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ABSTRACT  
Knowledge is considered one of the most important resources for the development of any 
organization. When knowledge is shared with coworkers, it will strengthen organizational 
Performance. The role of leadership is phenomenal for creating a work environment where 
knowledge-hiding behavior can be restrained. Various leadership styles have different levels 
of effect on the knowledge-sharing environment within an organization, of which altruistic 
leadership style is one of the most important factors that can create a conducive 
environment for the coworker’s knowledge-sharing behavior. This study aims to determine 
the effects of altruistic leadership on knowledge hiding by the mediating role of leader-
triggered positive emotions and LMX. The data analysis for this study is based on primary 
data, which was gathered from 179 faculty members of the public sector universities of 
Balochistan by purposive sampling. The gathered data was analyzed by the PLS-SEM 
technique by smart PLS software. The findings of this study show that great leadership 
significantly impacts the follower's knowledge-hiding behavior by the mediating effects of 
leader-triggered positive emotions and LMX. In contrast, the direct effects of altruistic 
leadership on knowledge hiding and the moderating role of leader triggered positive 
emotions in this relationship were found insignificant. 
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Introduction 

Organizations today understand the importance of knowledge as a resource for 
attainment. Consequently, they work for the most effective approaches to managing 
knowledge Since it is seen as an organizational member's productive knowledge behavior. 
The promotion of KS is thought to be influenced by various environmental factors, including 
organizational climates, leadership, social interaction cultures, and conflict (Lee & Jin, 
2022). In contrast to knowledge hiding (KH), KS studies are receiving more and more 
attention. Creating measures to discourage organizational members from engaging in KH 
behavior and encouraging them to share their knowledge with their coworkers is one of the 
primary difficulties in knowledge management. Neglecting KH is due to the 
misunderstanding that KH and KS are at different ends of the same continuum (C. Wang et 
al., 2023). According to recent data, KH and KS are distinct phenomena or conceptions that 
do not lie on either end of the same continuum. The motives underlying the lack of KS and 
KH are remarkably distinct. The lack of it may drive those unwilling to share their expertise, 
or hiding knowledge may involve intentionally withholding knowledge. Members of an 
organization that exhibit KH conduct also exhibit an attempt to regulate and control their 
knowledge based on selfishness towards their coworkers and the organization. Employee 
confidentiality may prevent an organization's internal knowledge exchange (Devi, 2023). 

Additionally, it can undermine an organization's capacity for innovation, rivalry, 
profitability, and sustainability. It can increase interpersonal and organizational deviance. 
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Given the requirement for managers to establish appropriate strategies for avoiding risks 
from KH and for academics to conduct empirical studies surrounding KH, it is necessary to 
investigate what elements can discourage organizational members from engaging in KH 
activities (Di Vaio et al., 2021). 

A leader's leadership style significantly impacts team members' behavior. Previous 
research used abusive supervision to explain why employees obfuscate their knowledge. 
However, several leadership philosophies that may deter employee KH behavior have not 
been thoroughly investigated (Muhammad et al., 2021). As a result, the present work 
examines altruistic leadership, a sort of constructive leadership. Altruistic leaders show 
their subordinates kindness, patience, understanding, compassion, and humility. They are 
considerate of the needs and feelings of their subordinates, demonstrate empathy, give 
coaching, mentoring, and support when necessary, and exhibit pleasant behavior (Flores et 
al., 2023). Altruistic leadership influences subordinates' positive attitudes and behaviors, 
including creativity, affiliation humor, and work-related satisfaction. How such a leadership 
style stops damaging behavior like KH is still unclear. According to the results of this study, 
selfless leadership serves two purposes in preventing KH conduct. First, thoughtful 
leadership serves as a good emotional experience for followers. Their leadership style 
triggers a leader's emotional experience at work. As a result, kind leaders could make their 
followers happy. Second, unselfish leadership may foster a high-quality relationship 
between leaders and their subordinates because followers see it as a socioemotional 
resource sensitive to their needs (Chen et al., 2014). Through dual mediation mechanisms, 
such as leader-triggered positive emotion and leader-member exchange (LMX) quality, the 
two functions also seek to clarify the fundamental connection between altruistic leadership 
and KH behavior (Soral et al., 2022). 

