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Abstract 
Background: It is widely recognized that human capital and knowledge are crucial for enterprises to achieve a 
competitive advantage. The literature suggests that the antecedents of knowledge management (KM) include 
technology, learning orientation, leadership, organizational culture, structure, strategy, and trust. The topic is 
relevant, but there is a lack of comprehensive analysis of the factors enhancing organizational performance 
(OP) across different countries and industries. Additionally, there is a research gap concerning the mediating 
role of human capital and organizational learning in the interplay between these antecedents, knowledge 
management, and organizational performance, particularly within the Serbian context.  
Purpose: The Study examines the empirical evidence of the impact of main organizational factors on knowledge 
management implementation and its direct and indirect effect on organizational performance, through human 
capital and organizational learning within Serbian manufacturing and service firms.  
Study design/methodology/approach: The analysis is based on a defined sample size of 637 anonymous 
participants employed in ten Serbian manufacturing and service companies, which have already implemented 
knowledge management principles. The Partial Least Squares Structural Equation Modeling (PLS-SEM) 
technique, which combines factor analysis and path analysis, was utilized to explore the relationships among 
constructs. After developing a conceptual model, confirmatory factor analysis was conducted to validate the 
factor structure of the observed variables. 
Findings/conclusions: The results show a positive relation between key organizational factors and KM, and a 
direct linkage between KM and OP within Serbian firms. Furthermore, human capital and organizational learning 
were identified as mediating factors between KM and OP. This research contributes additional empirical support 
for the significance of enhancing OP through the development of human capital and valuable knowledge.  
Limitations/future research: The research relies on subjective assessments, potentially introducing bias and 
measurement error. It also covers only ten manufacturing and service companies in Serbia. Future studies 
should address these limitations. 
Keywords 
Knowledge management, Human capital, Organizational learning, Organizational performance, PLS-SEM 
analysis  
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Introduction 

For centuries, society has recognized the 

significance of knowledge. Family business 

owners imparted their commercial wisdom to their 

children, masters instructed their apprentices, and 

workers exchanged ideas and expertise on the job. 

However, the growing globalization of business 

and rapid technological advancements highlighted 

a future society grounded in knowledge, where the 

accumulation, dissemination, and utilization of 

knowledge underpin economic growth and capital 

accumulation. In a society like this, industries gain 

a competitive advantage not through traditional 

production factors but through the management 

and integration of knowledge. Consequently, to 

successfully align the innovative development of 

products, services, and processes, employees must 

have adequate knowledge (Pepple et al., 2022). In 

response to this need, a concept of management 

called knowledge management (KM) has emerged, 

underscoring the importance of an organization's 

ability to learn and to create, manage and evaluate 

intellectual capital. KM focuses on managing an 

organization's intangible assets (Yu et al., 2022). It 

serves as a foundation for innovation and the 

development of new products (Abbas & Sağsan, 

2019), significantly enhancing organizational 

performance (OP). Evidence of effective practices 

shows that businesses with strong KM processes 

are the ones that achieve and maintain a 

competitive market advantage over extended 

periods (Chaithanapat et al., 2022). Thus, it can be 

determined that the number of papers on this topic 

is increasing significantly due to the importance of 

the topic. Although the topic is relevant, yet there 

is a lack of comprehensive analysis of the factors 

that enhance OP in the application of research 

models, techniques, and tools across various 

countries, industries and organizations.  

Numerous conceptual studies have explored the 

critical factors affecting KM in organizations, yet 

empirical research remains limited in developing 

countries. For instance, Davenport et al. (1998) 

pinpointed eight factors for KM success, including 

technological and organizational infrastructure; a 

balance between flexibility and accessibility of 

knowledge; knowledge sharing; a culture oriented 

towards knowledge; motivated employees; IT 

methods for transferring knowledge; and the 

support and commitment of senior management. 

Gold et al. (2001) identified technical, structural, 

and cultural infrastructures that facilitate the 

maximization of social capital.  Ryan and Prybutok 

(2001) identified five key success factors: an open 

organizational culture; leadership and senior 

management commitment; employee engagement; 

teamwork; and information systems infrastructure. 

Wong (2005) recognizes eleven important success 

factors for KM, including management leadership 

and support, culture, IT, strategy and purpose, 

measurement, organizational infrastructure, 

processes and activities, motivational aids, 

resources, training and education, and human 

resource management (HRM). Zheng et al. (2009) 

found that KM mediates the effect of 

organizational culture on effectiveness and 

partially mediates the impacts of structure and 

strategy. Valaei et al. (2017) highlighted 

technology use and organizational structure as key 

factors in KM activities. Ugwu and Onyancha 

(2019) identified top management leadership and 

collaboration as the most influential organizational 

factors related to customer service KM 

applications, while human resources policies and 

compensation schemes showed low correlations 

with KM use. Rezaei et al. (2021) conducted 

research identifying factors like organizational 

structure, culture, strategy, leadership, trust, and 

technological infrastructure that influence the 

empowerment and implementation of KM within 

organizations, and its effect on OP. 

The literature on the structural relationships 

between organizational factors and KM activities 

in manufacturing and service enterprises in the 

Republic of Serbia is scarce. Therefore, this study 

uses PLS-SEM modelling to explore the influence 

of organizational factors on KM activities within 

these enterprises in Serbia. Moreover, although 

human capital (HC) and organizational learning 

(OL) capacity play a crucial role in enterprise 

development, there is a dearth of research on how 

these two components interconnect and affect OP. 

Therefore, the initial research concept outlines 

three objectives for this study:  

1. To examine how factors such as 

organizational culture, structure, strategy, 

technological infrastructure, leadership 

support, and trust influence the 

implementation of a KM system within the 

Serbian organizations. 

2. To investigate the direct impact of KM on 

OP. 

3. To explore the indirect impact of KM on 

OP, via the mediating variables of HC and 
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OL in manufacturing and service 

enterprises in the Republic of Serbia.  

The paper is structured into several sections. 

