respectively, with no significant difference between the two models. The 



 

 

92 

aforementioned data indicate that the fit between the two models is relatively good 

and that there is no significant difference between the two models. 

Table 4.34  Baseline Comparisons for Gender 

Model 
NFI RFI IFI TLI 

CFI 
Delta1 rho1 Delta2 rho2 

Group invariant 0.819 0.809 0.942 0.938 0.942 

Group variant 0.824 0.813 0.947 0.943 0.947 

Saturated model 1.000 - 1.000 - 1.000 

Independence model 0.000 0.000 0.000 0.000 0.000 

 

As shown in Tables 4.33 and Table 4.34, there is no significant difference in 

model fitting between the group invariant model and the group variant model. 

Therefore, this study can compare the AIC measures that consider model fitting. 

Well-fitted models have low scores, whereas poorly-fitted models have high scores 

(Ho, 2006). AIC = 1440.584 for the group invariant model and AIC = 1419.746 for 

the group variant model, as shown in Table 4.35. Furthermore, the group variant 

model is the correct model, as shown in Table 4.36 Nested Model Comparisons. The 

model comparison revealed that the group variant model is more accurate and 

superior. 

 

Table 4.35  RMSEA for Gender 

Model RMSEA LO 90 HI 90 PCLOSE 

Group invariant 0.031 0.027 0.035 1.000 

Group variant 0.030 0.025 0.034 1.000 

Independence model 0.125 0.122 0.128 0.000 
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Table 4.36  AIC for Gender 

Model AIC BCC 

Group invariant 1440.584 1661.284 

Group variant 1419.746 1656.645 

Saturated model 1984.000 3992.578 

Independence model 6868.292 6993.828 

 

Assuming model group variant to be correct: 

 

Table 4.37  Nested Model Comparisons for Gender 

Model DF CMIN P 
NFI IFI RFI TLI 

Delta-1 Delta-2 rho-1 rho2 

Group invariant 8 36.838 0 0.005 0.006 0.004 0.005 

 

In the group variant model, the male and female groups are contrasted below. 

The Regression Weights for the male and female groups in the group variant are 

displayed in Tables 4.37 and 4.38 Them' in m1 through m6 denotes male, while the 'f' 

in f1 through f6 denotes female. 

 

Table 4.38  Regression Weights: (Group Male - group variant) 

   Estimate S.E. C.R. P  

Turnover 

Intention 

<- Transformational 

Leadership 

-0.148 .043 -3.47 *** m1 

TMS <- Transformational 

Leadership 

0.140 .028 5.018 *** m5 

TMS <- Turnover Intention -0.167 .041 -4.026 *** m2 

Tacit Knowledge 

Sharing 

<- Turnover Intention -0.195 .063 -3.1 .002 m3 

Tacit Knowledge 

Sharing 

<- TMS 0.680 .162 4.206 *** m6 

Tacit Knowledge 

Sharing 

<- Transformational 

Leadership 

0.212 .042 5.095 *** m4 
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Table 4.39  Regression Weights: (Group Female - group variant) 

   Estimate S.E. C.R. P  

Turnover 

Intention 

<- Transformational 

Leadership 

-0.811 .179 -4.521 *** f1 

TMS <- Transformational 

Leadership 

0.111 .140 0.794 .427 f5 

TMS <- Turnover Intention -0.025 .089 -0.285 .776 f2 

Tacit Knowledge 

Sharing 

<- Turnover Intention 0.049 .325 0.151 .88 f3 

Tacit Knowledge 

Sharing 

<- TMS 0.383 .213 1.798 .072 f6 

Tacit Knowledge 

Sharing 

<- Transformational 

Leadership 

1.108 .356 3.114 .002 f4 

 

According to the results of Pairwise Parameter Comparisons in Table 4.40, the 

Critical Ratios of Transformational Leadership and Turnover Intention = -3.664 -1.96, 

indicating that there is a significant difference between men and women in the impact 

of transformational leadership on turnover intention, in which Table 4.38 reveals that 

the female CR is -4.521 and Table 4.39 reveals that the male CR is -3.470, indicating 

that transformational leadership has a g effect. 

Critical Ratios for Differences between Parameters (group variant) 

 

Table 4.40  Pairwise Parameter Comparisons of Gender Differences 

 m3 m1 m5 m6 m4 m2 

f3 0.738 0.601 -0.278 -1.739 -0.497 0.66 

f1 -3.19 -3.664 -5.212 -6.175 -5.514 -3.45 

f5 1.999 1.77 -0.204 -2.653 -0.694 1.904 

f6 2.596 2.443 1.128 -1.131 0.79 2.543 

f4 3.596 3.498 2.718 1.106 2.517 3.559 

f2 1.566 1.244 -1.776 -3.83 -2.422 1.453 
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Note:  m1 = f1: path between Transformational Leadership and Turnover Intention  

m 4 = f4: path between Transformational Leadership and Tacit Knowledge 

Sharing 

 

According to the results of Pairwise Parameter Comparisons in Table 4.39, the 

Critical Ratios of Transformational Leadership and Tacit Knowledge Sharing = 

2.517 > 1.96, indicating that there is a significant difference between men and women 

in the impact of transformational leadership on tacit knowledge sharing, as shown in 

Table 4.37. Table 4.38 shows that the male CR is 3.114, and Table 4.37 shows that 

the female CR is 5.095, indicating that transformational leadership has a greater 

impact on women. 

