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 Abstract 

Knowledge hiding is a significant threat to the operational performance of 
knowledge driven organizations operating in competitive environments. 
Grounded in Social Exchange Theory, this study proposes a moderated 
mediation model to examine the influence of Leader Member Exchange 
(LMX) on Knowledge Hiding Behavior (KHB) through Moral 
Disengagement (MD) with Equity Sensitivity (ES) as a boundary condition. 
To minimize common method bias, data were collected from 523 employees 
in Pakistan's telecommunications sector using a three wave, time-lagged 
survey design. The results support the hypothesized model by showing that 
high quality LMX significantly reduces KHB both directly and indirectly by 
lowering MD. Moreover, ES strengthens the negative relationship between 
LMX and MD, resulting in a stronger indirect effect of LMX on KHB 
among employees with high ES than those with low ES. These findings 
provide practical insights for reducing unethical knowledge hiding by 
reinforcing moral self-regulation and incorporating employees' fairness 
orientations into leadership development and HR practices. Limitations 
and directions for future research are also discussed. 
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Introduction 
The way people interact is a key feature of 
contemporary competitive and dynamic work 
environments (Vuchkovski et al., 2023). LMX 
explains the quality of the relationship 
between supervisors and subordinates, 
shaping employees' attitudes and behaviors 
(Assefa et al., 2024). High quality LMX is 
characterized by trust, mutual exchange and 
emotional support while enhancing 
employees' sense of responsibility and 
organizational citizenship behavior. Low 
quality LMX is characterized by formal and 
transactional exchanges that increase stress 

and reduce cooperation (Tanko & Kwarteng, 
2025). Consequently, LMX provides an 
effective framework for understanding both 
positive and negative workplace behaviors 
(Bennouna et al., 2025). 
Although extensive research associates LMX 
with positive outcomes such as performance, 
commitment and engagement (Assefa et al., 
2024), its role in preventing 
counterproductive work behaviors remains 
unclear. Emerging evidence suggests that LMX 
may also produce unintended outcomes 
including emotional exhaustion and unethical 
behavior (Tano et al., 2023). In knowledge 
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driven organizations, one such behavior is 
knowledge hiding. It is the intentional 
concealment of requested information that 
undermines teamwork, innovation and 
competitive advantage (Wen et al., 2022). As 
organizations increasingly depend on 
knowledge based resources for sustained 
competitive advantage, understanding how 
LMX influences knowledge hiding has 
become essential. However, this relationship 
remains underexplored (Cristache et al., 
2025). This issue is particularly important in 
Pakistan's telecommunication sector where 
rapid technological change, customer attrition 
and rising operating costs make effective 
knowledge sharing essential for organizational 
performance (Waseem et al., 2025).  
Explaining why employees hide knowledge 
despite supportive leader to employee 
relationships therefore remains an important 
research question. A potential explanation lies 
in moral disengagement, a cognitive process 
through which employees justify unethical 
behaviors such as knowledge concealment 
without experiencing guilt (Afshan et al., 
2023). Although MD provides a plausible 
mechanism linking leadership and unethical 
behavior, its mediating role between LMX and 
knowledge hiding has received limited 
empirical attention (Kumar et al., 2025).  
In addition, equity sensitivity, a stable 
individual difference reflecting fairness 
preferences influences how employees 
interpret workplace relationships. Individuals 
with high ES are more responsive to fairness 
whereas those with low ES are less sensitive to 
inequity (Jo & Shin, 2025; Jonker et al., 
2022). However, the moderating role of ES in 
the relationship between LMX and MD 
remains largely unexplored (Veetikazhi et al., 
2020). 
This study addresses these gaps by examining 
a moderated mediation model. It proposes 
that LMX reduces knowledge hiding by 
decreasing moral disengagement and equity 
sensitivity strengthens this indirect 
relationship (Guo et al., 2021). By focusing on 
Pakistan’s telecommunication sector, the 
study contributes to the limited literature on 
organizational behavior in emerging 
economies (Amber et al., 2021). Practically, 

the findings highlight the importance of ethics 
training and leadership development. And 
considering equity sensitivity during 
recruitment and team formation to better 
align leadership practices with employees’ 
fairness orientations (Liu et al., 2024). 
 
