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Abstract

This study examines the influence of transformational leadership on constructive
deviance (CD) by examining two potential mediating variables: perceived organi-
sational support (POS) and knowledge-sharing behaviour. The findings provide
vital empirical evidence supporting a strong positive impact on CD in employees.
The mediatory effect of POS and knowledge-sharing behaviour on the relation-
ship between transformational leaders and CD has also been empirically substanti-
ated by the study. Moreover, the study sheds light on sequential mediation of the
POS, knowledge sharing and POS behaviours translating transformational leader—
employee interactions into CD. Some of the implications of the study suggests
focussing on transformational leaders to promote positive behaviours among
workforce and encouraging knowledge sharing to increase CD at work. The study
will offer valuable insights for organisations seeking to promote positive deviant
behaviours and create a supportive and innovative work environment.
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Introduction

Constructive deviance (CD) which is defined as ‘behaviours that deviate from
organisational norms but benefit the organisation’ has received increasing atten-
tion in organisational and human resource management research (Neubert et al.,
2008; Sharma & Singh, 2018). This phenomenon is significant to organisations,
as it can lead to innovation, creativity, higher engagement levels and improved
performance (Sharma & Singh, 2018). Therefore, understanding the factors that
influence CD within organisations is important for promoting a positive and effi-
cient work culture. One such factor that has been identified in relation to CD is
leadership style (Neubert et al., 2008).

Within organisations, leadership style has a major impact on how employees
behave and think. According to research, different leadership philosophies have
varying impacts on aberrant conduct. For instance, it has been proposed that trans-
formational leadership, which is characterised by its focus on inspiring and moti-
vating followers (Neubert et al., 2008), may actually inspire CD. Other leadership
philosophies, such as transactional, laissez-faire, and abusive leadership, on the
other hand, can have distinct impacts on aberrant behaviour (Qi et al., 2022).
Organisations must comprehend how different leadership philosophies affect CD
in order to properly manage and encourage such behaviours.

Despite the growing body of research on CD and leadership (Li & Wang, 2021;
Zhang et al., 2022), there are still significant gaps in the general understanding,
particularly when it comes to the relationship between transformational leader-
ship and CD. While some studies have suggested a link between the two, the
mechanisms underlying this relationship remain unclear (Shabbir & Hassan,
2022). Although previous studies have pointed out the role leadership style plays
in influencing deviant behaviours that are beneficial to the organisation, the spe-
cific mechanisms via which transformational leadership affects CD dominantly
remain unexplored. This highlights the need for further exploration of mediating
variables that may help explain how transformational leadership influences CD.
Furthermore, the literature lacks an in-depth understanding of how transforma-
tional leadership can foster a sense of organisational support and promote knowledge-
sharing behaviour (KSB), thus creating an environment conducive to CD.

With a focus on two potential mediating variables, perceived organisational
support (POS) and KSB, this study aims to close this gap by studying the impact of
transformational leadership on CD. According to Connelly and Kelloway (2003),
POS measures how much employees believe their employer values and care about
their contributions. The voluntary sharing of knowledge and information among
employees is referred to as KSB , which is essential for innovation and organisa-
tional development (Kim & Park, 2020). How does the degree of POS influence
KSB, or vice versa, and what impact does this interaction have on CD? This multi-
faceted association requires a comprehensive and rigorous exploration to truly
advance our understanding of the dynamics of CD in organisational settings.

This study’s findings will have a significant impact on both theory and practise.
From a theoretical standpoint, this study will advance the body of knowledge on CD
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by elucidating the link between transformational leadership (TL) and CD. Two
mediating variables that have not been considered in prior studies will also be high-
lighted in this study. From a practical standpoint, the findings will offer valuable
insights for organisations seeking to promote positive deviant behaviours and create
a supportive and innovative work environment (Lamsam & Charoensukmongkol,
2022). By identifying factors that facilitate CD, organisations can develop strategies
to enhance employee engagement, creativity and overall performance (Lamsam &
Charoensukmongkol, 2022).

