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Abstract: It is widely acknowledged that enhancing innovation capability is an inevitable requirement for the survival and sustainable growth of firms operating in the information technology
sector. Therefore, this study was conducted to explore the relationship among organizational culture,
knowledge management and innovation capability in the open innovation environment to provide
useful suggestions and recommendations for managerial practices within the high-tech industry.
Primary data collected from 182 high-tech firm’s representatives were processed by using the Structural Equation Modeling approach. The results showed that knowledge management was strongly
correlated with innovation capability. The positively significant relationship between organizational
culture and knowledge management was also confirmed. Overall, the findings suggest that an open
innovation culture of an organization in which mutual trust, collaboration and learning are promoted by supportive and participative leaders is more likely to increase the efficiency of knowledge
management practices; thus, eventually lead to enhanced innovation capability of the firm.
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1. Introduction
The information technology (IT) industry in Vietnam has grown rapidly in recent
years, contributing a significant proportion of market share to the growth of the economy.
Especially after the introduction of digital transformation, the IT sector quickly became
one of the most attractive industries in Vietnam. It is noticeable that the high-tech market
gains favorable evaluations from not only domestic investors but also foreign investors,
evidenced by the fact that, in 2018, this industry received 2.1 billion USD of foreign
direct investment. However, such fast transitions and development have created intensive
competition in the industry, which can be considered as an exploitable opportunity as well
as a major challenge for IT firms’ growth and survival.
In order to keep up with the trend of widespread globalization, rapid changes in open
innovation and production technologies, high-tech companies are gradually changing development strategies [1]. Managers nowadays do not concentrate only on creating values in
the number of plants, equipment and products but also the intellectual property, customer
service, capability of collaborating with partners, telecommunication infrastructure, and
the creativity and potential skill of employees [2,3]. In other words, firms no longer seek
competency and sustainable growth in allocating existing limited natural resources but in
innovating and creating intellectual assets [4]. This is especially crucial in the case of organizations in the IT sector as improving innovation capability is an inevitable requirement
for survival and long-term growth.
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Open innovation is considered as a novel open business model that can inspire
diversified knowledge to be turned into creative results [5–7]. In other words, it provides
mechanisms for organizations to exploit inflows and outflows of knowledge to become
more creative [8]. Firms can adopt open innovation to improve their internal innovation
process by utilizing external resources [9]. Innovation becomes increasingly important in
creating and maintaining an organization’s competitive advantages as well as contributing
to its growth and prosperity [10,11]. Several recent studies have illustrated that firms
possessing strong innovative capability can timely capture market opportunities and thus,
proactively respond to external changes and customer demands [10,12,13]. Achieving
this objective depends greatly on the manager’s ability to identify innovation influential
factors. A knowledge-nurtured business culture and efficient knowledge management
practices play critical roles in enhancing the innovation capability of an organization. Thus,
in this study, the importance of culture, knowledge processes and innovation capability is
demonstrated in order to provide useful insights and managerial implications for effective
operational development.
This research is conducted with the aim to explore the relationship among organizational culture, knowledge management and innovation capability under the context
of IT firms located in Science Parks and High Technology zones in the South of Vietnam.
Specifically, the research is designed to answer the following questions:
1.
2.
3.

Under the context of IT firms in Vietnam Science parks, whether do leadership styles
attribute to the formation of a strong organizational culture?
How does organizational culture affect knowledge management processes in IT firms
in Vietnam High Technology Zones?
Whether there is a direct relationship between knowledge management and innovation capability of IT firms in Vietnam High Technology Zones?

The initial purpose of this research is to determine whether supportive and participative leadership behaviors can contribute to the formation of a solid organizational culture
in Vietnam high-tech firms. As Vietnam is attempting to develop a more knowledge-based
and technology-driven economy, the characteristics of organizational culture that could
sustain such an economy need to be established.
Secondly, the study aims to explore the relationship between organizational culture
and knowledge management implementation from Vietnamese IT firms. There is a general
agreement among scholars and practitioners that a knowledge-sharing supportive organizational culture is essential to develop knowledge management incentives [14]. How
information and knowledge, created within and outside the organization is used depends
on the structural, socio-psychological and geographical set up of an organization [15].
However, few authors have examined the contribution of organizational culture to the
knowledge management process or considered culture as a knowledge resource. This
study aims to fill the gap and attempts to demonstrate that culture can be a crucial factor
when firms attempt to apply an efficient knowledge management system.
Thirdly, the study investigates whether open innovation knowledge management has
any impact on innovation capability. Overall, the academic research on the attributes and
consequences of effective knowledge management still remains unexplored [3]. Regardless,
there is a general agreement among several researchers that knowledge management can
significantly contribute to the improvement of an organization’s innovation capability. For
instance, research by [16] comments that effective management of knowledge results from
strong internal collaboration increases the opportunity for the employees to capture the
prior information and engage in creative activities more enthusiastically. As innovation
depends heavily on the availability of knowledge, the richness of information in the modern
business environment has increased the complexity and uncertainty in the innovation
process. Thus, it is of major importance for firms to develop effective ways to manage
knowledge assets [17]. To our knowledge, there has been limited studies conducted to
investigate the mentioned relationship in the case of Vietnam Science parks and High
Technology zones. Thus, by focusing on a specific group sample under the fast-changing
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industry, we aim to discuss and identify whether companies and organizations operating
in high technology parks in Vietnam can improve technology capability while exploiting
an efficient knowledge management strategy.