Literature review 

Knowledge Hiding                                                                                                                                                                    

      Knowledge is "a fluid mixture of framed experience, values, contextual 
information, and expert insights that provides a framework for evaluating and 
incorporating new experiences and information (Yue et al., 2023)." knowledge, 
"information, ideas, and expertise acquired by individuals through learning, education, 
experience, and mastery relevant to performing assignments in the workplace." KH states it 
is among the numerous categories of counterproductive knowledge behavior. It is an 
"attempt intentionally to withhold or conceal knowledge that another person has 
requested." KH conduct may interfere with internal information flow, new idea generation, 
and partnerships inside an organization, which ultimately hurts an organization's 
Performance (Ahmad, Han, et al., 2023). Facts have recently proved the tendency of KH 
among subordinates to threaten an organization. Because they are cut off from the 
information exchange network, subordinates who engage in KH conduct will likely become 
less creative. People who participate in such action usually engage in individual and 
organizational deviance because they focus on the short term. Because their reasons are 
visibly different, such as unproductive work behavior, which is not on the same continuum 
as organizational citizenship behavior, subordinates who participate in KH vary from those 
who lack KS. While people participating in KH aim to keep their knowledge to themselves, 
their ignorance could motivate Uninformed subordinates. Additionally, the KH behavior of 
subordinates demonstrates how they attempt to manage and control their knowledge per 
their interests (Scuotto et al., 2022). 

Altruistic leadership 

Leadership generally refers to "getting other people to temporarily put aside their 
worries and work towards a goal that is essential for a group's obligations and welfare." 
According to this idea, a leader's primary duty is to persuade subordinates to put their 
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interests aside and act in the organization's best interests. It is also congruent with dynamic 
leadership, which holds that leaders may successfully lead a team by inspiring followers to 
put others before themselves (Irshad et al., 2023). The capacity of leaders to act or behave 
in a way that does not promote self-interest is frequently required when they try to 
encourage their subordinates to be selfless. Altruistic behavior is conceptually described as 
the propensity for an individual to engage in voluntary behaviors meant to benefit others 
while forgoing individual well-being without anticipating compensation. Such conduct has 
indirectly evolved into a defining quality of leadership philosophies, including servant, 
transformational, and genuine leadership (Shi & Zhou, 2023). 

Altruistic leadership denotes leaders who put the interests of their subordinates 
before their own by demonstrating selfless care for their well-being. Human-centered 
leadership may have this style. The requirements of their followers are a top priority for 
leaders who put others first. They also have the motivation to put aside their interests to 
support those of their followers. Altruistic leaders try to appeal to their followers' values 
and emotions to motivate them to grow in commitment and passion (Karimi et al., 2023). 
Several traits define altruistic leadership. First, altruistic leaders frequently put the needs of 
their followers ahead of their own. Second, these managers give up their interests to benefit 
their workers. Third, excellent managers encourage their employees to go above and 
beyond duty. Fourth, altruistic leaders do the abovementioned tasks willingly and without 
expecting compensation (Qi et al., 2022). 

Altruistic Leadership and KH 

As far as the knowledge of the writer, there isn't much research on KH conduct and 
altruistic leadership. The link between the two notions is examined for the first time in a 
current study. A leader is crucial in anticipating KH's behavior and explaining how insulting 
observation relates to encouraging KH's behavior (Abdillah et al., 2022). According to recent 
research, altruistic leadership is important for promoting good attitudes in workers, such 
as contentment at work. Additionally, a leader with a pleasant disposition may foster a calm 
and upbeat environment, which in turn influences the attitude of their followers. 

Subordinates may view selfless leadership as an amazing socioemotional resource. 
It could create a strong bond between a leader and their followers, which might eventually 
stop them from acting in KH ways (Irshad et al., 2022). According to the current study's 
findings, when a leader acts altruistically, their followers tend to feel good, which can lead 
to them forging bonds of friendship and allegiance with them. An altruistic leader's 
admiration may encourage followers to expand and strengthen their social networks, which 
raises the possibility that they will assist individuals needing their expertise. Humility, 
patience, comprehension, compassion, and kindness are the sources of this love (He & Wei, 
2022). The current study also assumes that an altruistic leader's selfless and helpful actions 
will improve knowledge-sharing behavior. Such behavior encourages employees to 
contribute evenhanded sacrifices for the company. As a result,  a leader and an organization 
benefit from the attitude and conduct of their subordinates. This requirement will motivate 
employees to put out tremendous effort on behalf of the company, as seen by their refusal 
to indulge in selfish behaviors (such as KH) that are likely detrimental to the company 
(Bashir et al., 2022). By the current study, we may Hypothesize that a leader's sacrifice for 
their followers will likely reduce followers' KH conduct.  