The subsequent segment of this article introduces a review of the existing litera-
ture and hypotheses formation to guide the study. Further, the methodology section
elucidates the procedures employed for data collection and analysis. This is suc-
ceeded by a section focused on the presentation of the collected data and its subse-
quent analysis, encompassing all obtained results alongside their corresponding
interpretations. Later, subsequent sections delve into the discussion of findings, their
implications, acknowledged limitations and the conclusion for the study.

Literature Review

Transformational Leadership and Employee Behaviours

According to the well-researched concept of TL (Erkutlu, 2008), followers must be
inspired and motivated to put aside their own interests in order to meet the demands
of the group or organisation as a whole. Although charismatic-transformational
leadership is very common, several people have expressed reservations about its
conceptual clarity and underdeveloped causal model (Knippenberg & Sitkin, 2013).
According to research (Yahaya & Ebrahim, 2016), TL increases organisational
commitment, employee satisfaction with the leader and leadership effectiveness
(Dana et al., 2022). Additionally, it has been discovered that TL influences innova-
tive work behaviour, with knowledge sharing moderating this link and job crafting
behaviours mediating it (Afsar et al., 2019). Work withdrawal, organisational
commitment and family-friendly programmes have all been studied in relation to
TL. According to these research works (Wang & Walumbwa, 2007), TL was found
to influence the correlations between these variables.

The results of previous studies consistently show that transformational leaders have
a good influence on the behaviours of workers. For instance, Afsar & Umrani (2020)
looked at the connection between TL and innovative work behaviour and discovered
that employees’ motivation to learn was positively impacted by transformational lead-
ership. Through a mediation of employees’ organizational citizenship behavior, Jiang
etal. (2017) found that TL significantly improved employee sustainable performance.
In another study by Carter et al. (2013), it was found that transformational leadership,
employee commitment to change and job performance throughout an organisational
shift have a favourable association. Li et al. (2019) investigated how empowerment,
work engagement and trust in the leader all affect how innovatively individuals
behave at work. The psychological empowerment of followers acted as a moderator in
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correlations between transformational leadership and employee task performance and
organisational citizenship behaviours, according to research by Dust et al. (2014) on
the empowering impacts of transformational leaders. These studies demonstrate
that by building a positive organisational culture and motivating staff to go above
and beyond the call of duty, transformational leaders can improve employee
performance.

Constructive Deviance at Work

CD, also known as positive deviance, involves behaviours that challenge estab-
lished norms and rules to bring about positive change within an organisation
(Sharma & Chillakuri, 2023). While much of the existing research on workplace
deviance has focused on its negative aspects, there is a growing recognition of the
potential benefits of deviant behaviour (Brown & Mitchell, 2010; Sharma &
Chillakuri, 2023). For example, studies have shown that a positively deviant
workforce can foster radical innovations and enhance organisational interests in
turbulent environments (Liu et al., 2021). One specific benefit is increased crea-
tivity and innovation within the organisation. Research has demonstrated that
employees engaged in CD may help organisations with its required human
resource creativity (Abbasi et al., 2020; Dana et al., 2022). Additionally, work-
place spirituality, which has been linked to CD behaviour, has been found to
increase positive organisational outcomes (Garg & Saxena, 2020). Meaningful
work, associated with workplace spirituality, has the potential to increase positive
organisational outcomes (Garg & Saxena, 2020). Furthermore, work—family
enrichment has been found to have a direct and positive relationship with CD
(Khan & Rehman, 2019). As such, by encouraging and supporting constructive
deviant behaviours, organisations can reap the benefits of deviance while mini-
mising its negative consequences.

Extant research focuses on the leadership role in fostering CD. Neubert
et al. (2008) found that servant leadership influences employees’ creative
behaviour and suggested that different leadership styles may have distinct
effects on employee behaviour. Zhang et al. (2022) identified leader’s moral
humility as one of the predictor of CD and found that it positively affects the
positively deviant behaviour of an employee through employee moral identity.
This suggests that leaders who exhibit moral humility can inspire employees
to engage in CD behaviour. Kim and Beehr (2017) suggested that empowering
leadership encourages employees to search for innovative methods to achieve
work goals, even if these methods may be considered ‘incorrect’ by the organ-
isation’s current practices and procedures. Liu et al. (2021) found that ethical
leadership positively affects employee creative deviance, with job autonomy
mediating this relationship. However, the role of transformational leadership
in employees’ indulgence in CD remains unexplored and warrants more schol-
arly attention.
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Hypotheses Development