 

4.4.2 Age Multigroup Analysis  

The sampling data is consistent with 3 or more years of work experience, with 

119 respondents younger than or equal to 30 and 282 older than 30. For the group 

invariant model, AMOS multigroup path analysis required 117 parameters with df = 

875 degrees of freedom, yielding a significant chi-square value (N = 992, df = 875) = 

1107.507, p .001. For the group variant model, which required 109 parameters and df 

= 883 degrees of freedom, Chi-Square values (N = 992, df = 883) = 1112.019 were 

statistically significant (p 0.001). Both path models have statistically significant Chi-

Square values. 

The baseline comparison fitting indices NFI, RFI, IFI, TLI, and CFI of the 

group invariant model and the group variant model are close to 0.90, and there is no 

statistically significant difference between the two models. Table 4.42 demonstrates 

that the group invariant model and the group variant model produced RMSEA values 

of 0.025 and 0.026, respectively, with no significant difference between the two 

models. The aforementioned data indicate that the fit between the two models is 

relatively good and that there is no significant difference between the two models. 
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Table 4.41  Baseline Comparisons for Age 

Model 
NFI RFI IFI TLI 

CFI 
Delta1 rho1 Delta2 rho2 

Group invariant 0.832 0.824 0.960 0.958 0.960 

Group variant 0.833 0.823 0.960 0.957 0.959 

Saturated model 1.000 - 1.000 - 1.000 

Independence model 0.000 0.000 0.000 0.000 0.000 

 

Table 4.42  RMSEA for Age 

Model RMSEA LO 90 HI 90 PCLOSE 

Group invariant 0.025 0.020 0.030 1.000 

Group variant 0.026 0.021 0.030 1.000 

Independence model 0.124 0.121 0.127 0.000 

 

Since there was no significant difference in model fit between the group 

invariant model and the group variant model, this study could compare AIC measures 

that consider both model parsimony and model fit. Simple models that are well-fitted 

score low, while poorly-fitted models score high (Ho, 2006). AIC = 1330.019 for the 

group invariant model and AIC = 1341.517 for the group variant model, as shown in 

Table 4.42 Furthermore, Table 4.43 Nested Model Comparisons demonstrates that the 

group variant model is the correct model. The model comparison revealed that the 

group invariant model is more accurate and superior. 

 

Table 4.43  AIC for Age 

Model AIC BCC 

Group invariant 1330.019 1384.922 

Group variant 1341.517 1400.450 

Saturated model 1984.000 2483.672 

Independence model 6761.559 6792.789 
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Assuming model group variant to be correct: 

 

Table 4.44  Nested Model Comparisons for gender 

Model DF CMIN P 
NFI IFI RFI TLI 

Delta-1 Delta-2 rho-1 rho2 

Group invariant 8 4.502 0.809 0.001 0.001 -0.001 -0.001 

 

According to the results of Pairwise Parameter Comparisons in Table 4.44, 

there are no Critical Ratios > 1.96, indicating that there is no significant difference 

between the influence of employees younger than or equal to 30 years old and those 

older than 30 years old on the model; that is, group studies indicate that age as a 

control variable has no significant effect on the model. The study model's effect was 

insignificant. The 'o' in o1 to o6 represents employees older than 30 years, while the 

'y' in y1 to y6 represents employees younger than 30 years. 

Critical Ratios for Differences between Parameters (group variant) 

 

Table 4.45  Pairwise Parameter Comparisons of Age Differences 

 o3 o1 o5 o6 o4 o2 

y3 0.126 -0.166 -4.315 -2.945 -4.163 -0.45 

y1 0.357 0.088 -4.818 -2.923 -4.494 -0.231 

y5 3.109 3.592 -1.214 -1.495 -1.477 3.248 

y6 4.553 4.64 2.958 1.516 2.729 4.535 

y4 2.41 9.238 -3.543 0.67 -1.052 10.713 

y2 -0.048 1.493 -13.717 -0.729 -3.38 -0.53 

 

4.4.3 Education Level Multigroup Analysis  

This subsection provides an analysis of educational levels across multiple 

groups. There are 351 respondents with a bachelor's degree or less and 50 respondents 

with a bachelor's degree or higher in this sample. For the group invariant model, 

AMOS multigroup path analysis required 109 parameters with df = 883 degrees of 
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freedom, yielding a significant chi-square value (N = 992, df = 883) = 1175,447, 

p .001. For the group variant model, which required 117 parameters and df = 875 

degrees of freedom, chi-square values (N = 992, df = 875) = 1162.814 were 

statistically significant (p 0.001). Both path models have statistically significant Chi-

Square values. 