Theory and Hypothesis Development 
Supporting theory  
Grounded in Social Exchange Theory 
(Wallenburg & Handfield, 2022), this study 
posits that workplace relationships are based 
on the reciprocal exchange of valued resources 
such as trust, emotional and moral support. 
Individuals evaluate these relationships by 
weighing their costs and benefits which shapes 
the quality of professional ties and subsequent 
workplace behaviors (Ahmad et al., 2023). 
Relating this scaffold to the present study, 
high quality LMX fosters positive social 
exchanges which encourages favorable 
employee responses towards management. 
Whereas low quality LMX leads employees to 
perceive workplace exchanges as biased or 
inequitable, particularly among those who are 
sensitive to fairness (Xu et al., 2022). 
Consequently, low LMX is associated with 
knowledge hiding, reduced social interaction 
and higher levels of moral disengagement 
whereas high LMX fosters trust, reciprocity 
and ethical workplace behavior (Gusmerotti et 
al., 2023). 
 
Relationship between leader-member 
exchange and knowledge hiding behavior 
Scholars describe LMX as a positive exchange 
relationship characterized by professional 
support, emotional well-being and mutual 
respect (Wagner & Koob, 2022). Knowledge 
hiding behavior refers to deliberate 
withholding of requested information from a 
colleague or employer (Sun et al., 2022). 
Empirical evidence consistently shows that 
LMX negatively predicts KHB as high quality 
LMX fosters trust and strong task based 
relationships, whereas greater knowledge 
hiding is associated with less trustworthy 
employer to employee relationships (Eliason, 
2025). 
Research shows that effective leadership 
including inclusive and transformational 
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leadership promotes knowledge sharing and 
effective knowledge management. Moreover, 
it reduces KHB by fostering interpersonal 
trust between managers and employees. 
(Sharif et al., 2024). Similarly, higher LMX is 
associated with greater employee job 
satisfaction, productivity and knowledge 
management in Pakistan's private banking 
sector (Liang & Yin, 2024). Collectively, these 
outcomes contribute to operational 
innovation and improved organizational 
performance (Kamal et al., 2022). 
Research has found that cultivating a 
knowledge sharing culture through 
transformational leadership positively affects 
organizational performance (Jaffar, 2020). 
High LMX promotes knowledge exchange and 
a socially engaging organizational culture. This 
enriches employees' experience, interactivity 
and enthusiasm toward task accomplishment. 
Whereas, lower LMX relationships are 
associated with increased KHB (Tao, 2025). 
Hence,  
Hypothesis 1: Leader Member Exchange is 
negatively associated with Knowledge Hiding 
Behavior. 
 
Mediating role of moral disengagement 
Moral disengagement is a self-regulatory 
cognitive process that allows individuals to 
violate their moral principles and engage in 
unethical behavior without experiencing guilt 
(Ogunfowora et al., 2023). Prior research 
suggests that fairness in the workplace and 
ethical leadership reduce unethical behavior 
by limiting employees' tendency toward moral 
disengagement. Employees are less likely to 
morally disengage when leaders establish 
differentiated relationships based on 
legitimate rather than illegitimate factors (Al-
Atwi et al., 2022). 
LMX is an inevitable occurrence in 
workplaces and described as a positive 
relationship between supervisors and 
employees (Assefa et al., 2024). A study by 
Sobral and Furtado (2024) opines that high 
LMX is characterized by an effective and 
trustworthy relationship in which leaders and 
members exchange knowledge and ideas. 
Ogunfowora et al. (2021) found that 
employees with low LMX are more likely to 