According to Brown and Trevifio (2006), socialised charismatic leadership, a form
of transformational leadership, has been shown to positively impact workplace
deviance. The authors suggest that organisations should actively promote this
leadership style among their managers and incorporate the reduction of workplace
deviance into leadership training programmes (Brown & Trevifio, 2006). Similarly,
Vadera et al. (2013) found that transformational leadership positively influenced
extra-role behaviours, which can be considered as CD (Vadera et al., 2013). Shang
and Yang (2022) also identified leadership style as a key factor in employees’ CD,
with empowering leadership encouraging employees to engage in such behav-
iours. This result lends support to the idea that transformational leadership, which
is frequently connected to empowering leadership, might have a favourable impact
on CD (Shang & Yang, 2022). According to a study by Liu et al. (2021a,b), trans-
formational leadership can increase the structural strain brought on by an
individual’s striving orientation, encouraging workers to exhibit creative devi-
ance. Although Liu et al.’s study concentrated on creativity, creative deviance
might be seen of as a type of CD. Transformational leadership increased positive
deviance among workers through psychological empowerment, as Zhang et al.
(2022) showed. Even though their research focused on leaders’ moral humility, it
backs up the notion that transformational leadership can reduce CD (Zhang et al.,
2022). Based on these findings, it is hypothesised that:

H : Transformational leadership positively affects employees’ indulgence
in CD.

According to Gagné’s (2009) knowledge-sharing incentive model, transforma-
tional leadership can encourage KSB by promoting sharing norms and meeting
employees’ fundamental psychological needs. Research by Masa’deh et al. (2016)
that found a strong link between knowledge-sharing practises and TL later
confirmed this conclusion. Kim and Park (2020) discovered that KSB among
employees was directly influenced by TL. Transformational leadership, according
to Wu and Lee (2020), can have a major impact on team members’ behaviour,
particularly their desire to share expertise. The psychological resources of the
workforce, such as self-efficacy and good mood, can also be positively influenced
by this style of leadership, which will boost output and job satisfaction.
Through information sharing, Bednall et al. (2018) found a curvilinear association
between transformational leadership and innovative conduct. According to Afsar
et al. (2019), the association between transformational leadership and workers’
innovative work behaviour was moderated by job crafting behaviours. They also
discovered that this link was regulated by information exchange, which empha-
sises the significance of these elements in encouraging creativity at work.
Similar to this, Lei et al. (2021) found that transformational leaders are crucial
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for developing staff members’ knowledge and abilities and promoting information
sharing. Further research by Bryant (2003) supported the claim that transforma-
tional leadership is superior for both individual and group knowledge creation and
sharing. The differences between these two leadership philosophies are high-
lighted by the fact that transactional leadership is more successful at utilising
knowledge at the organisational level. According to Son et al. (2020), transforma-
tional leadership enhanced information exchange, which enhanced the operational
and financial performance of the company. According to research by Park and
Kim (2018), transformational leaders can improve a variety of employee behav-
iours, including atmosphere for knowledge sharing inside the workplace and
interpersonal trust. Based on these findings, it is hypothesised that:

H : Transformational leadership positively affects employees’ KSB.

Numerous studies have found a connection between employees’ knowledge-
sharing habits and their willingness to engage in CD. According to Malik and
Malik (2021), employee engagement was greatly impacted by perceived knowledge-
sharing mechanisms, which may have a favourable association with CD. According
to this study, employees are more likely to engage in productively deviant behav-
iours that are advantageous to the company when they share their expertise. Wang
(2022) also emphasised the need of enabling leaders in encouraging staff to engage
in positive deviance, such as sharing of knowledge. Sharma (2021) noted that CD
had a beneficial impact on worker productivity. Knowledge sharing can be viewed
as a type of constructive deviant behaviour that boosts employee productivity,
even though the relationship between the two was not specifically discussed.
Based on these findings, it is hypothesised that:

H,: KSB has a positive effect on employees’ indulgence in CD.
Based on the hypotheses /1, H, and H,, it is further hypothesised that

H,: Transformational leadership has a positive effect on employees’ indul-
gence in CD through KSB.

