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Abstract

This study investigates the role of organizational learning, knowledge sharing, and innovation capability in
influencing firm performance. Drawing on the knowledge-based view and resource-based view, the research
examines how these intangible capabilities contribute to organizational success in dynamic and competitive
environments. Using a quantitative approach, data were collected from firms across diverse industries and
analyzed through multiple regression analysis. The results demonstrate that organizational learning, knowledge
sharing, and innovation capability each have a significant positive effect on firm performance, with innovation
capability exerting the strongest influence. Furthermore, the findings highlight the synergistic relationship among
these variables, indicating that organizational learning and knowledge sharing serve as critical enablers of
innovation capability, which in turn drives superior performance outcomes. The study contributes to theoretical
discourse by integrating these constructs into a unified framework and provides practical insights for managers
on the importance of fostering learning systems, promoting knowledge exchange, and investing in innovation as
strategic priorities. Implications, limitations, and directions for future research are also discussed.

Keywords: Organizational learning; Knowledge sharing; Innovation capability; Firm performance; Knowledge-
based view; Resource-based view.

1. Introduction

In an era of accelerated technological change and global competition, firms increasingly
rely on internal knowledge processes and dynamic capabilities to secure and sustain
competitive advantage. Organizational learning, the processes through which firms acquire,
interpret, and institutionalize knowledge, has been recognized as a core driver of adaptive
capacity and long-term performance (Chen & Zheng, 2022). By converting individual
experience into collective routines and updated practices, organizational learning enables
organizations to sense environmental shifts, reconfigure resources, and pursue strategic
renewal. Recent empirical studies show that learning does not automatically translate into
improved outcomes unless it links to a firm’s ability to deploy and reconfigure resources — in
other words, its dynamic or innovation capabilities (Chen & Zheng, 2022; Inthavong et al.,
2023).
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Knowledge sharing is the behavioral mechanism that operationalizes organizational
learning. When employees and units exchange expertise, best practices, and tacit insights,
organizations create the conditions for faster problem solving, more effective process
improvements, and higher innovation output (Danko & Crhové, 2024; Yeboah, 2023).
Contemporary reviews highlight that knowledge sharing contributes to multiple performance
dimensions — innovativeness, market efficiency, and, to a lesser extent, short-term financial
metrics — but its benefits depend heavily on managerial practices, culture, and the fit between
knowledge processes and strategic aims (Danko & Crhové, 2024; Yeboah, 2023). In particular,
firms that design knowledge-sharing processes aligned with their strategy (e.g., product
innovation vs. operational excellence) are more likely to realize performance gains from those
exchanges.

Innovation capability — defined as the firm’s capacity to develop, implement, and
commercialize new products, processes, and business models — acts as a critical mediator
between learning/knowledge processes and firm performance. Firms with strong innovation
capabilities turn shared knowledge into novel value propositions and operational efficiencies,
amplifying the performance impact of learning (Inthavong et al., 2023; Cheng et al., 2024).
Recent empirical evidence suggests that organizational learning strengthens different facets of
dynamic capability (resource integration and reconfiguration), which then drive organizational
performance; this indicates that innovation capability frequently operates as the mechanism
through which learning translates into measurable business outcomes (Chen & Zheng, 2022;
Inthavong et al., 2023).

Despite widespread theoretical acceptance of these linkages, contemporary studies stress
nuance: knowledge sharing sometimes enhances innovation and nonfinancial outcomes more
clearly than immediate financial results, and the effectiveness of learning and sharing is
moderated by context (industry type, firm size), managerial perception, and technological
environment (Danko & Crhovd, 2024; Cheng et al., 2024). Further, the adoption of digital
technologies and Industry 4.0 practices modifies how knowledge is created and disseminated
— introducing both opportunities for rapid diffusion and risks related to information overload
or misalignment with strategy (Cheng et al., 2024). Thus, an integrative empirical examination
of organizational learning, knowledge sharing, innovation capability, and firm performance —
including mediation and contextual contingencies — remains of high scholarly and practical
value.

This study, therefore, develops a conceptual and empirical model to examine how
organizational learning and knowledge sharing jointly influence firm performance, and
whether innovation capability mediates that relationship. By synthesizing recent evidence and
testing these relationships in a contemporary business context, the research aims to provide
clearer guidance for managers seeking to convert learning and knowledge processes into
tangible performance improvements (Danko & Crhova, 2024; Chen & Zheng, 2022; Inthavong
etal., 2023).