H1: The KH behavior of followers is negatively impacted by altruistic leadership. 

Mediating role of leader-triggered positive emotion 

Emotion is "a subset of the broader class of affective phenomena" and concentrates 
on a particular thing or issue. According to the current study, "a subordinate's conscious, 
remembered, and accumulated experience of positive emotion to their supervisor" means 
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"leader-triggered positive emotion. “When meeting, conversing, and interacting with their 
boss, subordinates who experience good emotions frequently report feeling joyful, pleasant, 
and excited (Bashir et al., 2022). Positive emotion-holders are also less likely to experience 
negative emotions like sorrow, rage, or worry. The promotion of subordinates' emotions is 
a topic that is being studied more and more, according to recent data. State that leaders' 
amusing behavior can influence their followers' favorable feelings. Other research has 
clarified how and why a leader's actions or leadership style, such as hilarity or ethical 
leadership, might affect the positive feelings of followers. According to earlier research, 
subordinates' positive emotions also affect their service performance, organizational 
attachment, and the relationship between their boss and them (Tan et al., 2022). 

The proximal sources of people's emotional experiences, expressed as feelings, are 
acknowledged as events or occurrences at work. As events in their careers occur, 
subordinates respond. Such events could cause a favorable or unfavorable emotional 
response. A leader's behavior or leadership style significantly contributes to work-related 
emotional incidents. Similarly, leaders' selfless actions may affect their followers' feelings 
(J. Wang et al., 2023). Followers are more likely to feel positive when they believe their 
leader frequently puts their needs above theirs. Broaden-and-build theory (BBT) advocates 
that "positive emotional experiences broaden people's momentary thought-action 
repertoires, which in turn helps to build their enduring personal resources, ranging from 
physical and intellectual resources to social and psychological resources." This research 
shows that pleasant emotion experienced by subordinates at work can increase their social 
capital (Khalid et al., 2022). The contact between a leader and followers that is motivated 
by the leader's selfless love may provoke and strengthen the followers' social ties and 
attachment. Those subordinates who have had joy due to exceptional attention from their 
boss are more inclined to form ties and friendships with them. A leader is likelier to form 
alliances and friendships with subordinates who have felt positive due to their exceptional 
care. According to BBT, people who feel good are more likely to make good decisions. 
Following the previous study, a leader who voluntarily sacrifices his interests to help 
subordinates is likelier to instill positive attitudes in their followers (M. M. Khan et al., 2023). 
Additionally, altruistic leadership is likely to increase the quality of the interaction between 
a leader and their followers, which might reduce the likelihood that followers will exhibit 
KH conduct. 

Thus, the following is what this study postulates 

H2: Altruistic leadership enhances the Positive emotions that a leader triggers. 

H3: Positive emotions induced by the leader have a detrimental impact on KH conduct. 

H4: Altruistic leadership impacts KH conduct, but it is moderated by leader-triggered 
positive emotion. 

Mediating role of LMX 

According to the social exchange theory (SET), individuals who are part of an 
organization, such as employees and their colleagues or a leader and his followers, would 
exchange resources. They base their actions on solutions that benefit both parties, and as a 
result, a solid connection, a happy outlook, and productive conduct at work may result. 
People trade two types of resources inside a company (Ahmad, Alam, et al., 2023). An 
exchange of economic resources is the first. Any interaction between a leader and his team 
members that has monetary value and is often physical is included (for example, a formal 
employment contract; Employees execute their contractual obligations in this sort of 
transaction, and in return, the employer provides them with concrete rewards like pay, 
perks, bonuses, or promotions (Ahmad et al., 2021). A socioemotional resource exchange is 
the second. Any transaction "addresses one's social and esteem needs" is included. This 
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resource is freely given and received, cannot be measured, and is frequently seen as a mark 
of friendship.  

According to the future study, subordinates in an organization view selfless 
leadership as a socioemotional resource. This is "anything the individual perceives to help 
attain his or her goals." This resource might be a person's values, possessions, energy, or 
situations on the job. According to Hobfoll, some leadership and employee actions can 
develop into workplace norms that subordinates respect and actively seek out. As a result, 
philosophically speaking, altruistic leadership is a socioemotional rather than a financial 
resource. The quality of the socioemotional exchange relationship mediates the type of 
resources traded in a work environment (Mudassir et al., 2022). 