An increasing amount of research confirms the link between CD and POS. For
instance, Colbert et al. (2004) discovered a connection between workplace deviation
and POS. According to organisational support theory, employees are more likely to
feel obligated to aid the organisation in achieving its objectives and promoting its
welfare when they believe that their company values their contributions and is
concerned about their wellbeing. Employees may be deterred from engaging in
unconventional behaviours that are detrimental to the company by this sense of
commitment. According to Shore et al.’s (2010) research, POS was a factor in
perceived insider status. They discovered that this insider position had a favourable
relationship with altruistic actions and a detrimental relationship with productivity
deviation. This shows that when staff members experience company support, they
are more likely to exhibit constructively deviant behaviours that advance the
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organisation’s performance. An investigation of the connection between POS and
CD was done by Kura et al. (2017). They discovered a constructive link between the
two, with organisational trust serving as a partial mediating factor. This shows that
when workers feel appreciated by their company, they are more inclined to engage
in positive deviations because they have faith in the company. Additionally, under-
scoring the significance of organisational support in encouraging constructive
deviant behaviours, Malik and Malik (2021) discovered that employees who were
engaged and perceived a high level of organisational support were more likely to
display constructive deviation. Based on these findings, it is hypothesised that:

H_: POS has positive effect on employees’ indulgence in CD.

According to research by Lin (2007), organisational elements that affect knowledge-
sharing procedures include top-level management’s backing and organisational
rewards. This shows that employees are more willing to share expertise when they
feel appreciated by their employer. Similar to this, Choi et al. (2022) looked into
how affective commitment affected employees’ KSB and how POS affected it. They
discovered that affective commitment, which in turn promoted more knowledge-
sharing activities, was positively associated with POS. Furthermore, underscoring
the significance of organisational support in fostering knowledge sharing at work,
Wang et al. (2022) discovered a positive link between POS and employees’ intention
to share knowledge. Based on these findings, it is hypothesised that:

H_: POS has a positive effect on employees’ KSB.
Through, H, and H,, it is further hypothesised that:
H_: POS has positive effect on employees’ indulgence in CD through KSB.

Numerous studies have found indirect evidence that suggests there is a link between
POS and TL. For instance, Epitropaki (2012) studied the connection between organ-
isational identification and transformational leadership. They discovered that
psychological contract breach played a mediating role in the indirect impact of TL
on organisational identification. This implies that transformational leadership can
affect how staff members feel about their organisation’s support, emphasising the
crucial role that this leadership style plays in fostering successful workplace
outcomes. This implies that TL has the power to affect how employees view their
interaction with the company, which is connected to organisational support. The
effect of TL on the innovation climate—which is connected to organisational perfor-
mance and employee satisfaction—was examined by Aarons and Sommerfeld
(2012). Although the POS was not specifically measured in this study, it is possible
that transformational leadership can foster an atmosphere that promotes both organi-
sational objectives and employee well-being. A meta-analysis was done in a different
study by Kleine et al. (2019), and they discovered that transformational leadership
was linked to flourishing at work. Similar to this, Suifan et al. (2018) focused on the
mediating function of POS when examining the impact of transformational
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leadership on employees’ creativity. They discovered that TL had a favourable effect
on employees’ creativity as well as their perception of organisational support. This
indicates that effective transformational leadership can raise staff members’ feelings
of support, boosting their sense of overall pleasure and dedication to the firm. Based
on these findings, it is hypothesised that:

H: Transformational leadership has a positive effect on employees’ POS.

Further, based on previous hypotheses / —H,, we further propose the following
three hypotheses:

H,: Transformational leadership has a positive effect on employees’ indul-
gence in CD e through POS.

H,: Transformational leadership has a positive effect on employees’ KSB
through POS.

H, : Transformational leadership has a positive effect on employees’ indul-
gence in CD through POS and KSB.