The next section, following the introduction, 

presents a literature review that outlines the 

theoretical foundations of the issue, succeeded by 

the conceptual model and hypotheses. The final 

sections are dedicated to methodology, research 

findings, discussion, implications, limitations, and 

conclusion.  

1. Literature review and hypotheses 

Knowledge is recognized as a key resource that 

positions us ahead of our competitors (Chamba-

Rueda et al., 2021). As a result, many scholars 

describe the present time as an era dominated by 

intellectual capital and KM (Yu et al., 2022). The 

concept of KM is multifaceted, with various 

definitions in scholarly literature, but the 

descriptions provided by Nonaka and Takeuchi 

(1995) are frequently referenced. They depict KM 

as the integrated process of acquiring, sharing, and 

utilizing knowledge to enhance organizational 

value. The main goals of KM include improving 

productivity and efficiency, cutting costs, and 

bolstering performance (Mehta & Tariq, 2020), 

making it a structured approach to managing 

corporate knowledge (Pacheco et al., 2022). 

According to Abu-AlSondos (2023), a KM system 

comprises key components such as culture, 

strategy, people, technology, and processes, which 

together facilitate the creation, storage, 

dissemination, and application of knowledge 

within an organization. 

Table 1 summarizes the results from previous 

studies related to the organizational factors that 

affect knowledge management practice and their 

impact on organizational performance. 

 
Table 1   Literature review on determinants 

Analyzed links Definition or core idea Key findings Type of relation  

Organizational Culture 
and Knowledge 
Management 

Organizational culture (OC) shapes the values, 
norms, and behaviors that guide how knowledge 
is created, shared, and applied within the 
organization, directly influencing the 
effectiveness of KM practices (Lam et al., 2021; 
Cadorin et al., 2017). 

Most studies confirm that OC has a significant and positive 
impact on KM by fostering environments conducive to 
knowledge sharing, learning, and innovation (Rezaei et al., 
2021; Lam et al., 2021; Aldulaimi, 2015; Zehir et al., 2011). OC 
is critical for effective KM processes, including knowledge 
creation, sharing, and application (Wong, 2005; Park et al., 
2004). OC is a crucial factor for the success of KM initiatives 
(Zheng et al., 2009) and is linked to organizational effectiveness 
and competitive advantage (Azeem et al., 2021; Aldulaimi, 
2015). While most studies report a positive correlation, some 
findings indicate OC’s impact may be limited to certain KM 
elements such as knowledge conversion and protection (Valaei 
et al., 2017).  

Positive 

Organizational Structure 
and Knowledge 
Management 

Organizational structure (OS) defines how 
tasks, roles, and responsibilities are allocated 
and coordinated, shaped by formalization, 
centralization/decentralization, and 
specialization dimensions, which together 
determine information flow, decision-making, 
and organizational efficiency (Abubakar et al., 
2019; Baligh, 2006). 

OS significantly shapes KM by influencing communication 
patterns, decision-making, and the implementation of new ideas 
(Zheng et al., 2009). Decentralized and less formal structures 
are shown to enhance KM activities (Chen et al., 2010; 
Schminke et al., 2000), while high centralization may restrict 
interactions and knowledge creation (Lee & Choi, 2003; Gold et 
al., 2001). Although some studies find a negative linkage 
between OS and KM effectiveness, especially in overly 
centralized structures (Zheng et al., 2009; Lee & Choi, 2003), 
most evidence supports a positive impact when structures are 
sufficiently decentralized and supportive of KM (Rezaei et al., 
2021; Valaei et al., 2017; Wong, 2005). 

Positive 

Strategy and Knowledge 
Management 

Strategy (STG) determines how KM is 
prioritized, integrated, and aligned with a 
company’s long-term objectives, directly 
shaping KM practices and initiatives (Lynch, 
1997; Daft, 1995). 

A clear alignment between STG and KM is widely found to 
enhance innovation and overall OP (Abu-AlSondos, 2023; 
Zheng et al., 2009; Zack, 1999). Treating knowledge as a 
strategic resource enables companies to better compete in 
dynamic environments (Singh et al., 2021; Grant, 1996). When 
KM initiatives are integrated with business strategies, 
organizations experience improved competitiveness and more 
effective task execution (Abu-AlSondos, 2023; Nikabadi et al., 
2016). Most studies demonstrate a positive direct and indirect 
influence of STG on KM and organizational effectiveness (Abu-
AlSondos, 2023; Zheng et al., 2009), though some research 
notes no significant impact (Rezaei et al., 2021).  

Positive 

Technological 
Infrastructure and 
Knowledge Management 

Technological infrastructure (TI) encompasses 
the information systems, tools, and platforms 
that enable the creation, storage, sharing, and 
retrieval of knowledge, forming the backbone for 
effective KM processes (Abubakar et al., 2019; 
Chong et al., 2010; Alavi & Leidner, 2001). 

TI facilitates efficient knowledge sharing, storage, and access, 
thereby enhancing KM and organizational outcomes (Mitrović 
et al., 2018; Islam et al., 2015; Alavi & Leidner, 2001). 
Investment in TI is shown to be essential for integrating 
knowledge and supporting systematic KM processes 
(Abubakar et al., 2019; Gold et al., 2001). TI positively 
influences knowledge quality, knowledge creation, and 
innovation and KM in general (Valaei et al., 2017; Valaei & 
Rezaei, 2017; Yang et al., 2012; Nonaka et al., 2006; Lee & 
Choi, 2003). 

Positive 

Leadership Support and 
Knowledge Management 

Leadership support (LS) refers to the 
commitment and actions of leaders in valuing, 

Supportive leadership fosters open communication, trust, 
autonomy, and employee engagement, all of which significantly 

Positive 
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promoting, and enabling knowledge-related 
activities, which directly shape the environment 
for effective KM (Singh et al., 2021; Wang & 
Noe, 2010). 

enhance KM processes and OP (Kimpah et al., 2023; Singh et 
al., 2021; Novak et al., 2020; Takaishi et al., 2019). Studies 
show that managerial support, participatory decision-making, 
and positive leadership behaviors encourage knowledge 
sharing, innovation, productivity and collaborative relationships 
(Wang, 2025; Nauman et al., 2024; Zulfqar et al., 2022; Lam et 
al., 2021; Strese et al., 2016; Singh, 2008; Politis, 2001). 
Numerous studies confirm a strong positive relationship 
between LS and effective KM (Lam et al., 2021; Rezaei et al., 
2021; Aldulaimi, 2015). 