The LMX approach, anchored in SET, asserts that "the leader rather than the 
member has more control over the quality of exchange that develops between the leader 
and member." Further arguing that "leader characteristics may be important in determining 
whether a member desires and accepts a high-quality exchange offered by the leader. Recent 
research has demonstrated that LMX modulates the impact of leadership style on prosocial 
conduct, such as organizational citizenship or helpful behavior (Liu et al., 2022). These 
results imply that a leader is crucial in creating a productive environment at work, which 
may eventually motivate employees to assist. The current study assumes that a leader's 
altruistic deeds and unselfish support of his followers, viewed as socioemotional resources, 
may enhance the caliber of the exchange relationship between leader and follower, 
deterring followers from indulging in KH behavior. The respect and confidence of his 
followers are more likely to be earned by a leader who they see as often going above and 
beyond the call of duty and putting their needs before his own. His actions also show his 
subordinates compassion or friendliness. As a result, the more often a leader assists his 
subordinates, the more probable they will feel "cared for" by their boss, which can improve 
the degree of the subordinate-leader relationship's socioemotional interaction (Khan, et al., 
2022).  

The maximum LMX connection is a reliable forecaster of underlings' knowledge 
behaviors, including knowledge sharing (KS) behaviors, knowledge withholding (KW) 
behaviors, and knowledge hiding (KH) behaviors. According to this research, superiors with 
a good LMX connection with their subordinates are likelier to share their expertise with 
them rather than keep it to themselves to improve their company's Performance (Ibrahim 
et al., 2012). After receiving favorable treatment from a selfless leader, subordinates are 
under significant pressure to contribute to their organization in a balanced way. To maintain 
a long-term connection with their boss, subordinates will work extremely hard to refrain 
from acting selfishly, as KH did. They react this way as they believe KH hinders an 
organization's ability to perform better. Based on the study, we can assume that a leader 
who forgoes his belongings to serve his followers creates a connection of high-quality 
socioemotional interaction with them (Khan, et al., 2022). 

Additionally, KH conduct among subordinates may be avoided by a leader and 
subordinate having a high-quality socioemotional exchange connection. Therefore, the 
following is the study's hypothesis: 

H5: Altruistic leadership benefits LMX. 

H6: LMX impairs the KH conduct of subordinates. 

Altruistic leadership and KH behavior are successively associated through leader-
triggered positive emotion and LMX, moving further away from the dual mediation 
processes (through leader-triggered positive emotion and LMX) (Ahmad et al., 2022). SET 
have been combined. Employees of an altruistic boss are likely to have extensive social 
networks, which may aid in their ability to maximize LMX. They will also make an extra 
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effort to protect a high-quality LMX on behalf of their organization, such as by avoiding KH 
behavior. In light of this, this study postulates the following: 

H7: The effect of altruistic leadership on KH conduct is successively mediated by leader-
triggered triggered  emotion 

Conceptual Framework 

Leader triggered 
Positive emotions 

 

  

Altruistic Leadership      Knowledge Hiding 

  

 

LMX 

Figure No 1: Conceptual Framework 

Materials and Methods 

The philosophical foundations of this study are rooted in the positivist paradigm. 
The paradigm is based on absolute scientific principles and measures reality on absolute 
numbers. The approach used for this research is deductive. In the deductive approach, we 
move from general premises to a specific conclusion. This study is also based on several 
prior established generalized theories, which will be tested in the context of this study. A 
quantitative methodology was used where the researchers collected the data from the 
respondents based on absolute numbers. All the measures used in this study are adopted 
from good prior studies to ensure the reliability and validity of the scales. 

The data were collected from a closed-ended questionnaire. All the questions were 
measured from a five-point Likert scale where 1 denotes the lowest level of agreement, 
while 5 denotes the highest level of agreement. The data were gathered by Google Form 
from 177 faculty members, using a purposive sampling technique from the overall faculty 
members of the public sector universities of Balochistan. The data were analyzed via a Smart 
PLS using the partial least square structural equation modal (PLS-SEM) technique.  