Methodology

Sample and Data Collection

The sample for this study was drawn from IT enterprises in India. Attempts were
made to contact top 10 companies (by market capitalisation); however, due to lack
of response, later two more enterprises from the list were further contacted.
Finally, seven enterprises agreed to cooperate with the data collection. With the
support of the HR team, the contact details (name and email address) of employees
were obtained and we directly contacted them to participate in the survey once
they were informed about the same from their respective HR department.

A total of 490 email requests (70 for each firm as most companies shared
details of only selected employees and none of the companies shared a list of more
than 85 employees) were sent to randomly selected employees from the list pro-
vided. After some required repeated requests, 281 completed questionnaires were
received and further analysed, resulting in 269 fully completed and valid question-
naires for the study. The entire data collection process took about 3 months.

The demographic characteristics of the sample were as follows: males
accounted for 73.6% of the sample; most participants were aged 25-30 years
(69.5%); most were unmarried (74.3%); the majority held a graduate engineering
degree (85.5%); and 66.9% had 3—5 years of work experience.

Scales Used

In this study, we used standardised scales to measure responses. Participants were
asked to indicate their level of agreement with each statement on a 5-point Likert
scale, ranging from ‘Strongly Disagree’ to ‘Strongly Agree’. This allowed us to
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accurately assess their attitudes and perceptions. For measuring the transforma-
tional leadership (TL), a 7-item scale by Carless et al. (2000) was used. A sample
item from the scale being ‘Leader treats staff as individuals, supports and encour-
ages their development’. KSB were measured using an adapted version of the
S-item KSB scale developed by Cummings (2004), with a sample item being
‘I actively participate in knowledge-sharing activities’. POS was measured using
the shorter version of the Perceived Organisational Support Scale (POS-8) devel-
oped by Eisenberger et al. (1986), which contains eight statements measuring
employees’ views regarding the extent to which employers value their contribu-
tions and care about their well-being. A sample item from this scale is ‘The
organization really cares about my well-being’. CD was measured using the scale
developed by Galperin (2012), which includes a total of nine items across two
dimensions: five items for constructive organisational deviance and four items for
constructive interpersonal deviance. A sample item from this scale is ‘Reported a
wrong-doing to co-workers to bring about a positive organizational change’.

Data Analysis

To evaluate the suitability of the research instrument, tests for validity and relia-
bility were conducted. These tests are classified as outer model tests, which are
requirements for PLS-SEM. An outer model analysis examines the relationship
between each indicator and its corresponding latent variable.

As can be seen in Table 1, external model testing in this study includes evalua-
tions of general reliability, convergent validity, discriminant validity, average vari-
ance extracted (AVE) and reliability using Cronbach’s alpha. The weighting factor
values of each construct can be used to evaluate the convergent validity of the
reflective indicators. Hair et al. (2014) state that the weighting factor value needs
to be bigger than 0.7. The threshold value of 0.7 was attained in this investigation,
as evidenced by the weighted factor construct values, which ranged from 0.724 to
0.853. Additionally, the AVE, which is the mean value of the squared weights
related to the construct, is used to test the convergent validity of the construct. The
AVE has a threshold value that is often 0.50 or higher (Hair et al., 2014).

All 28 research items from the questionnaire were analysed using the Smart
PLS application. All research items were found to be valid, with an AVE of at least
0.50 for each construct. Further, we conducted a reliability test to verify the quality
of the survey instruments. Cronbach alpha and composite reliability were used to
measure the reliability. Both measures have a threshold value of 0.7 (Hair et al.,
2014). Table 1 presents the obtained results and indicates that all constructs have
reliability scores greater than 0.7, meeting the required threshold for Cronbach
alpha and composite reliability.

The discriminant validity of the constructs was then evaluated by contrasting the
correlation of latent variables with the square root of AVE. For each construct, the
square root of the AVE must be greater than the highest correlation value with other
constructions. The TL, CD, KSB and POS constructs all match this requirement, as
shown in Table 2, demonstrating strong discriminant validity (Hair et al., 2014).
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Table I. Reliability and Validity.