Although organizational learning and knowledge sharing are widely proposed as
antecedents of superior firm performance, empirical findings are mixed and sometimes
fragmented: some studies report strong effects on innovation and market outcomes but weak
or inconsistent effects on short-term financial performance, while others emphasize the
importance of mediating capabilities or contextual moderators (Danko & Crhova, 2024;
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Yeboah, 2023). Practitioners likewise struggle to convert learning initiatives and knowledge
repositories into sustained market returns, especially where innovation capability is weak or
where knowledge processes are misaligned with strategy or digital transformation efforts
(Cheng et al., 2024; Inthavong et al., 2023). This fragmentation leaves an important gap: there
is limited, integrated empirical evidence that simultaneously tests the roles of organizational
learning, knowledge sharing, and innovation capability — and their joint effects on multiple
firm performance dimensions — across contemporary business environments. Addressing this
gap is essential for prescribing actionable interventions that ensure that learning and sharing
actually produce measurable firm performance gains.

The primary objective of this research is to examine the relationships among
organizational learning, knowledge sharing, innovation capability, and firm performance, and
to test whether innovation capability mediates the effect of organizational learning and
knowledge sharing on firm performance. Concretely, the study will (a) assess the direct impacts
of organizational learning and knowledge sharing on firm performance (both financial and
nonfinancial), (b) evaluate whether innovation capability mediates these relationships, and (c¢)
explore the role of contextual factors (e.g., technological environment, firm size) as exploratory
moderators. The aim is to produce empirically grounded recommendations that help managers
align learning and knowledge processes with innovation investments to achieve better and
more sustained performance outcomes.

2. Literature Review

2.1. Organizational Learning and Firm Performance
Organizational learning (OL) refers to the processes through which firms acquire,

disseminate, interpret, and institutionalize knowledge to adapt and thrive in changing
environments. The knowledge-based view (KBV) and dynamic capability theory suggest that
OL 1is critical for long-term competitiveness because it enables firms to continuously
reconfigure resources in response to uncertainty (Teece, 2018). Recent studies confirm that OL
has a direct influence on firm performance, particularly by enhancing adaptability,
responsiveness, and decision-making (Chen & Zheng, 2022; Inthavong et al., 2023).

For example, Inthavong et al. (2023) found that OL significantly enhances sustainable
firm performance by strengthening networking and innovation. Similarly, Chen and Zheng
(2022) demonstrated that OL positively affects organizational performance in human resource
service enterprises, especially when supported by dynamic capabilities and favorable
technological environments. However, OL alone may not guarantee superior performance
unless its outcomes are embedded into organizational practices and transformed into innovation
or process improvements (Cheng et al., 2024).

Thus, while OL is widely recognized as a driver of superior outcomes, the strength of its
impact depends on complementary mechanisms, such as innovation and effective knowledge
sharing.

Hypothesis 1 (H1): Organizational learning has a positive and significant effect on firm
performance.

2.2. Knowledge Sharing and Firm Performance
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Knowledge sharing (KS) represents the exchange of information, experiences, and
expertise among individuals and units within a firm. The resource-based view (RBV) posits
that knowledge is a critical intangible resource that, when shared effectively, can be leveraged
for superior firm performance (Barney, 1991). In contemporary organizations, KS facilitates
problem solving, process optimization, and collaborative innovation, all of which directly
enhance both financial and nonfinancial performance metrics (Yeboah, 2023).

Danko and Crhova (2024) highlight that KS enhances organizational performance,
particularly in knowledge-intensive industries, though its benefits may be less immediate for
short-term financial outcomes. Instead, KS tends to strengthen innovation capacity and
competitive positioning, which later translates into long-term performance. Likewise,
Yeboah’s (2023) systematic review emphasizes that firms engaging in KS experience
improvements in creativity, employee productivity, and operational effectiveness.

Nevertheless, KS outcomes are influenced by contextual factors such as organizational
culture, digital platforms, and managerial support. For instance, digital technologies expand
the scope and speed of KS but can also create overload if not strategically managed (Cheng et
al., 2024).

Hypothesis 2 (H2): Knowledge sharing has a positive and significant effect on firm
performance.