The baseline comparison fitting indices NFI, RFI, IFI, TLI, and CFI of the 

group invariant model and the group variant model are close to 0.90, and there is no 

statistically significant difference between the two models (Table 4.45). Table 4.46 

reveals that the group invariant model and the group variant model produced RMSEA 

values of 0.045 and 0.043, respectively, with no significant difference between the 

two models. The aforementioned data indicate that the fit between the two models is 

relatively good and that there is no significant difference between the two models. 

 

Table 4.46  Baseline Comparisons for Education 

Model 
NFI RFI IFI TLI 

CFI 
Delta1 rho1 Delta2 rho2 

Group invariant 0.824 0.815 0.950 0.947 0.949 

Group variant 0.826 0.815 0.951 0.947 0.950 

Saturated model 1.000 - 1.000 - 1.000 

Independence model 0.000 0.000 0.000 0.000 0.000 

 

Table 4.47  RMSEA for Education 

Model RMSEA LO 90 HI 90 PCLOSE 

Group invariant 0.029 0.024 0.033 1 

Group variant 0.029 0.024 0.033 1 

Independence model 0.125 0.122 0.127 0 

 

Since there was no significant difference in model fit between the group 

invariant model and the group variant model, this study could compare AIC measures 

that consider both model parsimony and model fit. Well-fitted models have low 
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scores, whereas poorly-fitted models have high scores (Ho, 2006). As shown in Table 

4.47, AIC = 1393.447 for the group invariant model, while AIC = 1396.814 for the 

group variant model, the group invariant model has a lower score; Table 4.48 also 

demonstrates that the group invariant model is superior. The model comparison 

revealed that the group invariant model is more accurate and superior. 

 

Table 4.48  AIC for Education 

Model AIC BCC 

Group invariant 1393.447 1614.147 

Group variant 1396.814 1633.713 

Saturated model 1984.000 3992.578 

Independence model 6816.880 6942.416 

 

Assuming model group variant to be correct: 

 

Table 4.49  Nested Model Comparisons for Gender 

Model DF CMIN P 
NFI IFI RFI TLI 

Delta-1 Delta-2 rho-1 rho2 

Group invariant 8 12.633 0.125 0.002 0.002 0.000 0.000 

 

In the group variant model, below is a comparison between the undergraduate 

and below groups and the undergraduate and above groups. Due to the fact that the 

AMOS analysis process sets the regression weights from the group invariant model to 

be equal, they cannot be compared. Comparing the group variant model is possible 

(Ho, 2006). According to the results of Pairwise Parameter Comparisons in Table 

4.49, the Critical Ratios of Turnover Intention and Transactive Memory System = -

3.26 -1.96, indicating that there is a significant difference in the influence of turnover 

intention on the transactive memory system between employees with a bachelor's 

degree or less and those with a bachelor's degree or more. The Regression Weights of 

the undergraduate and below group and the undergraduate and above group in the 



 

 

100 

group variant are shown in Tables 4.50 and 4.51, respectively. Table 4.50 reveals that 

the CR of undergraduate and below employees is -3.282%, while Table 4.51 reveals 

that the CR of undergraduate and above employees is 3.282%. The employee's CR is -

4.46, indicating that the effect of turnover intention on the transactive memory system 

is greater for employees with a bachelor's degree or higher than for those with a 

bachelor's degree or lower. The letter 'l' in l1 to l6 denotes low education, whereas the 

letter 'h' in h1 to h6 denotes high education. 

 

Table 4.50  Pairwise Parameter Comparisons of Education Differences Critical Ratios 

for Differences between Parameters (group variant) 

 l3 l1 l5 ml6 l4 l2 

h3 0.43 0.237 -1.248 -3.056 -1.553 0.141 

h1 -0.318 -0.656 -2.991 -4.421 -3.392 -0.801 

h5 2.704 2.546 -0.588 -3.145 -1.231 2.37 

h6 3.062 2.957 1.812 -0.276 1.557 2.892 

h4 3.83 3.758 1.179 -2.129 0.558 3.634 

h2 -2.584 -2.973 -5.478 -5.992 -5.865 -3.261 

 

Note:  l2 = h2: path between Turnover Intention and Transactive Memory System 

Organized by author 

 

Table 4.51  Regression Weights: (Group Low Education - group variant) 

   Estimate S.E. C.R. P  

Turnover Intention <- Transformational Leadership -.152 .043 -3.544 *** l1 

TMS <- Transformational Leadership .159 .030 5.209 *** l5 

TMS <- Turnover Intention -.132 .040 -3.282 .001 l2 

Tacit Knowledge 

Sharing 

<- Turnover Intention -.195 .063 -3.089 .002 l3 

Tacit Knowledge 

Sharing 

<- TMS .733 .178 4.115 *** l6 

Tacit Knowledge 

Sharing 

<- TransformationalLeadership 0.227 .045 5.023 *** l4 
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Table 4.52  Regression Weights: (Group High Education - group variant) 