Trust and Knowledge 
Management  

Trust (TR) reflects the degree of confidence and 
reliability among employees and leaders, which 
is foundational for open knowledge sharing and 
effective KM in organizations (Hodzic et al., 
2025; Torlak et al., 2021). 

High levels of TR directly promote knowledge sharing, 
collaboration, and the successful implementation of KM 
processes, leading to improved OP (Hodzic et al., 2025; Rezaei 
et al., 2021; Ogunmokun et al., 2020; Abubakar et al., 2019). 
Conversely, a lack of TR can cause knowledge hoarding, hinder 
KM initiatives, and increase opportunistic behaviors (Abu-
AlSondos, 2023; Wang, 2016; Abu-AlSondos et al., 2015; 
Hosseini et al., 2014). So, most studies confirm that TR has a 
positive impact on KM. 

Positive 

Knowledge Management 
and Organizational 
Performance 

KM is recognized as a strategic factor that 
strengthens OP by supporting goal 
achievement, efficiency, innovation, and 
competitive advantage (Singh et al., 2021; 
Mahfodh & Obeidat, 2020; Abubakar et al., 
2019). 

Effective KM practices lower costs, optimize resources, and 
improves decision-making, innovation, and competitiveness 
(Kimpah et al., 2023; Singh et al., 2021; Abubakar et al., 2019; 
Huang & Li, 2017; Jain & Moreno, 2015). Numerous studies 
confirm KM’s positive impact on profitability, project success, 
sustainability, and creative performance (Demir et al., 2023; 
Kokkaew et al., 2022; Rawashdeh et al., 2021; Lam et al., 2021; 
Rezaei et al., 2021; Alshawabkeh et al., 2020; Abbas & Sağsan, 
2019; Graha et al., 2019; Chiabrishvili & Zaim, 2018; Yusr et al., 
2017).   

Positive 

Human Capital as a 
Mediating Variable 

HC, represented by the collective knowledge, 
skills, experience, and creativity of employees, 
is recognized as a core resource that links KM 
to OP by enabling value creation and 
sustainable competitive advantage (Abu-
AlSondos, 2023; Campbell et al., 2012; Wang et 
al., 2014; Hsu & Fang, 2009). 

Studies confirm that KM positively influences HC, which in turn 
enhances OP (Rezaei et al., 2021; Wang et al., 2014). HC is 
crucial for innovation, efficiency, and new product development 
(Hsu & Fang, 2009). Strategic investment in HC leads to 
improved operational and financial outcomes (Wang et al., 
2014). HC acts as a mediator between KM and OP by enabling 
the transfer of knowledge to organizational results (Rezaei et 
al., 2021; Hsu & Fang, 2009). 

HC mediates the 
relationship 
between KM and 
OP 

Organizational Learning 
as a Mediating Variable 

OL refers to the processes and behaviors 
through which organizations create, acquire, 
and apply knowledge, thus enhancing 
adaptability and performance; OL is closely 
linked to KM as it transforms knowledge into 
improved business outcomes (Idrees et al., 
2023; Abubakar et al., 2019; Liao & Wu, 2009). 

Multiple studies show that OL mediates the relationship 
between KM and OP, facilitating the translation of knowledge 
into innovation, growth, and improved organizational results 
(Rawashdeh et al., 2021; Karasneh, 2019; Jain & Moreno, 
2015; Liao & Wu, 2009). Strong KM leads to greater OL, which 
then positively impacts OP (Nouri et al., 2017; Imran et al., 
2016). Most findings support OL’s key mediating role, although 
a few studies show no significant effect (Gorelick & Tantawi-
Monsou, 2005). 

OL mediates the 
relationship 
between KM and 
OP 

Source: the authors 
 

Based on the synthesized findings presented in 

Table 1, the following hypotheses are proposed to 

guide the empirical investigation of this study: 

H1. Organizational culture has a positive 

influence on knowledge management. 

H2. Organizational structure has a positive 

influence on knowledge management. 

H3. Organizational strategy has a positive 

influence on knowledge management.  

H4. Technological infrastructure has a positive 

influence on knowledge management. 

H5. Leadership support has a positive influence 

on knowledge management. 

H6. Trust has a positive influence on 

knowledge management.  

H7. Knowledge management has a positive 

influence on organizational performance. 

H8. Human capital mediates the relationship 

between knowledge management and 

organizational performance.  

H9. Organizational learning mediates the 

relationship between knowledge 

management and organizational 

performance. 

Each hypothesis reflects the established 

relationships among key variables as supported by 

the existing literature and well-established 

theories. However, the novelty of the research lies 

in simultaneous investigation of a comprehensive 

set of organizational factors (organizational 

culture, structure, strategy, technological 

infrastructure, leadership support, and trust), rather 

than examining isolated drivers of knowledge 

management, thereby conceptualizing KM as a 

systemic organizational capability. More 

importantly, the study extends existing research on 

the knowledge management - organizational 

performance nexus by moving beyond direct 

effects and explicitly testing human capital and 

organizational learning as two distinct and 

complementary mediating mechanisms through 

which knowledge management influences 

organizational performance. In that way, the model 

gives a more detailed explanation of how 
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knowledge management affects performance 

outcomes, especially in an transition economy 

context. 

The information provided led to the 

development of a conceptual model, which is 

depicted in Figure  1.