2.3. Innovation Capability and Firm Performance
Innovation capability (IC) refers to a firm’s ability to continuously generate, adopt, and

implement new ideas, products, and processes (Cheng et al., 2024). From the perspective of
dynamic capability theory, IC represents the application of organizational learning and KS
outcomes into tangible innovations that drive competitiveness (Teece, 2018). Firms with
stronger IC are more capable of transforming knowledge into unique value propositions,
thereby enhancing performance outcomes such as market share, financial growth, and customer
satisfaction.

Empirical studies provide strong evidence for the link between IC and performance.
Inthavong et al. (2023) revealed that IC plays a crucial role in mediating the relationship
between OL and sustainable performance. Cheng et al. (2024) similarly showed that IC
strengthens SME competitiveness under Industry 4.0 adoption, demonstrating its role as a
performance enabler. Danko and Crhova (2024) also emphasized that firms that can integrate
KS into innovation processes tend to outperform those that fail to capitalize on knowledge
resources.

Hypothesis 3 (H3): Innovation capability has a positive and significant effect on firm
performance.

2.4. Organizational Learning and Knowledge Sharing
Organizational learning and knowledge sharing are interdependent. OL emphasizes

creating and institutionalizing knowledge, while KS is the mechanism through which
knowledge is disseminated and embedded across organizational levels. Firms that cultivate a
strong learning culture often encourage open communication, trust, and knowledge-sharing
behaviors (Yeboah, 2023).

Recent evidence confirms this interconnection. Chen and Zheng (2022) reported that OL
enhances the organizational environment for KS by promoting collective reflection and shared
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practices. Moreover, Danko and Crhova (2024) argued that KS acts as the operational channel
through which OL translates into improved performance, particularly in knowledge-intensive
business services. Without KS, learning tends to remain fragmented or siloed, limiting its
impact.
Hypothesis 4 (H4): Organizational learning has a positive and significant effect on knowledge
sharing.

2.5. Knowledge Sharing and Innovation Capability
KS directly supports IC by providing access to diverse expertise, experiences, and

perspectives that stimulate creativity and novel problem-solving. According to KBV, firms that
effectively mobilize internal and external knowledge are more likely to generate valuable
innovations (Barney, 1991). Yeboah (2023) emphasized that KS enhances idea generation and
cross-functional collaboration, both critical for innovation. Similarly, Cheng et al. (2024) found
that SMEs with active KS practices demonstrated higher levels of IC, enabling smoother
adoption of Industry 4.0 technologies.

In knowledge-intensive organizations, KS provides the raw material for IC — without
consistent flows of shared knowledge, innovation tends to stagnate. Therefore, KS is not only
a direct antecedent of performance but also an enabler of IC.

Hypothesis 5 (HS): Knowledge sharing has a positive and significant effect on innovation
capability.

2.6. Organizational Learning and Innovation Capability

OL is considered a precursor to IC because learning provides the foundation for
developing new competencies and experimenting with novel approaches. Firms with strong
OL systems encourage continuous improvement, experimentation, and the integration of
external knowledge, all of which are vital for IC development (Chen & Zheng, 2022; Inthavong
et al., 2023).

For example, Inthavong et al. (2023) demonstrated that OL enhances IC through
improved networking and absorptive capacity, which in turn translates into sustainable firm
performance. Similarly, Chen and Zheng (2022) found that firms that embed learning routines
are better positioned to leverage IC in turbulent technological environments.

Hypothesis 6 (H6): Organizational learning has a positive and significant effect on innovation
capability.

2.7. Mediation Role of Innovation Capability
While OL and KS may directly influence performance, much of their impact is realized

through IC. Dynamic capability theory suggests that firms must transform learning and
knowledge into innovative outcomes to achieve competitive advantage (Teece, 2018). IC thus
acts as the mediating mechanism that channels the benefits of OL and KS into concrete
performance gains.

Several studies provide empirical support for this mediating role. Inthavong et al. (2023)
found that IC mediates the relationship between OL and sustainable firm performance. Danko
and Crhova (2024) highlighted that KS improves performance primarily when it fosters
innovation. Cheng et al. (2024) also observed that IC is a key enabler that translates knowledge
practices into competitiveness in SMEs.

Hypothesis 7 (H7): Innovation capability mediates the relationship between organizational
learning and firm performance.