   Estimate S.E. C.R. P  

Turnover Intention <- Transformational Leadership -.241 .130 -1.859 .063 h1 

TMS <- Transformational Leadership .103 .090 1.140 .254 h5 

TMS <- Turnover Intention -.549 .124 -4.416 *** h2 

Tacit Knowledge 

Sharing 

<- Turnover Intention -.102 .207 -0.494 .621 h3 

Tacit Knowledge 

Sharing 

<- TMS .646 .266 2.424 .015 h6 

Tacit Knowledge 

Sharing 

<- Transformational Leadership .292 .109 2.667 .008 h4 

 

All nine hypotheses examined in this paper are supported, including six Direct 

Effect Hypotheses, four Mediating Effect Hypotheses, and one Chain Effect 

Hypothesis, as determined by the AMOS analysis in this chapter. In accordance with 

the SEM model constructed using the conceptual framework of this paper, the SEM 

model acquired fitting support after running in AMOS. Running results indicate that 

the SEM model of this research's conceptual framework has a good fit. In this study, 

the path multi-group analysis is utilised to confirm the impact of control variables, 

such as gender, age, and education level. There is no significant impact of the variable 

on the model. 

  



 

 

CHAPTER 5 

 

CONCLUSION AND DISCUSSION 

 

This chapter discusses and summarises the principal findings of the study. 

Advisory services are also provided for businesses. The concluding section describes 

the study's limitations and suggests future research that can be derived from the 

current study. 

 

5.1 Summary of the Findings  

The purpose of this study is to determine how transformational leadership 

influences the tacit knowledge sharing of software engineers in the context of their 

intention to leave their organisations. Based on the relationship between independent 

variables, mediating variables, and dependent variables, it was determined that six 

Direct Effect Hypotheses were supported significantly, four Mediating Effect 

Hypotheses were supported significantly, and one Chain Effect Hypothesis was 

supported significantly. The R-square of the path model is 0.55, indicating that the 

conceptual framework of this study influences the level of tacit knowledge sharing is 

adequately explained. 

 

5.2 Conclusion and Discussion 

This section will present and discuss the conclusion based on the research 

objectives. 

Using software engineers in China as a case study, the first objective of this 

study is to investigate the relationship between transformational leadership and tacit 

knowledge sharing. Transformational leadership has a significant positive effect on 

employees' sharing of tacit knowledge, according to the findings of this study which 

targeted software engineers in China. Crawford (2005) asserted that transformational 
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leadership has a positive effect on knowledge management. Burns proposed the 

concept of transformational leadership in 1978, and subsequently, Bass (1985) 

elaborated on the concept and proposed the theory of transformational leadership. In 

the field of knowledge management research, some scholars have gradually 

introduced the concept of transformational leadership in recent years. Scholarly 

research has demonstrated a strong correlation between transformational leadership 

and knowledge sharing (Anselmann & Mulder, 2020). The findings of this paper 

support the studies of these scholars. This study demonstrates that transformational 

leadership has a significant positive effect on employees' sharing of tacit knowledge. 

This study extends the high correlation between transformational leadership and 

knowledge sharing found by previous researchers, as well as the high correlation 

between transformational leadership and tacit knowledge sharing. This study's 

findings extend the scope of leadership theory research. 

Another objective of the research was to investigate the influence of the 

transactive memory system on transformational leadership and tacit knowledge 

sharing. The findings of this study suggest that the relationship between 

transformational leadership and tacit knowledge sharing is mediated by the transactive 

memory system. Since Wegner et al. (1985) established the interactive memory 

system theory, scholars have gradually studied the relationship between 

transformational leadership and transactive memory system in recent years, and it has 

been demonstrated that transformational leadership is an transactive memory system. 

Transformational leadership, a prerequisite for emergence (Hammedi et al., 2013), 

had a positive effect on the transactive memory system of the team (Biancardi, 

O'Toole, et al., 2021). In addition, Wegner et al. (1985) noted that the transactive 

memory system is a shared system for encoding, storing, and retrieving knowledge at 

the inception of the transactive memory theory (Wegner et al., 1991). Knowledge 

Sharing is an integral part of the theory of knowledge management (Van den Hooff & 

De Ridder, 2004). Drucker (1988); Sveiby (1986) introduced the concept of 

knowledge management, and Nonaka and Takeuchi (1995) subsequently introduced 

the concept of tacit knowledge to knowledge management. This paper investigates the 

relationship between transactive memory systems in transformational leadership and 

tacit knowledge sharing based on these previous works. This paper's findings indicate 
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that the transactive memory system plays a significant role as a mediator between 

transformational leadership and tacit knowledge sharing. This paper's research 

conclusion enriches not only the leadership theory research literature, but also the 

knowledge management theory research literature and the transactive memory system 

theory research literature, making a positive contribution to these research fields. 

In addition, another objective of this study was to examine the influence of 

turnover intention on transformational leadership and tacit knowledge sharing. 

Jovanovic (1979) proposed a theory of turnover based on previous studies' turnover 

models. Research indicates a correlation between employee turnover and ineffective 

knowledge management (Luthra & Singh, 2019). Researchers believed that tacit 

knowledge is essential for generating a sustainable competitive advantage 

(Johannessen et al., 2001); therefore, knowledge sharing and turnover intention are 

unquestionably the most crucial research topic (Srivastava & Pradhan, 2019). 