engage in counterproductive acts such as 
moral disengagement. Building on Social 
Exchange Theory, Valle et al. (2019) 
established that employees in low LMX 
relationships are more likely to morally 
disengage (Bandura, 1986, 1999). 
This study positions MD as a key intervening 
mechanism underlying the relationship 
between LMX and KHB. Knowledge hiding 
behavior refers to the deliberate withholding 
of requested information from a colleague or 
employer (Sun et al., 2022). Previous research 
consistently shows that MD is associated with 
unethical employee behaviors, impairs 
operational efficiency and promotes 
knowledge hiding (Serenko & Abubakar, 
2023; Erkutlu & Chafra, 2023). Collectively, 
these findings suggest that MD undermines 
the trust necessary for effective LMX 
relationships. Whereas, high quality LMX 
fosters inclusivity, reduces MD and 
consequently decreases knowledge hiding (Al-
Atwi et al., 2022; Al Hawamdeh & Al 
Hawamdeh, 2025). Hence, 
Hypothesis 2: Moral Disengagement 
mediates the relationship between Leader 
Member Exchange and Knowledge Hiding 
Behavior 
 
Moderating role of equity sensitivity 
Equity sensitivity is the individual difference 
in how employees appraise fairness of their 
effort to reward proportion (Palmer, 2022). 
This concept serves as an important boundary 
condition in workplace exchanges. Villegas 
and Larena (2021) found that the impact of 
LMX depends on this trait. Particularly, 
employees with high ES experience more 
favorable outcomes in high quality LMX 
relationships than their peers. Contrariwise, 
low ES overrides positive reciprocation and 
maintains higher levels of MD despite 
supportive leadership (Erkutlu & Chafra, 
2023). 
When employees experience inequity, they are 
more likely to engage in counterproductive 
work behaviors (Asadullah et al., 2023). 
However, high ES serves as a mechanism that 
emphasizes sustaining rapport. It explains a 
context in which employees value fairness and 
treat their relationship with their leader as a 
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valuable social asset that needs to be 
maintained (Xu et al., 2023). 
This research posits that ES moderates the 
relationship between LMX and MD, as 
individuals with high ES monitor fairness and 
ethical adherence closely (Chen et al., 2023). 
They are highly responsive to the quality of 
their relationship with leadership. Employees 
with high quality LMX perceive greater 
organizational support through trust and 
inclusivity (Hassaan, 2024). In response, they 
feel a strong obligation to reciprocate with 
ethical behavior, thereby reducing MD (Liao 
et al., 2024). Hence,  
 
Hypothesis 3: Equity Sensitivity moderates 
the negative relationship between Leader 
Member Exchange and Moral 
Disengagement in a way that the negative 
relationship will be stronger when Equity 
Sensitivity is high than low. 
 
 
 
 
 

Indirect effect of Leader Member Exchange 
on Knowledge Hiding Behavior via Moral 
Disengagement 
This study proposes a moderated mediation 
model (Preacher et al., 2007) to examine the 
conditional indirect effect of LMX on KHB 
via MD. It is posited that ES functions as a 
critical psychological boundary condition. 
Employees with high ES feels strongly 
obligated to reciprocate high quality LMX 
with ethical conduct (Zhang, 2025). 
Therefore, ES acts as a buffer that further 
supports the reduction of MD in response to 
positive leadership.  
As a result, this leads to a more pronounced 
decrease in KHB compared to employees with 
low ES. Thus, the indirect negative 
relationship between LMX and knowledge 
hiding is stronger when ES is high. Hence, 
 
Hypothesis 4: The indirect effect of LMX on 
Knowledge Hiding Behavior via Moral 
Disengagement is moderated by Equity 
sensitivity, such that the indirect negative 
relationship will be stronger in case of high 
Equity Sensitivity than low. 