Construct Factor Loading Cronbach’s AVE CR
Transformational leadership 0.891 0.656 0.901
TLI 0813
TL2 0.844
TL3 0.853
TL4 0811
TL5 0.837
TL6 0.801
TL7 0.801
Perceived organisational support 0.907 0.646 0.922
POSI 0.827
POS2 0.851
POS3 0.822
POS4 0.809
POS5 0.846
POS6 0.798
POS7 0.829
POS8 0.847
Knowledge-sharing behaviour 0.897 0.620 0919
KSBI 0.818
KSB2 0.833
KSB3 0.810
KSB4 0.788
KSB5 0.844
Constructive deviance 0.813 0616 0.849
CDI 0.724
CD2 0.756
CD3 0.822
CD4 0811
CD5 0.781
CDé 0.827
CD7 0.8I1
CDs8 0.729
CD9 0.771

Table 2. Discriminant Validity.

Perceived
Constructive Knowledge-sharing Organisational ~Transformational
Deviance Behaviour Support Leadership
CD 0.784
KSB 0.689 0.787
POS 0.624 0.678 0.803
TL 0.601 0.644 0.690 0.820

Note: The AVE of each construct is shown in bold, and its square root should be bigger than its
highest correlation with any other construct.
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Additionally, the variance inflation factor (VIF), R? and path coefficient values
derived from Smart-PLS were included in the study’s inner model testing. In order
to confirm that there was no appreciable collinearity among the exogenous varia-
bles, we also did multicollinearity testing. According to the findings, the con-
structs under research were not multicollinear because the VIF values connecting
the exogenous variables were below the cutoff value of 5.00 (Hair et al., 2014).
Table 3 displays the results.

Further, a coefficient of determination test was used to determine how accurate
the model’s predictive value was. For endogenous constructs, the squared correla-
tion between the actual and predicted values was determined. With values ranging
from 0 to 1, the coefficient of determination represents the cumulative impact of
exogenous variables on endogenous variables. Higher values suggest that our
study model’s predictions were more accurate (Hair et al., 2014). The CD, KSB
and POS variables in our study were endogenous, and Table 4 shows their R?
values.

Table 5 presents the results of the hypotheses testing for the proposed model.
H, presents that TL positively impacts employees’ indulgence in CD. The data
support this hypothesis, as evidenced by a path coefficient of 0.297 and a signifi-
cant p value of .001. /7, is also supported as TL positively influences employees’
KSB as observed through the path coefficient of 0.331 and a p value of .001. H,
implies that KSB has a positive effect on CD. The data back this up with a substan-
tial sample mean, standard deviation and a statistically significant p value of .000.
Similarly, we found the support of all the 11 hypotheses; thus, the suggested model
has found the empirical validation.

Analysis of the hypotheses testing strongly supports the influence of TL
on employees’ indulgence in CD, with a statistically significant path coefficient
(#=0.297, p <.001) as shown in Figure 1. They also suggest a crucial mediating
role of KSB in this relationship, as evidenced by the statistically significant path
coefficient between TL—KSB—CD (= 0.189, p <.001) and a mediating role of
POS evidenced by the values (5 = 0.407, p < .000).

Table 3. Multicollinearity Test.

VIF
Exogenous Variable CcD KSB POS
KSB 2.056
POS 2.664 2.121
TL 2.229 2.101 1.000
Table 4. Coefficient Determinant Test.
Variable R?
Constructive deviance 0.548
Knowledge-sharing behaviour 0.512

Perceived organisational support 0.559
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Transformational
Leadership

Constructive
Deviance

Knowledge-
sharing
Behaviour

Perceived
Organizational
Support

Figure |. Path Coefficients.

Discussion

Our study findings provide vital empirical evidence supporting a strong positive
impact of TL on key employee behaviours that go beyond their job requirements
but may benefit the organisation in the process such as CD and knowledge sharing
(but not explicitly mentioned earlier). This stands in corroboration with prior
studies like Kim and Park (2020), Wu and Lee (2020) and Brown and Mitchell
(2010). Through our study, it is empirically proved that TL instigates constructive
deviation in employees and motivates them to share knowledge, enriching our
understanding of the leader—employee dynamic. We postulate this might be due to
leaders imbuing trust, generating inspiration and encouraging innovation, thereby
creating a supportive environment for both constructive deviation and knowledge
sharing.