The results of this study support the purpose of this paper's research into tacit 

knowledge. 

The following is the discussion of this paper from several research 

dimensions. 

 

5.2.1 Discussion on Transformational Leadership 

Transformational leadership is a subcategory of leadership theory research. 

This study found that transformational leadership is significantly negatively correlated 

with turnover intention, indicating that the stronger the transformational leadership 

style of managers in an organisation, the lower the turnover intention of software 

personnel, demonstrating that transformational leadership has a positive effect on 

followers. It has a great impact, which is consistent with how scholars view 

transformational leadership. According to scholars, transformational leaders can alter 

the consciousness of their followers, boost their morale, and inspire them to strive for 

the organization's goals (Luthans, 2005). The results of this study provide support for 

the transformational leadership cognition literature. This study supports the related 

research literature of Kharabsheh et al. (2017) that transformational leadership is 

negatively associated with intention to leave the organisation, which is consistent with 

previous research.  
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This study finds a positive correlation between transformational leadership 

and tacit knowledge sharing. This study's findings are consistent with the influence 

relationship between leadership theory and knowledge management theory that has 

been examined in previous research. According to Mas-Machuca (2014), leadership is 

a crucial success factor of knowledge management. The relationship between 

leadership and knowledge management success has been studied and explained by a 

number of academics. The findings of the study demonstrated a positive relationship 

between the strategic dimension of leadership and the success of knowledge 

management practise (Mas-Machuca, 2014). Some researchers have investigated the 

relationship and impact of leadership styles on knowledge management practises in 

software companies, and their findings indicate that different leadership styles have 

significantly different effects on knowledge management (Singh, 2008). Mas-

Machuca (2014); Singh (2008) demonstrated that leadership theory has a substantial 

impact on knowledge management theory. 

This study discovered a positive correlation between transformational 

leadership and the transactive memory system, indicating that the stronger the 

manager's transformational leadership, the more likely it was to influence the team's 

enthusiasm for the transactive memory system. The intervention of transformational 

leadership had a positive effect on the team's transactive memory system (Biancardi, 

O'Toole, et al., 2021), and this study's findings corroborate previous research. This 

study contributes to the transformational leadership and transactive memory system 

research literature, which is still relatively limited. The preceding discussion is based 

on the findings of this paper and is expanded upon in conjunction with the theory of 

transformational leadership. Initially, transformational leadership theory focused on 

the moral conduct of leaders. With the evolution of the theory, transformational 

leadership focuses primarily on achieving organisational objectives (Hunt, 2017). 

Transformational leadership refers to leaders with specific traits who inspire their 

followers to accomplish ambitious organisational goals (Gregory Stone et al., 2004). 

According to the research findings, the purpose of this study is to enhance 

organisational knowledge management and retain tacit knowledge within the 

organisation. Therefore, transformational leadership, which is characterised by a focus 

on organisational goals, is the ideal leadership style. Therefore, it is crucial for 
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businesses to cultivate leaders with a transformational leadership style, which can 

enhance the sharing of tacit knowledge and guarantee its continued existence within 

the organisation. Additionally, leaders with a transformational leadership style can 

reduce employees' intention to leave, which is consistent with the literature indicating 

that transformational leadership has a positive effect on employees, as proposed by 

transformational leadership theory. 

 

5.2.2 Discussion on Transactive Memory System 

The theory of the transactive memory system was developed 

independently, without a parent theory. The term "transactive memory 

system" refers to a collection of individual memory systems that 

communicate with one another. Since Wegner's 1985 proposal of the 

theory of transactive memory system, more researchers have examined the 

theory to determine why this system can form. Akgün et al. (2005); Argote 

and Guo (2016); Van den Hooff and De Ridder (2004), which is also one 

of the theoretical foundations of this paper, explain the transactive 

memory system. This paper goes a step further and investigates the impa ct 

of the transactive memory system on the sharing of tacit knowledge. There 

is a significant relationship between the transactive memory system and 

tacit knowledge sharing, according to one of this paper's findings. This 

study's findings have positive implications for software companies seeking 

to encourage software personnel to share tacit knowledge. In addition, this 

paper finds that transformational leadership has a significant positive 

impact on the transactive memory system, which has positive implica tions 

for the research on the transactive memory system theory and provides 

theoretical support for the establishment and enhancement of the 

transactive memory system from the standpoint of managerial style. In 

addition, this study found that turnover intention has an effect on the 

transactive memory system, which suggests new avenues for researching 

the theory of the transactive memory system from alternative vantage 

points. 
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This paper demonstrates the transactive memory system as a 

mediator between transformational leadership and knowledge sharing. 

Some scholars have demonstrated the mediating role of transactive 

memory between social media and knowledge transfer (Sun et al., 2021), 

indicating that the transactive memory system plays a positive role in 

promoting knowledge transfer in knowledge management. This paper 

further verifies the effect of transactive memory systems on knowledge 

sharing in knowledge management through empirical research. The 

significance of the transactive memory system to knowledge management 

is demonstrated by these findings. Accentuating the enterprise's 

transactive memory system will improve the enterprise's knowledge 

management. 