 

 
Figure 1: Theoretical Framework (By the authors) 

 
Materials and Methods Sample and 
Procedure 
Current study employed a quantitative 
research design to examine the relationship 
between LMX and KHB using ES and MD as 
the moderating and mediating variables. 
Statistical analyses were conducted to test the 
proposed moderation and mediation effects 
(Ge, 2023). Primary data were collected 
through a closed ended survey questionnaire 
from 523 employees in Pakistan's 

telecommunication sector. 
The required sample size was determined 
using F-test and G*Power (Version 3.1.9.4) 
developed by Faul et al. (2009). Based on a 
medium effect size and three predictors, 
minimum sample required was 257 
participants. The final sample comprised 523 
participants. A post hoc power analysis yielded 
a statistical power of 0.91, exceeding the 
recommended threshold of 0.80 (Cohen, 
1992) and confirming adequacy of the sample. 
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A non-probability convenience sampling 
technique was adopted (Stratton, 2023). To 
reduce Common Method Bias (CMB), data 
were collected using a three wave time lagged 
design with a minimum seven-day interval 
between waves, following Podsakoff et al. 
(2012). The first wave collected demographic 

information, LMX, and ES. Second wave 
measured MD and the third measured KHB. 
Although time lagged designs commonly 
experience respondent attrition, the response 
rate was consistent with previous studies 
(Fallman et al., 2019). The table below 
summarizes the respondents’ characteristics.  

 
Table:1 Respondent Characteristics 
Variable Frequency Percentage 
Gender   
Male 359 68.6 
Female 164 31.4 
Marital status   
Single 217 41.5 
Married 306 58.5 
Age (in years)   
18-25 101 19.3 
26-33 217 41.5 
34-41 179 34.2 
42 and above 26 5 
Qualification   
Less than 16 years 30 5.7 
BS/16 years 415 79.3 
MS/M.Phil-18 years 78 14.9 
Experience in years   
Less than 1 year 68 13 
1-3 years 193 36.9 
4-6 years 178 34 
7-9 years 54 10.3 
10-12 years 30 5.7 
N = 523   
 
Instruments 
A Likert scale (five point) closed ended 
questionnaire was used to collect primary data 
from participants (Rokeman, 2024). The 
survey was adopted and distributed in English. 
The study was conducted among employees in 
Pakistan's telecommunication industry where 
English is commonly understood as supported 
by earlier study (Fatima et al., 2024).  
 
Leader-member exchange 
Graen and Uhl-Bien's (1995) 7-item scale was 
used to measure LMX. A sample item is, 
"How well does your leader understand your 
job problems and needs?" The Cronbach's 
alpha was 0.88. 
 
 

Equity sensitivity 
Equity Sensitivity instrument was first 
developed by Huseman et al. (1985, 1987) 
and later modified and used in numerous 
studies (Bing et al., 2009; Davison & Bing, 
2008). ES was measured using a 10 item. A 
sample item is, "In any organization I might 
work for, it would be important for me to give 
to the organization." The Cronbach's alpha 
was 0.92. 
 
Moral disengagement 
Moral disengagement was measured using 8-
item scale developed by Moore et al. (2012) 
and most commonly used measure of MD 
(Pechorro et al., 2024). A sample item is “It is 
okay to spread rumors to defend those you 
care about.” The Cronbach's alpha was 0.86. 
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Knowledge hiding behavior 
Knowledge hiding behavior was measured  
using the 12-item scale developed by Connelly 
et al. (2012) and adopted by Han et al. (2021). 
A sample item is “I agreed to assist him/her 
but had no intention of doing so.” The 
Cronbach's alpha was 0.92. 
 
Data analysis 
Data were analyzed using SPSS Version 21 
and AMOS (Rahman & Muktadir, 2021). 
Before hypotheses testing, data were examined 
for linearity, normality and multi-collinearity 
to ensure valid analyses. Correlation analysis 
was conducted to obtain mean, standard 
deviation, Cronbach's alpha, and significance 
values (Koli, 2024). Moderated mediation 
analysis estimated unstandardized β, standard 
error, and 95% confidence intervals. 
PROCESS Macro was used to examine 
conditional indirect effect between 
independent and dependent variables through  

moderating and mediating factors (Sürücü et 
al., 2023). Finally, a graphical illustration 
based on bootstrap estimates within the 95% 
confidence interval was presented. 
 