 

Figure 1   Conceptual model 
Source: the authors    

 

2. Research methodology  

Serbia represents a theoretically and practically 

relevant setting for this study, since it represents 

transition economy, where organizations are still in 

the process of institutionalizing modern 

management practices such as KM. Unlike 

companies in developed market economies, 

Serbian firms operate in an environment 

characterized by uneven digitalization, limited 

R&D investment, and evolving institutional and 

regulatory frameworks, which makes the 

implementation and effectiveness of knowledge 

management practices particularly context-

dependent. These characteristics provide a 

valuable opportunity to examine how 

organizational factors of KM translate into OP 

under conditions of structural transformation of 

economy, thereby enhancing the contextual 

relevance and broader applicability of the findings 

to other emerging and transition economies. 

Taking into account the mentioned institutional 

environment in Serbia and that the objective of the 

study is to examine the organizational determinants 

and performance implications of KM, it was 

necessary to focus on organizations in which at 

least basic KM practices were already established, 

ensuring the relevance and validity of the empirical 

assessment. Accordingly, this research involved 10 

organizations that have already implemented at 

least basic KM principles across various sectors in 

the Republic of Serbia. While such sampling 

method may limit the generalizability and causal 

interpretation of the findings, it is appropriate for 

exploratory and theory-extending research and 

provide a reliable basis for examining the proposed 

relationships (Sekaran & Bougie, 2016). 

Initially, this study employed a deductive 

research approach, which involved reviewing 

relevant literature followed by data analysis and 

testing. A questionnaire was designed to gather the 

necessary research data. This questionnaire 

comprised 48 questions that examined the effects 

of OC, OS, STG, TI, LS, and TR on KM, as well 

as their impact on the OP of organizations in the 

Republic of Serbia. Additionally, the questionnaire 

included demographic questions regarding gender, 

education level, work experience, type of industry, 

and organization size. 

The construction of research questions was 

based on background studies and articles by 

Carless et al. (2000); Gold et al. (2001); Darroch 

(2005); Yang et al. (2012); Wang et al. (2014); 

Park and Lee (2014); Islam et al. (2015); Jain and 

Moreno (2015); Shamim et al. (2019); Lam et al. 

(2021). A 7-point Likert scale, which ranges from 

1 (completely disagree) to 7 (completely agree), 
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was utilized to measure the indices in the 

questionnaire.  

After preparation, the questionnaires were 

reviewed by managers and revised based on their 

feedback. To maximize the effectiveness of the 

data collection, participants were thoroughly 

briefed on the content of the questionnaire and the 

overarching research objectives prior to the survey. 

Participation in the survey was entirely voluntary, 

and respondents were not incentivized with 

rewards. Data collection involved administering 

the questionnaires directly at the companies’ 

premises during work breaks. The authors 

conducted the research personally, allowing them 

to address any questions or doubts that arose during 

the questionnaire process. 

The PLS-SEM (Partial Least Squares - 

Structural Equation Modeling) technique was used 

to explore the relation between the proposed 

indicators.  

2.1. Data Analysis 

A total of 637 questionnaires were completed 

anonymously and considered reliable for further 

analysis. This sample size exceeds the minimum 

requirement of 380 respondents, ensuring a 

reliability level of 95% with a margin of error of 

5%, according to the recommendations of Krejcie 

and Morgan (1970).  

The survey, conducted in 2024, included 403 

males and 234 females with various work 

experiences. Classified by their level of education, 

the highest number were participants with High 

school degrees (48.82%), and the lowest number 

belonged to respondents with College degrees 

(6.75%). Demographic details of the participants 

are displayed in Table 2. 

 
Table 2   Demographic characteristics of the 
respondents 

Variables Category Value % 

Type of Industry Manufacturing 577 90.58 

Service 60 9.42 

Organizational 
size 

Small 40 6.28 

Medium 268 42.08 

Large 329 51.64 

Gender Male 403 63.27 

Female 234 36.73 

Education level High school 311 48.82 

College degree 43 6.75 

University degree  194 30.46 

Master's and PhD 89 13.97 

Organization work 
experience  

<=5 251 39.40 

6-10 152 23.86 

11-15 163 25.59 

>15 71 11.15 

Source: the authors 

 

Although PLS-SEM does not require normally 

distributed data, extremely nonnormal data can 

produce deceptive final results (Hair et al., 2022). 

Based on the results obtained, presented in Table 3, 

the skewness and kurtosis statistics of all the 

variables ranged from -2 to 2. According to Hair et 

al. (2022), considering the robust performance of 

PLS-SEM, these values can be considered 

acceptable, and it can be concluded that the study 

data are normally distributed.  
 

Table 3   The normality test 

Variable Skewness (statistic) Skewness (SD) Kurtosis (statistic) Kurtosis (SD) 

OC -1,387 0,097 1,387 0,193 

OS -1,651 0,097 1,897 0,193 

STG -1,184 0,097 1,343 0,193 

TI -1,619 0,097 1,645 0,193 

LS -1,440 0,097 1,370 0,193 

TR -1,520 0,097 1,183 0,193 

KM -1,297 0,097 1,836 0,193 

OL -1,800 0,097 1,539 0,193 

HC -1,440 0,097 1,797 0,193 

OP -1,561 0,097 1,716 0,193 

 Source: the authors 

Regarding the methodological procedure, in 

order to reduce the common method bias (CMB), 

the authors took care that the anonymity and 

confidentiality of the collected information were 

ensured. For statistical checking, Harman single-

factor test was used, and the results have shown 

that CMB does not pose any significant concern in 

this research, since a single factor explains 41.05% 

of the total variance, which is less than 50% (Fuller 

et al., 2016). In addition, the full collinearity test 

was performed as one of the most suitable methods 

for the identification of CMB in PLS-SEM (Kock, 

2015). Full collinearity was assessed using the 

Variance Inflation Factor (VIF). The VIF test 

revealed no signs of multicollinearity among the 

indicators. The highest VIF value recorded is 2.937 
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(refer to Table 4), which is below the suggested 

maximum value of 5, as per Hair Jr et al. (2021).  

3. Research results 

Data was analyzed using the SmartPLS 4 software 

package. PLS-SEM modelling is a two-tiered 

process: evaluating the measurement model and 

assessing the structural model.  