 

5.2.3 Discussion on Turnover Intention 

Jovanovic (1979) summarised the turnover models of numerous researchers in 

the research literature Job matching and the theory of turnover, proposed the theory of 

turnover, and believed that these turnover models could explain the significant laws of 

worker turnover. Intention to leave is a perception, a significant indicator of actual 

turnover, and the final stage before employees actually depart (Shim, 2010; Tett & 

Meyer, 1993). Accordingly, turnover intention is a significant indicator of actual 

turnover in terms of turnover theory. Studies indicate that when a company's 

knowledge workers leave, the company loses relevant knowledge and valuable 

resources, and the company suffers significant losses; consequently, knowledge 

management emerged in the 1990s (Earl, 2001). In the development of tacit 

knowledge, scholars have long recognised that leaving an organisation will result in 

the loss of tacit knowledge (Wan & Mohammad, 2016). The use of all available 

knowledge in an organisation to retain tacit knowledge (Bolisani & Bratianu, 2017; 

Mahdi, Nassar, & Almsafir, 2019; Quast, 2012); these are studies of tacit knowledge 

retention from the perspective of knowledge management theory and turnover theory. 

This thesis, from the perspective of leadership theory, can reduce employee turnover 

intention through transformational leadership, thereby having a positive effect on the 
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retention of tacit knowledge. This is another perspective on the study of turnover 

intent. 

Research indicates a correlation between employee turnover and ineffective 

knowledge management (Luthra & Singh, 2019). Sharing of knowledge is a crucial 

aspect of knowledge management (Van den Hooff & De Ridder, 2004). In a survey 

conducted in India, researchers discovered a significant correlation between turnover 

intent and knowledge sharing (Lakshman et al., 2021). These results suggest a 

negative relationship between intention to leave and knowledge management, and this 

study demonstrates the mediating role of intention to leave between transformational 

leadership and knowledge sharing. The findings of this study indicate that leadership 

style has a positive effect on reducing employee turnover, and that the mediating 

effect of reduced turnover intention can promote knowledge management in 

organisations, specifically knowledge sharing. The Chain Effect is also a result of this 

paper's research. The turnover intention and transactive memory system have a Chain 

Effect on transformational leadership and knowledge sharing, indicating their 

relationship with transformational leadership and knowledge sharing. This layer's 

influence is likely to be overlooked when examining the relationship between 

leadership style and knowledge management in businesses. This Chain Effect 

demonstrates that in a team where members have a propensity to leave, a more 

effective transactive memory system will contribute more positively to knowledge 

sharing. 

 

5.2.4 Discussion on Tacit Knowledge Sharing 

Kimble (2013) believed that when discussing tacit knowledge, knowledge 

management must be discussed first. Knowledge management is a strategy that 

encourages the use, generation, sharing, and application of knowledge (Becerra-

Fernandez & Sabherwal, 2010), and knowledge sharing is its domain. More research 

has been conducted on knowledge sharing than on tacit knowledge sharing. This 

study found a significant relationship between transformational leadership and the 

sharing of tacit knowledge, which provides theoretical literature for studying the 

retention of tacit knowledge from the perspective of leadership theory. The findings 

of this study indicate that the transactive memory system has a significant relationship 
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with tacit knowledge sharing. Despite the fact that the transactive memory system is 

the team's knowledge-sharing system, relatively few publications have clearly 

presented research on tacit knowledge sharing from the perspective of the transactive 

memory system. Research on tacit knowledge contributes to the theoretical literature 

and supplements research on the theory of transactive memory systems. 

 

5.3 Contribution 

5.3.1 Academic Contribution 

This paper examines the significance of tacit knowledge to enterprise 

development, arguing that the loss of tacit knowledge will be exacerbated by the 

turnover of employees in businesses that pay insufficient attention to tacit knowledge 

management. In accordance with the knowledge management theory, transformational 

leadership and the transactive memory system have a significant impact on tacit 

knowledge management. This study acknowledges the significance of tacit knowledge 

sharing in organisations and thus contributes to the tacit knowledge research literature 

within the field of knowledge management theory. Kimble (2013) believes that tacit 

knowledge has become an important topic in the knowledge management theoretical 

research field. For instance, Easterby-Smith and Prieto (2008) believe that 

understanding the nature and process of tacit knowledge, as opposed to explicit 

knowledge, is the greatest challenge of knowledge management. Kimble (2013) 

believed that in the tacit knowledge research and development process, the tacit 

knowledge research literature primarily focused on two research perspectives. The 

first is based on Polanyi (1966) concept of tacit dimension of knowledge, which holds 

that knowledge is binary and tacit and explicit knowledge are inseparable; the second 

is that scholars such as Nonaka (1994) focus primarily on the distinction between 

explicit knowledge and tacit knowledge. This view maintains that explicit knowledge 

and tacit knowledge can be distinguished with precision. Nonaka (1994) presented 

knowledge as a dichotomy (Hildreth & Kimble, 2002), i.e., knowledge is defined as 

either implicit or explicit, which is easier to apply to the concept of knowledge 

management (Gourlay, 2006). Kimble (2013) believes that tacit knowledge is difficult 

to transfer or replicate, which impacts the enterprise's ability to maintain its 
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competitive advantage. In this regard, an increasing number of researchers are 

examining the relationship between tacit knowledge sharing and enterprise 

competitive advantage (Manaf et al., 2020; Novitasari et al., 2021; Obrenovic et al., 

2020). Based on the significance of tacit knowledge sharing to businesses, this paper 

presents the conceptual framework for this study and conducts an empirical 

investigation from the perspective of employee turnover intent. 