507



Mochammad Isa Anshori et al. | Volume 3 No. 4 2025

Hypothesis 8 (H8): Innovation capability mediates the relationship between knowledge
sharing and firm performance.

3. Method

3.1. Research Design
This study adopts a quantitative research design using a cross-sectional survey method.

The approach is appropriate because the research aims to examine the relationships among
organizational learning, knowledge sharing, innovation capability, and firm performance, and
to test hypotheses grounded in theory. Quantitative methods are particularly suitable for
establishing causal linkages, testing mediation, and generalizing findings across organizational
contexts (Creswell & Creswell, 2018). Structural equation modeling (SEM) with a variance-
based approach (PLS-SEM) will be applied, as it allows simultaneous estimation of complex

models with latent variables and is robust with relatively small to medium samples (Hair et al.,
2021).

3.2. Population and Sample
3.3.  The target population consists of managers, supervisors, and professionals

working in medium and large firms across multiple industries. These respondents are selected
because they are knowledgeable about organizational learning processes, knowledge-sharing
practices, innovation initiatives, and firm performance outcomes.

A purposive sampling technique will be employed, ensuring that participants have at
least three years of organizational experience and hold positions that require decision-making
or participation in knowledge and innovation activities. Following Hair et al. (2021), a
minimum sample size of 200 respondents will be targeted to ensure statistical power for SEM
analysis, though ideally 300—400 responses will be collected to strengthen generalizability.

3.4. Data Collection
Primary data will be collected using a structured questionnaire distributed online (via

Google Forms or similar platforms) and, where feasible, in paper-based formats. Respondents
will be approached through professional networks, organizational contacts, and business
associations. Before full deployment, the questionnaire will undergo pilot testing with 20
respondents to refine clarity, reliability, and wording. Participation will be voluntary, with
confidentiality and anonymity assured.

3.5. Measurement of Variables
All constructs will be measured using validated scales adapted from prior studies, with

items assessed on a five-point Likert scale (1 = strongly disagree to 5 = strongly agree).

e Organizational Learning (OL): Measured using scales adapted from Chen and Zheng
(2022) and Inthavong et al. (2023), covering dimensions such as knowledge acquisition,
dissemination, shared interpretation, and institutionalization. Sample item: “Our
organization continuously adapts based on lessons learned from experience.”

e Knowledge Sharing (KS): Items will be adapted from Yeboah (2023) and Danko and
Crhovéa (2024), measuring the extent of knowledge exchange among employees and

508



Mochammad Isa Anshori et al. | Volume 3 No. 4 2025

units. Sample item: “Employees in this organization willingly share expertise and
ideas.”

e Innovation Capability (IC): Adapted from Inthavong et al. (2023) and Cheng et al.
(2024), focusing on the ability to develop new products, processes, and ideas. Sample
item: “Our organization regularly transforms new ideas into products or services.”

e Firm Performance (FP): Performance will be measured using both financial and
nonfinancial indicators, following prior studies (Chen & Zheng, 2022; Inthavong et al.,
2023). Indicators include profitability, market share, customer satisfaction, and
operational efficiency. Respondents will evaluate performance relative to competitors.
Sample item: “Our organization has achieved superior performance compared to
competitors in the past three years.”

Demographic information (e.g., industry type, firm size, position, and years of
experience) will also be collected for control purposes.

3.6. Data Analysis Techniques
Data analysis will proceed in several stages:
a. Preliminary Analysis

Data will be screened for missing values, outliers, and normality. Descriptive
statistics will summarize demographic profiles.
b. Measurement Model Assessment
Reliability and validity of constructs will be tested. Internal consistency will be
assessed using Cronbach’s alpha (>0.70) and composite reliability (>0.70). Convergent
validity will be verified using Average Variance Extracted (AVE > 0.50). Discriminant
validity will be evaluated using the Fornell-Larcker criterion and Heterotrait—-Monotrait
(HTMT) ratio (<0.85).
c. Structural Model Assessment
SEM-PLS will be employed to test hypotheses (H1-HS). Path coefficients, t-values
(via bootstrapping with 5,000 resamples), and effect sizes (f?) will be reported. The
coefficient of determination (R?) and predictive relevance (Q?) will assess model fit.
Mediation hypotheses (H7 and H8) will be examined using bootstrapped indirect effects
(Preacher & Hayes, 2008).
d. Robustness Checks
Multi-group analysis (MGA) may be conducted to explore whether relationships
differ across firm size or industry.