Results and the discussion: 

Demographic Details 

Table 1 
Demographic 

Gender Frequency %age 
Male 120 67% 

Female 59 33% 
Total 179 10% 

Age Group Frequency %age 
21 to 30 years 97 54.20% 
31 to 40 years 70 39.10% 
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41 and above years 12 6.70% 
Total 179 100.00% 

Qualification Frequency %age 
Undergraduate 16 8.90% 

Graduate 70 39.10% 
Postgraduate 93 52% 

Total 179 100% 
Designation Frequency %age 

Lecturers 151 84.40% 
Assistant Professor 20 11.20% 
Associate Professor 2 1.10% 

Professor 6 3.4 
Total 179 100% 

 
The table below shows the demographic distribution of the respondents. The first 

section of the table shows the gender-based distribution of the respondents, which denotes 
that among the 179 respondents, 120 are males and 59 are females. The second section of 
the table represents the age-wise distribution of the respondents, which shows that 97 
respondents are 21 to 30 years old. Seventy respondents belong to the age group of 31 to 
40 years, while the remaining 12 belong to the age group of 41 years and above. The third 
section of the table shows the qualifications of the respondents, which shows that among 
the 179 respondents, 16 were undergraduates, 70 were graduates, and 93 were 
postgraduates. The fourth and last section of the table shows the designation-wise 
distribution of the respondents. Among the 179 respondents, 151 were lecturers, 20 were 
assistant professors, 2 were associate professors, and 6 were professors. 

Reliability of Scales 

Table  3 
Reliability 

Construct Items Outer Loading Cronbach Alpha Composite Reliability 

Altruistic 
Leadership 

AL1 0.673 

0.959 0.964 

AL2 0.577 
AL3 0.606 
AL4 0.711 
AL5 0.743 
AL6 0.733 
AL7 0.708 
AL8 0.817 
AL9 0.686 

AL10 0.683 
AL11 0.734 
AL12 0.726 
AL13 0.817 
AL14 0.789 
AL15 0.788 
AL16 0.768 
AL17 0.786 
AL18 0.809 
AL19 0.807 
AL20 0.828 
AL21 0.787 

Leader Triggered 
Positive Emotions 

LT1 0.859 

0.941 0.942 

LT2 0.837 
LT3 0.881 
LT4 0.837 
LT5 0.863 
LT6 0.84 
LT7 0.829 
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LT8 0.776 

LMX 

LX1 0.649 

0.896 0.914 

LX2 0.614 
LX3 0.829 
LX4 0.844 
LX5 0.856 
LX6 0.814 
LX7 0.783 
LX8 0.653 

Knowledge Hiding 

KH1 0.791 

0.821 0.828 
KH2 0.847 
KH3 0.821 
KH4 0.763 

 
When discussing reliability in structural equation modeling, there are two 

categories to consider: item and construct reliability. The measure used for the reliability of 
the item is outer loading, while the measure used for the construct reliability is Cronbach 
alpha and composite reliability. Both threshold values are 0.7 and above, but even 0.5 is 
acceptable if the convergent validity initial criteria are fulfilled. Outer loading values are 
utilized as a gauge of item reliability. If the AVE's initial requirements are established, even 
a value of 0.6 is acceptable. Cronbach alpha and composite reliability assess the construct 
reliability. The reliability table below demonstrates that the measure of item and construct 
reliability is higher than the threshold values, indicating that the scales used are reliable. 

Convergent Validity  

Table 4 
Average variation extraction 

 Average variance extracted (AVE) 
Knowledge hiding 0.65 

LMX 0.579 
altruistic leadership 0.555 

leader triggered positive emotions 0.707 

 
Convergent validity explains how much the items of an individual construct 

represent their construct. The measure used for the convergent validity is AVE. The 
threshold value for the AVE is 0.5 and above. The table below of the convergent validity 
shows that all the model constructs have AVE values greater than the threshold value, which 
indicates that all the construct has achieved their convergent validity.  

Discriminant validity 

Table 5 
The Fornell Larcker Criteria 

 

Knowledge 
hiding LMX 

altruistic 
leadership 

leader triggered 
positive emotions 

Knowledge hiding 0.806    
LMX 0.554 0.761   

altruistic leadership 0.422 0.485 0.851  
leader triggered 

positive emotions 0.471 0.485 0.745 0.841 

 
Discriminant validity is the scale used to measure how much one construct of the 

model theoretically differs from the other. Three common measures used for discriminant 
validity are Fornell Larcker criteria, HTMT values, and cross-loadings. 
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The measure used by the Fornell Larcker criteria is the square root of the AVE. For 
the discriminant validity of the scales, all the diagonal values of the Fornell Larcker criteria 
must be greater than their respective values of the rows and columns. The table below 
shows that all the diagonal values are greater than their respective values of the rows and 
columns, indicating that all the constructs have achieved discriminant validity.  