This study's conceptual framework is grounded in transformational leadership 

theory (Bass, 1985; Burns, 1978), transactive memory systems theory (Wegner, 

1987), and knowledge management theory (Drucker, 1988; Sveiby, 1986; Sveiby & 

Lloyd, 1990). Tacit knowledge administration (Nonaka, 1991; Polanyi, 1962). For the 

research question posed in this paper regarding the relationship between 

transformational leadership and tacit knowledge sharing, this paper demonstrates the 

significant impact of transformational leadership on tacit knowledge sharing using the 

conceptual framework proposed. This article also illustrates the significant mediating 

effects of turnover intention and transactive memory system between transformational 

leadership and tacit knowledge sharing. The empirical results of these mediating 

effects also provide answers to the other two research questions posed in this paper, 

namely turnover intention and whether transactive memory systems serve as a 

mediator between transformational leadership and tacit knowledge sharing. These 

findings permit the conceptual framework proposed in this paper to expand the scope 

of tacit knowledge management in light of these findings. Moreover, the results of 

this study indicate that developing leaders with transformational leadership styles is 

crucial for promoting tacit knowledge sharing and ensuring the continuity of tacit 

knowledge within an organisation. In addition, the findings of this study indicate that 

organisations can facilitate the sharing of tacit knowledge through transactive memory 

systems. 

In conclusion, the originality of this study consists of the following: based on 

the significance of tacit knowledge sharing to enterprise development, this study 

expands and refines Polanyi (1966) binary knowledge division definition of tacit 

knowledge. This study empirically demonstrates that, from the perspective of 

employee turnover intention and under the condition of transformative organisational 

leadership type, employee turnover intention plays a significant role in tacit 
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knowledge sharing via the intermediary role of the transactive memory system. 

Consequently, this study not only contributes to tacit knowledge management within 

the context of knowledge management theory, but also verifies the intermediary role 

of transactive memory system in tacit knowledge management and extends the scope 

of tacit knowledge management. 

In addition, this study contributes positively to leadership theory. The theory 

of transformational leadership is a subfield of leadership theory. Transformational 

leadership represents a new theory of leadership. It emphasises the interaction 

between superiors and subordinates. After more than three decades of research, Bass 

(1985) formalised the transformational leadership theory. Numerous research findings 

indicate that transformational leadership has a positive effect on the behaviour of 

subordinates, and as relevant research continues to expand, so has the role of 

transformational leadership and its impact on knowledge sharing, turnover intention, 

etc. The focus of future empirical investigation (Yin, 2019). This paper's empirical 

findings indicate that transformational leadership has a significant negative effect on 

turnover intent. In addition, this study's findings support and expand the previous 

research literature on the role of transformational leadership in the field of turnover. 

The results also indicate that transformational leadership has a positive effect on tacit 

knowledge sharing; therefore, this study contributes to the research literature on the 

role of transformational leadership in the field of knowledge sharing and expands on 

the topic of tacit knowledge sharing. In addition, transformational leadership theory 

(Bass, 1985) and transactive memory system theory (Wegner et al., 1985) were 

proposed almost simultaneously, but according to the existing research literature, the 

research scope of transformational leadership theory is within the last decade. Left- 

and right-leaning researchers (Bachrach & Mullins, 2019; Biancardi, O'Toole, et al., 

2021; Hammedi et al., 2013) have gradually focused on the field of transactive 

memory system. This study therefore contributes to the research literature regarding 

the extension of transformational leadership theory to the field of transactive memory 

systems. 

The empirical findings of this paper contribute positively to the expansion of 

transformational leadership theory into the domains of turnover intention, transactive 

memory systems, and tacit knowledge sharing.  
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5.3.2 Practical Contribution 

In the context of the current economic recovery and the improvement in 

employees' intention to leave their jobs, this study has practical implications for 

organisations that pay attention to knowledge management in order to strengthen the 

retention of tacit knowledge. This study has important practical implications for 

developing leaders with a transformational leadership style, promoting tacit 

knowledge sharing, and ensuring the organization's retention of tacit knowledge. This 

study investigates further the relationship between transformational leadership's 

transactive memory system and tacit knowledge sharing. The research findings have 

significant practical implications for organisations that use transactive memory 

systems to better retain tacit organisational knowledge. This will enhance the 

managers' understanding of the role of the transactive memory system in retaining 

tacit knowledge. This study's findings on the relationship between turnover intention, 

transformational leadership, and tacit knowledge sharing will enable organisation 

managers to better comprehend the significant impact of turnover intention on tacit 

knowledge, implement preventative measures, and minimise the loss of tacit 

knowledge. 