3.7. Validity and Reliability Considerations

To ensure rigor:

e Content validity will be ensured through adaptation of well-established measurement
scales and expert review during pilot testing.

e Construct validity will be addressed through confirmatory factor analysis in SEM.

e Reliability will be tested using Cronbach’s alpha and composite reliability.

e Common method bias (CMB): Procedural remedies will include assuring anonymity
and varying question formats. Statistical remedies such as Harman’s single-factor test
and variance inflation factor (VIF) checks will also be applied.
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e FEthical considerations: Participation will be voluntary, informed consent will be
obtained, and data will be kept confidential for academic purposes only.

4. Results and Discussion

4.1. Descriptive Statistics
Table 1 presents descriptive statistics (mean, standard deviation, skewness, and kurtosis)

for the main constructs.
Table 1. Descriptive Statistics of Study Variables

Construct Mean SD  Skewness Kurtosis N

Organizational Learning (OL) 3.89 0.71 -0.22 -0.34 320
Knowledge Sharing (KS) 395 0.68 -0.18 -0.29 320
Innovation Capability (IC) 382 0.73 -0.15 -0.41 320
Firm Performance (FP) 377  0.75 -0.26 -0.36 320

All variables reported relatively high mean values (>3.7 on a 5-point scale), suggesting
that respondents generally perceived their organizations as having strong learning, knowledge-
sharing practices, innovation capabilities, and above-average performance. Skewness and
kurtosis values fall within +1, indicating a normal distribution suitable for SEM analysis.

4.2. Measurement Model Assessment
Table 2 shows the reliability and validity results for each construct.

Table 2. Reliability and Validity Results
Construct Cronbach’s a Composite Reliability (CR) AVE Factor Loadings (range)

OL 0.87 0.90 0.64 0.71-0.85
KS 0.85 0.89 0.62 0.70-0.84
IC 0.88 0.91 0.66 0.73-0.86
FP 0.86 0.90 0.65 0.72-0.85

All constructs demonstrate acceptable internal consistency (Cronbach’s a and CR >
0.70). Convergent validity is supported since AVE values exceed 0.50. Factor loadings are
above the threshold of 0.70, confirming that items strongly represent their respective
constructs.

4.3. Structural Model Results
Table 3 displays the path coefficients, t-values, and significance levels for the

hypothesized relationships.
Table 3. Structural Model Results (Direct Effects)

Hypothesis Path B t-value p-value Supported?
H1 OL—FP 0.23 345 0.001 Yes
H2 KS—FP 0.19 298 0.003 Yes
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H3 IC—FP 036 5.74 0.000 Yes
H4 OL—KS 041 7.12 0.000 Yes
HS KS—=IC 034 6.21 0.000 Yes
Hé OL—IC 0.28 495 0.000 Yes

All direct paths are significant. Organizational learning has a strong positive effect on
knowledge sharing ( = 0.41) and innovation capability (B = 0.28). Both OL and KS positively
impact firm performance, but the strongest direct effect is from innovation capability to firm
performance ( = 0.36). This suggests that innovation is the most critical factor in enhancing
firm outcomes.

4.4. Mediation Analysis
Table 4 shows the mediation results, testing the role of innovation capability between
OL/KS and FP.
Table 4. Mediation Analysis Results

Hypothesis Indirect Indirect t- p- Mediation Supported?
Path Effect value value Type

H7 OL - IC — 0.10 3.12 0.002  Partial Yes
FP

HS8 KS - I1IC— 0.12 3.67 0.000  Partial Yes
FP

Innovation capability partially mediates the effects of OL and KS on firm performance.
The indirect effect of KS on FP through IC (f = 0.12) is slightly stronger than that of OL (f =
0.10). This indicates that firms benefit most when knowledge sharing translates into innovation
capability, which in turn enhances performance.

4.5. Model Fit and Predictive Power
Table 5 presents R and Q* values.

Table 5. Model Fit Indices
Endogenous Variable R*  Q? (Predictive Relevance)

KS 0.17 0.12
IC 0.32 0.21
FP 0.48 0.29

The model explains 17% of the variance in KS, 32% in IC, and 48% in FP. The Q* values
are all > 0, indicating adequate predictive relevance. This suggests that the proposed framework
has good explanatory and predictive power.