3.1. Measurement model 

The evaluation of the measurement model involves 

determining outer loadings, assessing the 

reliability of the measurement instrument 

Cronbach's Alpha (CA) and Composite Reliability 

(CR), examining convergent validity (AVE - 

Average Variance Extracted), and verifying the 

discriminant validity of the model construct. 

Outer loadings indicate the intensity and 

direction of the connections between research 

variables and their composite measures. In this 

study, a threshold above 0.7, as recommended by 

Hair et al. (2010), was used to assess the quality of 

the outer loadings, which are detailed in Table 4. 

 
Table 4   Measuring instrument, factor loadings and VIF value 

Indicator Description OL VIF 

Organizational Culture (Gold et al., 2001; Wang et al., 2014; Islam et al., 2015; Lam et al., 2021) 

OC_1 In my organization, there is a willingness to cooperate within the organizational unit. 0.773 1.942 

OC_2 Leaders in my organization encourage employees to express and share their opinions and ideas about their work. 0.778 2.216 

OC_3 Employees are valued for their individual expertise. 0.820 2.363 

OC_4 Employees are encouraged to interact with other groups. 0.757 1.938 

OC_5 Our company culture is flexible, and the atmosphere is congenial. 0.806 2.209 

OC_6 Our corporate culture fosters discussion and the exchange of ideas. 0.855 2.878 

Organizational Structure (Gold et al., 2001; Islam et al., 2015) 

OS_1 In my organization, the structure encourages collective behavior over individualistic actions. 0.780 1.603 

OS_2 In my organization, the structure is designed to foster the creation of new knowledge. 0.780 1.571 

OS_3 The structure of my department promotes interaction and the exchange of knowledge. 0.790 1.657 

OS_4 Disseminating new ideas to decision-makers within our organization is a straightforward process. 0.825 1.762 

Organizational Strategy (Wang et al., 2014; Islam et al., 2015) 

STG_1 Our organization reacts quickly to changes. 0.831 1.555 

STG_2 Our organization encourages entry into new markets and is committed to investing in new products/services. 0.827 1.577 

STG_3 We meet with customers once a year to understand their future product/service needs. 0.826 1.598 

Technological Infrastructure (Gold et al., 2001; Islam et al., 2015) 

TI_1 Our organization has an efficient information system. 0.733 1.466 

TI_2 Our organization utilizes technology that monitors the activities of competitors and partners. 0.815 1.701 

TI_3 Our organization has technology that enables employees to collaborate with individuals both within and outside the organization. 0.821 1.935 

TI_4 Our organization utilizes technology that enables knowledge mapping and enhances the acquisition of new knowledge. 0.860 2.064 

Leadership Support (Carless et al., 2000; Shamim et al., 2019; Lam et al., 2021) 

LS_1 In my organization, management recognizes the role of knowledge in the success of the company. 0.865 2.893 

LS_2 In my organization, management allocates sufficient financial resources to facilitate knowledge exchange and knowledge management 
initiatives. 

0.844 2.606 

LS_3 Leaders support and foster employee development. 0.758 1.649 

LS_4 Management advocates for open and transparent communication. 0.786 1.939 

LS_5 Management grants employees’ sufficient autonomy to independently determine their work methods and consider their subordinates' 
input before making decisions. 

0.753 1.672 

Trust (Carless et al., 2000; Park & Lee, 2014; Shamim et al., 2019) 

TR_1 Management fosters trust, inclusion and cooperation among team members. 0.898 2.596 

TR_2 I feel like a part of the family in my organization. 0.911 2.937 

TR_3 I am satisfied with the performance evaluation system implemented in my organization. 0.857 1.889 

Knowledge Management (Gold et al., 2001; Yang et al., 2012; Park & Lee, 2014) 

KM_1 Our company creates new knowledge that is widely applicable. 0.808 2.332 

KM_2 Our company has processes for generating new knowledge from existing knowledge. 0.796 2.289 

KM_3 Our company has processes for filtering knowledge. 0.749 1.925 

KM_4 My organization utilizes knowledge in the development of new products/services, problem-solving, and enhance efficiency. 0.738 1.794 

KM_5 Members of different sectors collaborate to acquire new knowledge, methods and inventions. 0.803 2.440 

KM_6 My organization has developed processes to gather knowledge about our customers, suppliers, and competitors. 0.761 2.137 

KM_7 Through the exchange of information and knowledge, we often come up with new ideas that can be used to improve our business. 0.713 1.866 

KM_8 In our company, knowledge is available to everyone who needs it. 0.742 1.867 

Human Capital (Wang et al., 2014; Lam et al., 2021) 

HC_1 Employees in our organization have excellent professional skills. 0.822 2.148 

HC_2 Employees in our organization are creative and often develop new ideas and knowledge. 0.850 2.468 

HC_3 In my organization, considerable effort is put into selecting the right candidate. 0.822 2.181 

HC_4 Employees possess the necessary work experience to perform their duties effectively. 0.845 2.409 

HC_5 Employees recognize the significance of knowledge for the organization's success. 0.757 1.892 

Organizational Learning (Jain & Moreno, 2015; Lam et al., 2021) 

OL_1 Our organization offers opportunities for the personal development of employees and has dedicated staff to provide career guidance and 
advice. 

0.865 2.256 

OL_2 Our organization encourages employees to participate in formal development activities, such as training, professional seminars, and 
symposiums. 

0.838 2.103 

OL_3 Our organization provides formal training programs to equip new staff with the necessary skills for their roles. 0.733 1.558 

OL_4 Our information systems are regularly maintained and updated with the latest knowledge. 0.778 1.670 

Organizational performance (Gold et al., 2001; Darroch, 2005) 
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OP_1 In general, our organization is doing better than it was five years ago. 0.759 2.003 

OP_2 Over the past 12 months, our organization has met its performance targets. 0.785 2.110 

OP_3 Over the past two years, our organization has improved its ability to innovate new products/services. 0.744 1.790 

OP_4 Over the past two years, our organization has improved its ability to rapidly commercialize innovations. 0.800 2.101 

OP_5 In the last two years, our organization has enhanced its capacity for rapid adaptation to unforeseen changes. 0.727 1.709 

OP_6 Our company's customer satisfaction rates surpass those of our main competitors. 0.778 1.844 

Source: the authors 

 

The reliability of a measurement instrument 

refers to its internal consistency and stability. For 

this model, Cronbach's alpha coefficient and CR 

values exceed 0.7, meeting the acceptability 

criteria set by Hair et al. (2010), with results 

presented in Table 5.  