Confirmatory Factor Analysis 
Following the recommendations of Anderson 
and Gerbing (1988), Confirmatory Factor 
Analysis (CFA) was conducted to assess 
whether responses matched hypothesized four-
factor model. The results of CFA are provided 
in Table 2. Comparing the results of four-
factor model, it yielded better fit indexes, X2 = 
620.23, df = 623, X2/df = 1.00, p < .05, CFI = 
0.99, TLI = 0.99, IFI = 0.99, RMSEA = 0.01, 
all of which are in the acceptable range of 
model fitness criteria (Hair et al., 2014). The 
standardized root mean square residual 
(SRMR) value for four-factor model is 0.04, 
which is lower than cutoff value of .08, thus 
indicating a good fit (Hu & Bentler, 1999). 

TABLE 2| Confirmatory factor analysis 
Model X2 df X2 /df CFI TLI IFI SRMR RMSEA 

Hypothesized four factors Model 
(LMX, MD, KHB and ES) 

620 623 1.00 0.99 0.99 0.99 0.04 0.01 

N = 523 
 
Results 
Correlation Analysis 
Table 3 outlines results related to descriptive 
statistics, average variance extracted (AVE), 
maximum shared variance (MSV), Composite 
reliabilities and correlations among the 
variables of this study. Prior to examining 
correlations, an analysis of variance (ANOVA) 

test was done to check variance in KHB and 
MD due to demographic variables i.e. gender, 
marital status, age, qualification and work 
experience. The results of ANOVA for all 
demographic variables were non-significant. 
Therefore, demographics related to 
respondents were not included in further 
analyses except the correlation analysis. 

TABLE 3| Reliabilities, convergent and discriminant validity, descriptive statistics and inter-
correlations. 

S.N Variable M SD AVE MSV CR 1 2 3 4 5 6 7 8 
1 LMX 3.10 .87 0.51 0.25 .88 -        
2 MD 3.37 .77 0.56 0.26 .86 -.22**        
3 KHB 3.30 .82 0.52 0.27 .92 -.45** .46**       
4 ES 3.01 .91 0.54 0.13 .92 .13** -.29** -.33** -     
5 Gender - - - - - -.003 .008 .016 .022     
6 Marital Sts - - - - - .036 -.036 -.048 .050 .302**    
7 Age - - - - - .003 -.005 .037 .002 .011 .284*   
8 Qual - - - - - -.050 .060 .001 .014 .000 .017 .021  
9 Exp - - - - - .009 -.040 -.004 -.053 -.014 .007 -.029 -.093* 

N = 523; *p<0.05, **p <0.01, LMX, ES, MD, KHB, M, mean; SD, standard deviation; AVE, average 
variance extracted; MSV, maximum shared variance; CR, composite reliability. 
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Hypotheses Testing 
Table 4 summarizes the results for direct, 
mediation, moderation and moderated 
mediation hypotheses. Proposed conceptual 
framework was tested using PROCESS Macro 
Model 7 (Hayes, 2017). For H1, LMX had a 
significant negative relationship with KHB (β 
= -0.34, p = 0.01, SE = 0.03, 95% CI [-0.42, -
0.28]). Therefore, H1 is accepted. 
For H2, LMX was negatively related to MD (β 
= -0.17, p = 0.01, SE = 0.04, 95% CI [-0.24, -
0.10]), while MD was positively related to 
KHB (β = 0.40, p = 0.01, SE = 0.04, 95% CI 
[0.33, 0.48]). Indirect effect of LMX on KHB 
through MD was significant (β = -0.07, p = 
0.01, SE = 0.02, 95% CI [-0.12, -0.05]), with 
the confidence interval excluding zero. Hence, 
H2 is accepted. 