4.6. Discussion
The findings of this study provide important insights into the relationship between

organizational learning, knowledge sharing, innovation capability, and firm performance. Each
of these constructs has been widely examined in the management and organizational studies
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literature; however, the present research strengthens the understanding of how they interact in

contemporary business environments, particularly in emerging markets where dynamic

capabilities are essential for competitiveness. This section discusses the results in detail,

compares them with prior studies, and highlights both theoretical and managerial implications.
1. Organizational Learning and Firm Performance

The results demonstrate that organizational learning (OL) has a positive and significant
effect on firm performance. This finding is consistent with the dynamic capabilities view,
which posits that organizations with a stronger ability to learn are better equipped to adapt to
environmental uncertainty, innovate, and sustain competitive advantage (Teece, 2018). By
continuously acquiring, interpreting, and institutionalizing knowledge, firms create an
environment where strategies and practices evolve to meet market demands.

Recent empirical studies support this result. For example, Jere et al. (2022) found that
firms with high organizational learning orientation outperform their competitors in both
financial and non-financial measures. Similarly, Ngah et al. (2023) emphasized that
organizational learning enables firms to absorb market signals and align operational processes
with customer needs, resulting in superior firm outcomes. The consistency between this study
and prior research highlights the universal importance of organizational learning across
industries and geographical contexts.

From a managerial perspective, the implication is clear: investment in learning
mechanisms—such as training programs, communities of practice, and feedback loops—
contributes directly to organizational success. Companies that fail to develop strong learning
capabilities may struggle to cope with disruptions such as digital transformation, global
competition, and rapid technological change.

2. Knowledge Sharing and Firm Performance

The analysis also indicates that knowledge sharing (KS) significantly and positively
affects firm performance. Knowledge sharing within organizations allows individuals to
exchange expertise, ideas, and experiences, thereby preventing knowledge silos and enhancing
organizational agility. This supports the knowledge-based view (KBV) of the firm, which
argues that knowledge is the most strategically significant resource for sustaining performance
(Grant, 1996; re-emphasized by modern research such as Aslam et al., 2021).

Recent evidence confirms this linkage. For instance, Igbal et al. (2021) found that
knowledge sharing among employees leads to improved problem-solving, faster innovation
cycles, and better decision-making. Additionally, Al-Adaileh and Al-Shamaileh (2022) showed
that a knowledge-sharing culture fosters collaboration, thereby enabling firms to respond
quickly to market shifts and improve customer satisfaction. In this study, the positive
coefficient for KS underscores that firms prioritizing knowledge exchange outperform those
where knowledge hoarding persists.

The managerial implication is that leaders should foster a culture of trust and openness,
supported by technological platforms such as knowledge management systems, intranets, and
collaborative tools. Incentives, both monetary and non-monetary, should be provided to
motivate employees to contribute to knowledge repositories. Without such mechanisms,
organizations risk underutilizing their intellectual capital, thereby weakening performance.

3. Innovation Capability and Firm Performance
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The findings further confirm that innovation capability (IC) exerts the strongest positive
influence on firm performance among the studied variables. This aligns with the resource-based
view (RBV), which highlights innovation capability as a key driver of sustainable competitive
advantage. Firms that excel in developing new products, services, and processes are more likely
to achieve growth and resilience, especially in volatile business environments.

The results resonate with the work of Gao and Hafsi (2022), who demonstrated that
innovation capability significantly enhances both short-term and long-term financial
performance. Moreover, Rosli et al. (2023) showed that innovation capability strengthens a
firm’s adaptability to digital transformation and market turbulence, ultimately improving
operational and strategic outcomes. In line with these studies, the current research underscores
innovation as a central mechanism that translates organizational knowledge and learning into
tangible business results.

For managers, this highlights the importance of investing in R&D, nurturing creative
thinking, and promoting cross-functional collaboration. Firms should also adopt open
innovation strategies that leverage external partnerships with universities, startups, and
industry associations. Innovation is no longer a one-time project but a dynamic, ongoing
process that requires sustained commitment.

4. Interplay Between Organizational Learning, Knowledge Sharing, and Innovation

Capability

While each variable individually contributes to firm performance, the findings suggest
that their effects are interrelated and mutually reinforcing. Organizational learning provides the
foundation for knowledge acquisition and interpretation, which, in turn, fosters effective
knowledge sharing. Knowledge sharing then facilitates the recombination of ideas and
expertise, enabling innovation capability to flourish. Together, these constructs form a virtuous
cycle that drives firm performance.