2. Theoretical Framework and Hypotheses
2.1. Leadership Styles and Organizational Culture
Leadership style is considered to be one of the most crucial organizational elements
in order for firms to compete successfully and gain sustainable advantages. Leadership
style is defined as an influential relationship between leaders and followers that results in
the achievement of their shared purposes [18]. The rich knowledge from the related extant
literature provides numerous dimensions of leadership that are widely accepted among
scholars and practitioners. A recent study by [19] developed the Path-Goal theory, which
has been receiving more attention from researchers in this stream of literature due to its
applicability in management practices trend nowadays [18]. The Path-Goal theory describes
several managers’ tasks, these include identifying employees’ roles and responsibilities,
setting benchmarks for success, providing guidance and coaching, removing obstacles that
can prevent task completion. Importantly, the theory also suggests that a manager should
use different leadership styles available including supportive, participative, achievementoriented and directive [19].
In this research, two dimensions of leadership as proposed in Path-Goal theory:
supportive and participative are adopted to measure for the leadership styles variable.
Supportive leaders are managers who provide emotional and instructional support for
subordinates. They tend to show high concern for their followers’ well-being and take
account of followers’ needs and preferences when making decisions. A participative leader
is generally referred to as someone who regards employees’ opinions from different levels
during the decision-making process. [16,19].
Culture has inherently been an essential driver of innovation. It enables firms to
control open innovation complexity [5,20]. Open innovation implies the development of
new values that have been generated by integrating the markets and innovations of various
businesses outside organization borders, and the implementation of new and combined
business models [21–26]. In a recent study, Yun et al. [20] consider culture for open
innovation as complexity and dynamics. It is built on “values such as curiosity, creativity,
flexibility, and diversity, because the open dimension requires values such as openness,
trust, responsibility, authenticity, and sustainability.” However, in this study, organizational
culture is adopted a less dynamic concept. Organizational culture is defined as a firm’s
internal characteristics that play a determinant role in its long-term development. It
represents how organization members interact with one another and how the organization
associates with its stakeholders. In other words, a business’ culture is a guidance that
directs the operation, workflow and customer management within an organization [15,27].
The dimensions and attributes of organizational culture have been studied excessively by
scholars under various contexts [14]. Moreover, organizational culture comprises implicit
and unwritten rules and that employees are expected to be aware of to apply in daily work
routine [28]. As mentioned in research by [29], organizational culture is defined as a design
of fundamental presumptions created by the labor community to develop an integrative
system dealing with external factors as well as coordinating internal relationships within
an organization. Another study from [30] characterizes organizational culture as a shared
cognitive system which acts as a guidance for perceptions, thoughts and language of
organization members.
The relationship between organizational culture and leadership styles in the open
innovation environment has been a research topic that receives intensive investment from
organizations and institutions over the world [31]. Despite several references in academic
and literature have confirmed the connection between leadership and corporate culture,
there has been limited comprehensive study carried out to explore the specific characteristic
of this relationship [32]. Thus, the fact that there is a controversial conclusion regarding
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their relationship is undeniable. Many researchers stated that organizational culture plays a
crucial role in the development of effective leadership [33]. For example, [34] argue that the
cultural values, trends and rules within an organization significantly affect the management
style of leaders. In a study by [35], the authors confirm that business culture is a key factor
in forming effective leadership styles in an organization. In another perspective, the article
from [28] claim that leaders are the ones to set the norms, beliefs, policies and procedures of
an organization during the initial stage of business creation. However, as the firm matures,
the strategic culture and its characteristics are the determinants of leadership styles.
In another study, Schneckenberg [36] stresses the value of internal incentives and
the leadership role in building an internal culture that will contribute to the successful
encouragement of open innovation practices. He shows that monetary rewards are not
inherently the best approach to gain open innovation adoption, management-driven such
as immaterial and task-content incentives can have more optimal outcomes. Leadership
role plays an essential role in enhancing culture changes and stimulating employees to
contribute new ideas to integrate the open innovation environment [20].
On the other hand, another school of research focuses on the role of leadership
styles on the development of organizational culture. As stated by [37], leaders have
tremendous flexibility to determine how their organizations will be managed, and thus,
have a significant effect on the culture of an organization. The author’s finding from
exploiting data of employees working in an international port city in China also confirms
that leadership is a strong predictor of business culture. In addition, the study by [31]
recognizes that leadership becomes a factor of organizational culture and is incorporated
into the daily organizational routine. Findings from [38] imply that the management style
of leaders can significantly affect the employees’ perception of the cultural values of the
organization. Therefore, following more recent researches, which supports the statement
that leadership is the determinant of business culture [31,37], the following hypothesis
is proposed:
Hypothesis 1 (H1). Leadership styles have a positive relationship with organizational culture.