Structural Modeling 

The below structural model describes the connections between the studied 
variables.  

 

 

 

 

 

 

 

 

 

 

 

Figure No. 2: Structural Model 

Regression and Hypotheses Testing 

Table 8 
Hypotheses testing 

 

The study's regression model is displayed in Table 8. below from the hypothesis 
testing. P-values and t-values are used to determine a hypothesis's statistical significance. 
The p-value criterion is 0.05 or less, while the t-value threshold is 1.96 or greater. 

The first hypothesis is based on the relationship between LMX and knowledge 
hiding, with a t-value of 5.465 and a P-value of 0.000. both the measures' values are 
significant, indicating that the findings of this study support the hypothesis. 

 Beta T statistics P values Results 
H1=LMX -> KH 0.425 5.465 0.000 Supported 
H2=AL -> KH -0.105 0.682 0.495 Not supported 

H3=AL -> LMX 0.262 2.317 0.021 Supported 
H4=AL -> LTPE 0.851 37.612 0.000 Supported 
H5=LTPE -> KH 0.276 2.096 0.036 Supported 

H6=LTPE -> LMX 0.262 2.566 0.010 Supported 

H7=LTPE x AL -> KH -0.073 1.024 0.306 Not supported 
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The second hypothesis is based on the relationship between Altruistratic leadership 
and knowledge hiding, with a t-value of 0,682 and a P-value of 0.495. both the measures' 
values are insignificant, indicating that the findings of this study don't support the 
hypothesis and are rejected. 

The third hypothesis is based on the relationship between altruistic leadership and 
LMX, with a t-value of 2.317 and a P-value of 0.021. both the measures' values are significant, 
indicating that the findings of this study support the hypothesis and are accepted. 

The fourth hypothesis is based on the relationship between altruistic leadership and 
leader-triggered positive emotions, with a t-value of 37.612 and a P-value of 0.000. both the 
measures' values are significant, indicating that the findings of this study support the 
hypothesis and are accepted. 

The fourth hypothesis is based on the relationship between altruistic leadership and 
leader-triggered positive emotions, with a t-value of 37.612 and a P-value of 0.000. both the 
measures' values are significant, indicating that the findings of this study support the 
hypothesis and are accepted. 

The fifth hypothesis is based on the relationship between leader-triggered positive 
emotions and knowledge hiding, with a t-value of 2.096 and a P-value of 0.036. both the 
measures' values are significant, indicating that the findings of this study support the 
hypothesis and are accepted. 

The sixth hypothesis is based on the relationship between leader-triggered positive 
emotions and LMX, with a t-value of 2.566 and a P-value of 0.010. both the measures' values 
are significant, indicating that the findings of this study support the hypothesis and are 
accepted. 

 The seventh hypothesis is based on the moderating effects of leader-triggered 
positive emotions in the relationship between Alustratic leadership and knowledge hiding, 
with a t-value of 1.024 and a P-value of 0.306. both the measures' values are insignificant, 
indicating that the findings of this study don't support the hypothesis and are rejected. 

The beta value explains the strength of individual relationships. 

Conclusion 

According to the study's conclusions, knowledge hiding and LMX have a strong 
beneficial association. This shows that faculty members are likelier to engage in knowledge-
hiding behavior when leader-member dialogue is intense. This research emphasizes the 
need to build good and encouraging connections between leaders and their subordinates to 
reduce information hiding inside organizations. However, the study did not discover an 
important link between altruistic leadership and knowledge concealing. This suggests that 
benevolent leadership might not be sufficient in and of itself to deter knowledge hiding. 
Other elements and tactics might need to be considered to handle this issue properly. 
However, the study also discovered a strong link between altruistic leadership and LMX and 
between altruistic leadership and leader-triggered positive emotions. These results suggest 
that altruistic leadership behaviors can support faculty members' good emotional 
experiences and the growth of strong leader-member exchange connections. The study also 
found a significant favorable association between knowledge hiding and leader-triggered 
positive emotions. This shows a larger possibility of knowledge-hiding behavior when 
leaders evoke favorable feelings in faculty members. This conclusion emphasizes the 
necessity for leaders to be conscious of their influence on their employees' emotional 
experiences and to take steps to promote happy feelings at work. 
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