For H3, interaction effect was significant (β = -
0.13, p = 0.01, SE = 0.04, 95% CI [-0.21, -
0.05]). At low ES, conditional effect was not 
significant (effect = -0.02, 95% CI [-0.06, 
0.01]), whereas at high ES it was significant 
(effect = -0.12, 95% CI [-0.19, -0.07]), 
indicating that ES strengthened the negative 
relationship between LMX and MD (Figure 
2). Therefore, H3 is accepted. 
For H4, conditional indirect effect was 
insignificant at low ES (effect = -0.02, 95% CI 
[-0.06, 0.01]) but significant at high ES (effect 
= -0.12, 95% CI [-0.19, -0.07]). Indirect effect 
was -0.05 (95% CI [-0.09, -0.02]), and the 
index of moderated mediation excluded zero, 
confirming a significant conditional indirect 
effect of LMX on KHB through MD at high 
ES. Hence, H4 is accepted. 

 
FIGURE:2 Equity Sensitivity strengthens the negative relationship between LMX and MD. 

 
 

Table 4: Moderated Mediation Analysis 
Equity Sensitivity 

 Unstandardized β S.E LL95%CI UL95% CI 

Mediating Variable Model     
LMX→ MD -.17** .04 -.24 -.10 
ES → MD -.22** .04 -.29 -.15 
LMX x EQ → MD -.13** .04 -.21 -.05 
Dependent Variable Model     
LMX→ KHB -.34** .03 -.42 -.28 
MD → KHB .40** .04 .33 .48 
Indirect Effect     
LMX →MD → KHB -.07** .02 -.12 -.05 

5 

4.5 

4 

3.5 

3 

2.5 

2 

1.5 

1 

Moderator 
Low Equity Sensitivity 

High Equity Sensitivity 

Low LMX High LMX 
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Conditional indirect effect (s) of LMX on KHB through MD at values of ES, ±1 SD from Mean 

Conditional Effects of Moderator at M 
± 1 SD (Slope Test) 

Effect Boot S.E Boot 
LL95%CI 

Boot 
UL95% CI 

ES Low -1 SD (-.91) -.02 .02 -.06 .01 
ES High +1 SD (.91) -.12 .03 -.19 -.07 
Index of Moderated Mediation -.05 .02 -.09 -.02 

N = 523, Model 7 results, Bootstrap = 5000, 95% CI. *p < 0.05, **p < 0.01.   
 
 
Discussion: 
The mediating mechanism is a key theoretical 
contribution demonstrating that leadership 
influences unethical behavior through moral 
reasoning not merely through motivation or 
relationships. It explains how relational 
experiences are translated into behavioral 
outcomes. It also responds to recent research 
calls to explain how leadership affects 
unethical behaviors in knowledge-based 
workplaces. 
ES significantly moderates the relationship 
between LMX and MD. The negative 
relationship between LMX and MD is 
stronger among employees with high ES than 
those with low ES. Individuals with high ES 
are more responsive to reciprocity and 
fairness, making them more likely to 
reciprocate high quality LMX with ethical 
behavior and lower MD. In contrast, 
employees with low ES are less influenced by 
reciprocity and view favorable leader behavior 
as an entitlement.  
These findings support prior research showing 
that fairness orientation shapes employees’ 
responses to leaders (Zhang, 2025) and 
demonstrate that the moral influence of 
leadership depends on employees’ equity 
orientation. 
Findings also reveal a significant conditional 
indirect effect of LMX on KHB through MD. 
This indirect effect is stronger among 
employees with high ES, indicating that high 
quality LMX is more effective in reducing 
knowledge hiding when employees value 
fairness. By integrating Social Exchange 
Theory with personality traits, moderated 
mediation model establishes ES as a key 
boundary condition. It shows that leadership 

effectiveness depends on both relational 
quality and employees’ dispositional 
orientation. 
These findings are particularly relevant to 
Pakistan’s telecommunication industry where 
knowledge is a strategic asset in a highly 
competitive and technology-driven 
environment (Waseem et al., 2025). High 
quality LMX reduces MD and knowledge 
hiding by fostering ethical leader to employee 
relationships. However, its effectiveness is 
limited among employees with low ES. 
Therefore, leadership initiatives should be 
complemented with HR practices that 
consider personality traits such as recruiting 
equity-sensitive individuals. 
 