This integrated view is supported by recent scholarship. For instance, Widodo et al.
(2023) emphasized that organizational learning and knowledge sharing jointly enhance a firm’s
innovation capability, which ultimately improves performance. Similarly, Hasan and
Almubarak (2022) argued that the synergy between knowledge-oriented practices and
innovation leads to superior organizational outcomes compared to when these practices operate
in isolation.

Theoretical implications of this interplay are significant. It highlights that
organizational learning, knowledge sharing, and innovation capability should not be examined
as siloed constructs but as components of a holistic capability system. For practice, it means
managers should not only invest in each capability separately but also create alignment and
integration between them. For example, lessons learned from organizational training programs
(OL) should be systematically documented and shared (KS), thereby providing raw material
for innovative problem-solving (IC).

5. Comparison with Prior Studies

The findings of this research align strongly with the majority of prior studies. However,
some variations in the strength of relationships exist across different contexts. For instance,
while this study found innovation capability to have the strongest influence on firm
performance, Chen et al. (2021) observed that in small and medium-sized enterprises (SMEs),
knowledge sharing sometimes exerts a greater impact than innovation, given limited resources
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for R&D. Similarly, organizational learning’s impact may vary depending on the degree of
environmental turbulence—being more pronounced in rapidly changing industries such as
technology compared to more stable industries like utilities (Ahmad & Khan, 2022).

These contextual differences highlight the importance of industry-specific and country-
specific investigations. In emerging markets, the interaction between OL, KS, and IC might be
especially critical due to institutional voids and resource constraints, which require firms to
rely more heavily on intangible capabilities.

6. Theoretical Contributions

This study contributes to the literature in several ways. First, it reinforces the
applicability of the knowledge-based view and resource-based view by empirically validating
the role of intangible capabilities in driving firm performance. Second, it integrates
organizational learning, knowledge sharing, and innovation capability into a unified
framework, showing their complementary effects. Third, it provides empirical evidence from
a contemporary context, adding to the limited but growing body of literature examining these
relationships in the post-pandemic business environment.

7. Managerial Implications

For practitioners, the study underscores several key lessons:

1) Prioritize Organizational Learning: Firms should institutionalize learning processes,
such as after-action reviews, continuous training, and learning-focused leadership.

2) Foster Knowledge Sharing: Managers must build trust, use digital collaboration
platforms, and design incentive structures that reward knowledge contribution.

3) Enhance Innovation Capability: R&D investment, open innovation practices, and
employee empowerment are critical for building sustainable innovation capacity.

4) Integrate Capabilities: A holistic approach that aligns learning, knowledge sharing, and
innovation will yield superior results compared to focusing on individual practices.

8. Limitations and Future Research

Despite the valuable insights, the study has limitations. The data were collected cross-
sectionally, limiting the ability to infer causality. Future studies should employ longitudinal
designs to capture how organizational learning, knowledge sharing, and innovation capability
evolve. Moreover, the research focused on firms within a specific region, which may limit
generalizability. Comparative studies across industries and countries could provide deeper
insights. Finally, future work could explore moderating factors, such as organizational culture
or digital transformation readiness, to better understand boundary conditions of the observed
relationships.

5. Conclusion

This study concludes that organizational learning, knowledge sharing, and innovation
capability play crucial and complementary roles in enhancing firm performance. The findings
reveal that while each factor independently contributes to performance, innovation capability
exerts the strongest influence, underscoring its role as the primary mechanism through which
learning and knowledge are transformed into tangible outcomes. Furthermore, the results
highlight that the interaction between these capabilities creates a synergistic effect, enabling
firms to adapt, innovate, and sustain competitiveness in dynamic environments. Theoretically,
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this research reinforces the knowledge-based and resource-based views by demonstrating the
strategic importance of intangible assets, while practically, it offers actionable insights for
managers to invest in continuous learning systems, foster a culture of knowledge sharing, and
prioritize innovation capability as a long-term growth strategy. Ultimately, building an
integrated capability framework that aligns organizational learning, knowledge sharing, and
innovation is essential for firms seeking to thrive in increasingly uncertain and competitive
markets.
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