The convergent validity test results, evaluated 

using the average variance extracted (AVE) 

statistics and referenced in Table 5, are 

satisfactory. All values exceed 0.5, which aligns 

with the benchmark set by Molina et al. (2007), 

indicating that the measurement instrument's 

convergent validity is established.  

 
Table 5   Convergent validity and construct reliability 

Constructs Cronbach’s alpha CR AVE 

OC 0.886 0.888 0.638 

OS 0.805 0.807 0.630 

STG 0.771 0.771 0.686 

TI 0.822 0.832 0.653 

LS 0.861 0.862 0.644 

TR 0.867 0.868 0.791 

KM 0.898 0.899 0.584 

HC 0.877 0.880 0.672 

OL 0.819 0.832 0.648 

OP 0.859 0.861 0.587 

Source: the authors 

 

Confirming discriminant validity is crucial as a 

preliminary step in analyzing the relationships 

among composite variables. Various methods have 

been suggested for this purpose, including the 

Fornell-Larcker criterion, Cross-loadings, and the 

Heterotrait-Monotrait ratio (HTMT). Henseler et 

al. (2015) advocate for the HTMT ratio analysis, 

citing its superior efficacy over the other methods. 

In this study, the Fornell-Larcker criterion and the 

HTMT ratio were employed to test discriminant 

validity. According to Fornell and Larcker (1981), 

the construct correlation should be more 

substantial than that of other constructs. 

Discriminant validity is confirmed if the square 

root of the AVE exceeds the inter-construct 

correlations. Additionally, the correlations 

between indicator pairs should remain below 0.90 

(Hair et al., 2010). The findings of the Fornell & 

Larcker method range from 0.498 to 0.889, 

indicating a good correlation among the composite 

variables. As shown in Table 6, the HTMT ratios 

of correlations for each construct pair are below the 

acceptance threshold of 0.90 or less, as suggested 

by authors Franke and Sarstedt (2019). Both test 

results confirm discriminant validity.  

 
Table 6   Discriminant validity of the construct 

Constructs HC KM LS OC OL OP OS STG TI 

KM 0.855                 

LS 0.790 0.830               

OC 0.770 0.795 0.792             

OL 0.797 0.850 0.798 0.716           

OP 0.850 0.828 0.697 0.618 0.890         

OS 0.885 0.891 0.833 0.872 0.860 0.775       

STG 0.725 0.827 0.763 0.774 0.899 0.741 0.804     

TI 0.724 0.892 0.765 0.726 0.828 0.739 0.848 0.899   

TR 0.752 0.783 0.871 0.712 0.712 0.643 0.860 0.606 0.677 

Source: the authors 

3.2. Structural model 

Upon reviewing the measurement model, the 

connections between composite variables are 

assessed, and the suggested hypotheses are 

confirmed. Path coefficients (β) are calculated to 

ascertain the dynamics between exogenous and 

endogenous variables within the model. The 

statistical significance of these connections is 

gauged through the bootstrapping method, utilizing 

5,000 samples for this study. The structural model's 

explanatory capability is determined by the 

coefficient of determination (R²) and the effect size 

(f²).  
 
Table 7   Hypothesis testing results of the structural model 

Constructs β STDEV t-value p-value Results 

Direct effect 

OC → KM 0.122 0.035 3.443 0.001 Supported 

OS → KM 0.168 0.044 3.846 0.000 Supported 

STG → KM 0.111 0.037 2.970 0.003 Supported 

TI → KM 0.328 0.036 9.005 0.000 Supported 

LS → KM 0.137 0.042 3.288 0.001 Supported 

TR → KM 0.150 0.039 3.889 0.000 Supported 

KM → OP 0.195 0.057 3.431 0.001 Supported 

Indirect effect 

KM → HC → OP 0.256 0.040 6.434 0.000 Supported 

KM → OL → OP 0.278 0.031 8.848 0.000 Supported 

Source: the authors 
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The research model includes seven direct effect 

hypotheses. The findings presented in Table 7 and 

Figure 2 show that all of them are statistically 

significant and supported, with respective values 

(β=0.122, t=3.443, p<0.001; β=0.168, t=3.856, 

p<0.000; β=0.111, t=2.970, p<0.003; β=0.328, 

t=9.005, p<0.000; β=0.137, t=3.288, p<0.001; 

β=0.150, t=3.889, p<0.000; β=0.195, t=3.431, 

p<0.001). 

 

 

Figure 2   Structural model 
Source: the authors  

 

The mediation analysis explored the indirect 

effects of HC and OL on the relationship between 

KM and OP. The findings presented in Table 7 

reveal that KM has a positive and statistically 

significant indirect effect on OP (β=0.256, t=6.434, 

p<0.000) and (β=0.278, t=8.848, p<0.000), 

respectively, thus supporting the hypotheses H8 

and H9. According to these results, the mediation 

effect of HC and OL between KM as an 

independent variable and OP as a dependent is 

complementary partial. Complementary partial 

mediation means that both direct and indirect 

effects are statistically significant and point in the 

same direction (Baron & Kenny, 1986), like in this 

study, which means that part of the effect of the 

independent variable on the dependent variable is 

explained by the mediator variables.   