This study found that the transactive memory system played a significant 

mediating role between transformational leadership and tacit knowledge sharing, 

suggesting that in business management, transformational leadership can promote 

knowledge sharing among team members when team leaders intentionally build a 

transactive memory system to promote knowledge sharing in the team and retain tacit 

knowledge within the enterprise. For those businesses that place a premium on 

knowledge management, the development of a transactive Memory system is of 

critical practical importance. In addition, this study demonstrates that turnover 

intention and the transactive memory system play a significant role in the Chain 

Effect between transformational leadership and tacit knowledge sharing, as Argote et 

al. (2018) noted that teams with more stable members have a higher turnover rate than 

teams with frequent member turnover. It focuses on cultivating enterprise leaders with 

a transformational leadership style, thereby reducing team member turnover, 

contributing to the development of a more robust transactive memory system, and 
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fostering better knowledge sharing among team members. This research result has 

contribution significance in the real world. 

In addition, this study discovered that transformational leadership has a greater 

impact on the activity of employees under the age of 30 compared to those over the 

age of 30. Therefore, managers should employ different management techniques for 

workers of various ages. For example, if leaders can manage employees under 30 

years old with the charismatic guidance and spiritual motivation unique to 

transformational leaders, the management effect may be more apparent. Similarly, 

this study found that the impact of transformational leadership on the intention of 

female employees to leave is greater than that of male employees, indicating that 

female employees are more influenced by the leadership style of managers. This 

finding suggests that businesses should adopt different management strategies for 

employees of different genders to ensure the stability of the team. To reduce 

employee turnover, for instance, more female employees can be managed with 

transformational leadership styles and more professional guidance and 

encouragement, making the management effect more apparent. In addition, this study 

discovered that the impact of transformational leadership on the transactive memory 

system of employees with a bachelor's degree or less is greater than that of employees 

with a bachelor's degree or higher, indicating that managers should adopt different 

management methods for different groups, and that there should not be a single 

management method, so as to improve management effectiveness. Adopt more 

transformational leadership styles to manage employees with a bachelor's degree or 

less in the team, and encourage and motivate these young employees more so they can 

be more involved in the team's knowledge sharing. 

 

5.4 Limitation 

Because this paper examines tacit knowledge, the research subject is 

comprised of software engineers closely associated with tacit knowledge, which may 

not apply to all industries. The results of this study are limited to the specified 

industries only. In addition, this study's measurement scales are based on previous 

research. Whether consistent research findings can still be obtained if all or part of the 
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scales are redesigned. This study cannot confirm whether future research methods 

with more precise measurements will produce more reliable findings. Moreover, this 

study produced numerous findings; however, since this study was conducted in China, 

applying the same study in different countries can provide more comprehensive 

results for the research conceptual framework, i.e., the survey data of this study from 

China. 

This study primarily evaluates transformational leadership from the 

perspective of employees. This study cannot confirm whether the results of the 

evaluation will be more reasonable if the evaluation from transformational leadership 

itself is added. Beijing, Shanghai, and Shenzhen, the three cities with the largest 

number of programmers in China, make up the sample population for this study. 

However, these cities are located in the north, east, and south of China, and there are 

no cities in the west. It is impossible to confirm whether the research presented in this 

paper is applicable to sampling of the target population in western Chinese cities such 

as Chengdu and Chongqing. 

 

5.5 Future Research 

It is suggested that future research could compare findings across industries to 

determine if different industries have an effect on the findings. In addition, future 

research may need to compare results across countries to determine whether cultural 

groups influence results. In addition, future research can concentrate on the impact of 

various leadership styles on tacit knowledge sharing, and not just transformational 

leadership styles. In addition, since Yu et al. (2020) hypothesised that employees' 

intention to leave their jobs will fluctuate daily based on their position, the effect of 

this fluctuation on knowledge management is another area of research. In addition, 

since tacit knowledge is difficult to describe, it will be an interesting study if more 

accurate tacit knowledge measurement methods emerge in the future, or if researchers 

discover multiple dimensions of tacit knowledge. 

The influence of multiple leadership styles on subordinates is a fascinating 

area of study. Future researchers can investigate the effects of multiple leadership 

styles on turnover intent, the transactive memory system, and knowledge 
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management. In recent years, an increasing number of scholars have begun to 

investigate the influence of various leadership styles on intention to leave the 

organisation. This research field can be further explored in the future. In addition, 

there is a paucity of literature on the transactive memory system of various leadership 

styles, which can be explored as a research direction. In addition, there is a paucity of 

research on the impact of different leadership styles on knowledge management, and 

future researchers may wish to contribute to this dearth. 

In addition, the overall research results of the theory of the transactive 

memory system are insufficient. This paper's research on the theory of transactive 

memory systems from the perspective of transformational leadership and knowledge 

sharing adds to the existing body of literature. Future researchers may wish to 

consider extending the theory of the transactive memory system in other ways. 
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