Our findings also ascertain the role of POS in influencing CD and knowledge
sharing among employees. This aligns with the literature that suggests transfor-
mational leaders create a sense of belonging and shared purpose, indirectly foster-
ing POS which leads to some positive behaviours (Colbert et al., 2004; Kim &
Park, 2020). Interestingly, our results demonstrate POS as a critical link between
TL and employees’ behaviours, adding a fresh perspective to the TL discourse.

The mediatory effect of KSB and POS on the relationship between TL and
employees’ indulgence in CD has also been empirically substantiated by our
study. This finding enhances our comprehension of how TL can yield intended
outcomes by cultivating a supportive organisational culture and promoting knowl-
edge exchange.

Lastly, our study sheds light on sequential mediation of POS and KSB translat-
ing TL into CD. This intricate relationship expands upon the research suggesting
transformational leaders can foster KSB by creating supportive environments,
thus resulting in productive deviations.
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Theoretical and Practical Implications

The work significantly deepens our theoretical knowledge of TL. It presents TL as
a concept that encourages positive deviation and information sharing among
workers, not just aligning with previous literature but also drawing new connec-
tions. The focus on POS highlights its crucial role in modulating the effect of TL
on employee behaviours, illuminating an intriguing dynamic. This complicated
relationship supports the hypothesis that transformational leaders encourage a
sense of belonging and shared purpose, which in turn promotes POS. It also high-
lights their effects on knowledge sharing and CD.

The study offers organisational leaders useful insights that may be put into
practise. Organisations may use transformational leaders as a powerful lever to
encourage positive behaviours that go above and beyond the call of duty because
they are the key drivers of constructive deviation and knowledge sharing among
employees. Furthermore, the claim that TL practises lead to POS provides execu-
tives with a road map for achieving positive employee outcomes. These advan-
tages go beyond simply encouraging better levels of employee engagement and
trust; they also, and perhaps more importantly, encourage constructive divergence
and the eagerness to impart knowledge. Organisations now have the chance to
develop supportive environments that can result in quantifiable performance
improvements. When put into practise, this knowledge can promote collaborative,
inventive and dynamic workplaces while enhancing organisational effectiveness.

Limitations and Future Research

Despite careful planning and execution, some constraints are unavoidable in every
study. Employees from seven Indian IT companies made up the sample size for the
current study, which may limit the findings’ applicability to a larger population or to
situations involving various cultures. For full insights, future study may consider a
wider and more varied dataset that includes additional nations or industries.

Additionally, the analyses only used self-reported data, which opens the door
to common method variance. For better validity, future research could use multi-
source data collecting. Although the study concentrated on TL and CD, there may
be other leadership philosophies and organisational factors that are interesting to
investigate. Future studies could look at various leadership styles and how they
interact with people’s or organisations’ level factors that could affect how they
share knowledge.

The study also employed a cross-sectional design. Longitudinal research may
offer new perspectives on the consistency and evolution of variables.

Conclusion

With additional mediation from POS and knowledge-sharing conduct, this inves-
tigation has explored the enormous influence that TL possesses in fostering CD in
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an organisational setting. Each of these components is essential to creating a
setting that encourages innovation.

The propensity of employees to engage in CD was discovered to have a favour-
able association with TL. This demonstrates how transformational leaders can
inspire staff members to push the envelope and defy expectations in a way that is
advantageous to the organisation.

Furthermore, POS and KSB were found to have a substantial mediation effect.
Employees become more devoted, share more information and exhibit CD when
they feel that their efforts are acknowledged and supported. This demonstrates how
organisational support can positively impact employees’ creative behaviours.

It was discovered that knowledge sharing, a frequently ignored behaviour, is
crucial to CD. Employee openness to sharing knowledge, exchanging ideas and
learning from others is vital to the culture of innovation and promotes healthy
deviation.

In conclusion, our research confirms the complex interactions between TL,
POS, KSB and CD. The research adds to and broadens the existing body of
work on organisational behaviour and leadership. They also offer a thorough
framework that practitioners, in particular CEOs and HR specialists, may use
to foster a culture of creativity and CD. Due to the study’s limitations, caution
should be used, and further research on these links in diverse circumstances is
suggested.
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