The R2 (coefficient of determination) was 

utilized to assess the variance in composite 

dependent variables. According to Chin (2010), 

proposed cutoff R2 values are as follows: 0.190 

weak, 0.333 moderate, and 0.670 substantial. The 

findings presented in Table 8 show substantial 

values of R2=0.748 for KM and R2=0.673 for OP, 

all surpassing the 0.670 threshold. Therefore, the 

results indicate that the model has significant 

explanatory power. 
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 Table 8 R2 and f2 values of structural models 
Predictor(s) Outcome(s) R2 f2 

OC 

KM 0.748 

0.022 

OS 0.033 

STG 0.020 

TI 0.162 

LS 0.024 

TR 0.032 

KM 

OP 0.673 

0.038 

HC 0.135 

OL 0.182 

Source: the authors 
  

The coefficient f2 evaluates how effectively 

each predictor variable explains the dependent 

variable, signifying the effect sizes of the paths. 

Cohen (1988) categorizes f2 values above 0.35 as 

large, above 0.15 as moderate, and between 0.02 

and 0.15 as small. According to these benchmarks 

and Table 8 results, the predictor variables OC, OS, 

STG, LS, and TR have a small explanatory 

influence (f2=0.022; f2=0.033; f2=0.020; f2=0.024; 

f2=0.032) on KM, as does the predictor variable 

KM (f2=0.038) on OP, and the mediating variable 

HC on OP (f2=0.135). On the other hand, the 

predictor variable TI has moderate significance in 

explaining the endogenous variable KM 

(f2=0.162), as well as the mediating variable OL on 

OP (f2=0.182).  

4. Discussion and implications 

4.1. Discussion 

The progression of technology and a modern 

workforce profile have made it essential for OC 

and strategies to focus on KM and IT tools, 

promoting organizational knowledge and 

improving overall performance. Many companies 

in developing countries, including Serbia, have 

recognized the importance of KM and are 

beginning to implement this concept in their 

business practices to enhance their competitive 

position and overall performance. 

The key findings of the study highlight the 

importance of understanding and applying 

knowledge-based culture, structure, and strategies 

by management in organizations in the Republic of 

Serbia, providing critical insights that can greatly 

enhance practical applications. The study 

expanded the understanding of the knowledge-

based perspective and its theoretical consequences 

by introducing OL for a deeper understanding of 

the mechanisms through which OP is attained. The 

study carried out an in-depth investigation into the 

direct impact of key organizational elements (OC, 

OS, TI, LS and TR) on KM. It also evaluates the 

direct and indirect effects (using HC and OL as 

mediators) of KM on OP in organizations 

operating in Serbia.  

OC is a fundamental factor in KM, shaping 

beliefs and behaviors within an organization. 

When employees recognize knowledge as an 

important resource, positive cultural influences are 

expected to enhance KM and OP. Accordingly, the 

results obtained support the primary assumptions 

in this paper, indicating that OC has a statistically 

significant impact on KM, consistent with Rezaei 

et al. (2021). 

OS delineates the activities, roles, and 

responsibilities, as well as the communication 

channels within the firm, and in that way can 

influence KM processes. Previous studies indicate 

that when individuals are granted higher levels of 

autonomy in decision-making and accountability, 

they tend to experience greater job satisfaction. 

Current research revealed that structure positively 

influences KM and is statistically significant, 

which is in line with Valaei et al. (2017) and Rezaei 

et al. (2021), but in contrast with a study conducted 

by Zheng et al. (2009).  

A strong strategy allows companies to explore 

new opportunities, and take calculated risks, 

potentially leading them to become market leaders. 

To achieve good performance, the company should 

adopt an expansion strategy, which is essential for 

maximizing returns on investments and is a major 

determinant of corporate success. KM programs 

thrive when they are aligned with the business 

strategy. The findings of this research confirm the 

hypothesis H3, indicating that strategy has a 

significant and positive effect on KM. This finding 

is in line with Abu-AlSondos' (2023) reports, but 

contrary to the study results of Rezaei et al. (2021). 

TI facilitates knowledge codification 

(transforming tacit knowledge into explicit 

knowledge) and enables KM, which further 

promotes rapid information exchange and fosters 

creativity and learning, ultimately resulting in 

improved OP.  The results presented in this study 

indicate a statistically significant and positive 

impact of TI on KM, supporting the findings 

specified in Abu-AlSondos (2023). 

LS can foster an environment in which 

knowledge sharing is the norm, facilitating 

effective KM processes and significantly 

enhancing overall OP. Rezaei et al. (2021) indicate 

a positive relationship between knowledge-based 

leadership and KM. Similarly, Lam et al. (2021) 

indicate that leadership style significantly affects 

KM practices, which aligns with our study's 
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finding supporting hypothesis H5, suggesting that 

LS positively affects KM.  

This study showed that trust is one of the key 

factors for KM implementation in organizations. 

Studies by Ogunmokun et al. (2020) and Rezaei et 

al. (2021) confirm the positive impact of TR on 

KM, which is in line with our findings and supports 

our hypothesis H6. 

An organization can generate organizational 

value based on its capacity to create, share, and 

utilize knowledge, which in turn enhances its 

competitiveness. The study results confirmed that 

KM has a positive direct effect on OP, consistent 

with recent works that see KM as a key linkage for 

increasing organizational capabilities and 

performance (Demir et al., 2023; Kokkaew et al., 

2022; Rawashdeh et al., 2021; Singh et al., 2021; 

Rezaei et al., 2021; Alshawabkeh et al., 2020; 

Mahfodh & Obeidat, 2020).  

HC is a resource that is valued through 

experience, education, knowledge, and training. It 

is very difficult to imitate or copy and therefore 

represents a fundamental strategic aspect of any 

knowledge-oriented organization. Organizations 

should therefore invest in HC and in increasing 

their knowledge and experience by developing a 

learning-based OC by offering education, training, 

and mentoring. HC and OL were identified as 

positive mediators in the connection between KM 

and OP (H8 and H9), supporting the findings of 

Karasneh (2019); Nouri et al. (2017); Jain & 

Moreno (2015) and Liao & Wu (2009). To improve 

OP, managers need to utilize factors that encourage 

employees to acquire new knowledge, embrace 

open innovative ideas, and share information. 

Furthermore, they should focus on establishing 

conditions that promote OL, as a supporting 

environment is closely linked to enhanced OP. 