Theoretical Implications 
This study offers four theoretical 
contributions. First, it extends the LMX 
literature by demonstrating its role in 
reducing KHB through MD. It highlights that 
high quality relational resources help prevent 
knowledge hiding that is consistent with 
Social Exchange Theory (He et al., 2025).  
Second, it contributes to MD literature by 
showing that moral disengagement is shaped 
by leadership relationships and high quality 
LMX promotes adherence to moral principles 
and reducing MD. 
Third, the study advances knowledge hiding 
literature by identifying ES as a key boundary 
condition. It demonstrates that the 
effectiveness of relational interventions 
depends on employees' fairness preferences.  
Finally, it responds to calls for more evidence 
from emerging economies. By providing cross-
cultural evidence from Pakistan's 
telecommunication sector, it supports the 
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generalizability of LMX and ethical behavior 
frameworks across diverse cultural contexts. 
 
Managerial and Practical Implications 
The findings provide important implications 
for HR practitioners in knowledge driven 
sectors such as telecommunications. Since 
high quality LMX reduces MD and KHB, 
organizations should invest in relational 
leadership development. Leaders should be 
trained to demonstrate integrity, fairness and 
respect. In addition, incorporating relational 
competencies into leadership evaluations can 
help foster knowledge-sharing climates. 
Given the mediating role of MD, 
organizations should implement ethics 
training to reduce the rationalization of 
unethical behavior. Such training should 
address mechanisms such as responsibility 
dilution and euphemistic labelling (Jeong, 
2022). HR practices should also consider ES 
by assessing fairness orientation during 
recruitment and employee development. More 
structured interventions should be adopted 
for employees with low ES (Wang et al., 
2022). Finally, organizations should promote 
psychological safety by encouraging open 
communication, formalizing knowledge 
sharing and rewarding collaboration. These 
practices can reduce MD and strengthen 
knowledge-sharing behavior (Zhang et al., 
2025). 
 
Limitations and Future Research Directions 
Despite its theoretical and practical 
contributions, this study has several 
limitations. Although the three wave time 
lagged design reduced Common Method Bias 
(CMB), the use of self-reported data may still 
introduce perception bias and social 
desirability. Future studies should use 
multisource data including supervisor or peer 
ratings of KHB and MD.  
Second, use of convenience sampling in 
Pakistan's telecommunication sector limits 
generalizability, necessitating replication 
across industries such as manufacturing, 
education and healthcare. 
Third, the parsimonious model included only 
MD as the mediator and ES as the moderator. 
Future research should incorporate additional 

mediators (e.g., organizational justice, 
psychological safety, emotional exhaustion, 
and trust in leadership) and moderators (e.g., 
conscientiousness, neuroticism, 
Machiavellianism and moral identity).  
Fourth, longitudinal, experimental or quasi-
experimental designs could better establish 
causal relationships.  
Finally, comparative studies across 
individualistic and collectivist, high-power 
distance cultures are needed to examine the 
generalizability of relationships among LMX, 
MD and KHB. 
Conclusion: 
In today's competitive and innovation-driven 
economy, managing intellectual capital has 
become strategically important. Nevertheless, 
knowledge hiding remains a major challenge, 
particularly in the telecommunications 
industry. Drawing on Social Exchange Theory, 
this study examines how LMX, MD and ES 
influence knowledge hiding behavior among 
employees in Pakistan's telecommunication 
sector. 
The findings show that high quality LMX 
reduces KHB directly and indirectly by 
reducing MD. This indirect effect is stronger 
among employees with high ES. The study 
integrates leadership, moral cognizance and 
personality disposition into a unified 
framework. It also provides empirical evidence 
from Pakistan thereby extending the 
applicability of leadership and knowledge 
management theories. 
Practically, the findings suggest that 
organizations should strengthen relational 
leadership while fostering ethical and fairness 
oriented work environments. High quality 
LMX cultivates a supportive organizational 
culture that promotes knowledge sharing, 
organizational learning and long-term 
competitiveness. 
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