Organizational factors positively influence 

KM, which in turn enhances OP in the studied 

organizations. These organizations acknowledge 

the strategic importance of KM by its integration 

into daily operations through knowledge-oriented 

cultures, structures, and strategies, continuous 

learning practices, and the adoption of advanced 

technologies, thereby enhancing the alignment of 

products and services with customer expectations. 

Well-developed information systems in Serbian 

organizations, support faster knowledge storage, 

while training that emphasizes the value of 

knowledge is crucial. Together, these elements 

boost overall performance, aligning with results 

from Demir et al. (2023). When employees view 

knowledge as a vital resource and adapt their 

behavior accordingly, it is likely that HC, KM, and 

OL will positively impact OP in today’s 

technological landscape.  

4.2. Implications 

4.2.1. Theoretical implications 

By applying the PLS-SEM technique, this study 

advances the literature by offering an integrated 

examination of how key organizational factors 

impact KM and how KM, in turn, influences OP 

both directly and indirectly through HC and OL in 

Serbian manufacturing and service firms. The 

proposed research framework is based on 

established models from previous research 

(Kokkaew et al., 2022; Rezaei et al., 2021; 

Rawashdeh et al., 2021; Valaei et al., 2017; and 

Zheng et al., 2009), demonstrating how an OC, OS, 

and STG focused on KM, HC, and OL can boost 

performance. The findings suggest that 

organizations aiming for optimal performance 

need to focus on implementing KM processes. It 

highlights the essential importance of KM, HC, 

and OL in improving organizational effectiveness.  

This study significantly contributes to the 

existing literature, particularly in Balkan countries 

where such research is limited. The results of this 

study can be utilized for comparative evaluation 

alongside findings from other organizations, aiding 

in the establishment of universally recognized links 

that will enhance the advancement of KM 

concepts. 

4.2.2. Practical implications 

Implications for managers. The findings from this 

analysis have brought about the understanding that 

simply embracing a KM system as a strategic 

market direction is insufficient. Managerial 

support for a learning environment and employee 

training is also necessary to transform ideas into 

valuable contributions. 

Studied organizations should continue to invest 

in HC, KM practices, and learning, as well as in 

technology, to enhance their OP. To increase the 

value of knowledge, enterprises should ensure that 

all employees have access to current information 

and a strong understanding of technologies for 

effective knowledge dissemination. 

Due to heightened regulatory demands, 

organizations need to allocate more resources to 

adapt their business strategies to frameworks that 

support knowledge sustainability. It is essential to 

integrate the significance of the KM process into 

the cognitive behaviors of the workforce and to 
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develop a culture within the organization that 

values knowledge. Notably, all organizational 

elements, both hard and soft, equally affect KM; 

overlooking any aspect can yield negative results.  

Implications for policymakers. This study 

offers valuable insights for policymakers.  

Policymakers in Serbia should encourage the 

transition toward a knowledge-driven economy by 

improving national KM strategies that integrate 

innovation, digitalization, and HC development. 

National policies should prioritize continuous 

education, reskilling, and professional training 

programs that strengthen HC and enhance 

knowledge-sharing capabilities across industries. 

Policymakers should also introduce targeted 

incentives for firms implementing structured KM 

practices, such as tax relief or grants for 

organizations that implement certified KM 

systems, invest in digital innovation, or develop 

employee learning platforms. 

Conclusion  

Kokkaew et al. (2022) highlighted the need to 

transition from a “production-based economy to a 

knowledge-based economy” in the twenty-first 

century. Management's primary role now is to 

boost the productivity of knowledge workers, 

ensuring all employees can access and benefit from 

information.  

Organizational knowledge is crucial for firms 

to ensure that individual expertise is shared 

throughout a team or department rather than being 

limited to a single employee. KM requires an open 

organizational culture that values knowledge 

sharing and is led by leaders who encourage and 

reward creativity and innovation. In such an 

environment, employees feel safe to share their 

knowledge and learn from their experiences. 

However, many organizations, particularly in 

developing countries, face challenges such as 

individualistic cultures, rigid organizational 

structures, inadequate leadership involvement in 

KM activities, a limited understanding of the KM 

advantages, and an absence of incentive structures. 

The main difficulty for companies is to understand 

KM and successfully execute it through a KM 

system. It is also essential to treat knowledge as an 

organizational asset to significantly boost the 

capability, speed, and efficiency of a firm in 

providing goods and services. This approach helps 

companies gain an advantage in the market through 

implementing strategies like product excellence, 

cost efficiency, and distinguishing themselves 

from competitors. 

The current study indicates that all 

organizational elements involved, such as culture, 

structure, strategy, technological infrastructure, 

leadership support, and trust, are aligned with KM 

practices and serve as sources of improvement in 

OP. 

Limitations 

The study has its limitations and raises unanswered 

questions for further exploration. To begin with, 

the study depends on the personal evaluations of 

the participants, and the obtained results are based 

on their viewpoints, which could be influenced by 

bias and inaccuracies in measurement. Another 

limitation is that the survey included only ten 

manufacturing and service companies in the 

Republic of Serbia. The dataset is heavily skewed 

toward large and medium manufacturing firms, 

with a predominance of male respondents, 

primarily those who have completed high school or 

university education, which could impact the 

results. The fact that the sample consisted mainly 

of respondents employed in large companies that 

invest much more in knowledge management may 

be the reason for obtaining positive results. Further 

research should focus on addressing these 

limitations and minimizing their potential impact 

on the results. Future research could extend this 

study by adopting cross-country designs to enable 

comparative analyses of KM practices under 

different institutional and cultural conditions. 

Longitudinal research designs would further allow 

examination of the dynamic and causal 

relationships between KM, HC, OL, and OP over 

time. In addition, qualitative or mixed-methods 

approaches, such as in-depth interviews or case 

studies, could enrich the conceptual framework by 

providing deeper insights into KM processes and 

by exploring additional mediating mechanisms, 

including employees’ commitment to 

organizational learning. Further research could 

also include objective indicators, especially for OP 

assessment, which will reduce subjectivity and 

potential errors regarding the obtained results.  
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