2.2. Organizational Culture and Knowledge Management in the Open Innovation Environment
As mentioned in the above section, organizational culture is referred to as a set of
norms, procedures, beliefs and core values that guide and direct its members’ thinking and
behaviors toward each other as well as the organization’s related stakeholders [39]. An
examination of the definitions and conceptualizations of organizational culture by different researchers uncovers the complexity and assortment of this factor. Previous studies
have been conducted to evaluate some of the business culture’s behavioral components.
However, the valid and reliable instruments used to measure the important and recognizable characteristics of culture under high technology firm context still remain limited.
Especially research for IT firms locating in industrial zones in the South of Vietnam is
even more unexplored. In addition, major businesses in industrial zones create and retain
dominant designs and technical regimes by open experimentation with start-ups, small
and medium-sized companies and social enterprises [22].
In order to timely react to rapid changes of market and customer demand, firms are encouraged to develop a knowledge-nurtured culture. It is widely recognized that knowledge
is not only an important resource of a firm but it also serves as a basic source of competitive
advantages [4,12]. An efficient knowledge management strategy allows organizations to
prepare and overcome environmental challenges and changes [40]. As information administration is gaining more importance in modern managerial practices, many practitioners and
scholars have conducted extensive studies to identify its dimensions. Basically, knowledge
management includes practices of identification, acquisition, creation, storage, sharing and
use of knowledge by individuals and groups within an organization [3,11,41]. In terms
of the organizational capabilities perspectives, knowledge management is composed of
technology, structure and culture along with knowledge process architecture of acquisition,
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conversion, and protection [42]. Those factors are considered essential for an organization’s
preconditions for an effective knowledge management strategy. As mentioned by [43]
knowledge management strategies consist of three interrelated processes: knowledge
acquisition, knowledge conversion and knowledge application.
It has been confirmed that organizational culture plays an important role in developing knowledge management. How firms interact with related stakeholders determines
the efficiency of managing external information, which in turn, affects the firms’ ability to
implement open innovation [44]. Some previous studies have found that organizational
culture is the foundation of knowledge initiatives as it can encourage members to learn
and share new information [30,35]. As argued by [45] organizational culture is a key factor
in facilitating an effective knowledge management process, including knowledge creation,
transfer, and application of new and existing knowledge. In research examining the relationship between these two factors exploiting data from telecommunication firms, [4] find that
a culture in which mutual trust, collaboration and learning are promoted is significantly
related to effective knowledge management. In a study by [46], organizational culture
is found to have the strongest impact on knowledge management among other factors.
The findings from a recent study by [18] also confirm the positive correlation between
the two variables. The research of [14] finds that organizational culture also contributes
significantly in the success of knowledge management implementation. Following the
mentioned studies, the below hypothesis is proposed:
Hypothesis 2 (H2). Organizational culture has a positive relationship with knowledge management.
2.3. Leadership Styles and Knowledge Management
Besides organizational culture, leadership styles also determine the effectiveness of
knowledge management implementation. In order to harvest the competitive advantages
through information administration practices, managers’ supportive attitude and humancentered appreciation mindset can encourage employees to learn and adapt new and
existing knowledge enthusiastically [16]. It can be said that, closed-minded labor force, as
well as management styles, can be a barrier to knowledge management, which can lead to a
reduction in the innovation capability of the whole organization. There have been various
researches conducted to examine leadership styles using the measurement for these two
dimensions. For instance, a research by [47] conducts a survey of 227 respondents working
in the autonomy industry and finds that supportive and considerate leader behaviors
strongly promote information and knowledge sharing among managers and subordinates.
As mentioned in a study by [2], human factors are essential in the process of nurturing
knowledge-based. In a study using the database of 2703 firms in Germany, participative
and supportive behaviors encourage cooperative and collaborative bonds among leaders
and followers in the implementation of knowledge management practices as a result of
improving communication [16]. The study from [48] also stresses the importance of the
aforementioned management styles in accelerating information and knowledge sharing
within an organization. Similarly, the findings from [18] confirm the positive relationship
between leadership styles and knowledge management. Based on these arguments, we
also come up with the following hypothesis:
Hypothesis 3 (H3). Leadership styles have a positive relationship with knowledge management.
2.4. Knowledge Management and Innovation Capability
In today’s competitive business environment, innovation is a crucial factor for firms’
survival and development [49]. Innovation capability is a topic that receives tremendous
attention from many researchers, thus the extant literature has provided a wide range of
definitions and dimensions for this factor. For instance, a study from [50] states that innovativeness is a multi-dimensional construct that incorporates the intention to be innovative,
the framework to foster development, essential operational behaviors to influence a market
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3. Methodology
3.1. Statistical Analysis Techniques
In this research, we conducted a quantitative approach to examine the relationships
among cultural factors, knowledge management and innovation capability of Vietnamese
IT firms located in High Technology Zones, namely Quang Trung Software City and High
Technology Zone in the South of Vietnam. Since the data used in this study is primary data
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collected with the purpose of enriching the literature in the business management field, we
conducted the survey research via the use of questionnaires.
After completing the data collection, the results were presented by using SmartPLS3
software to conduct Confirmatory Factor Analysis and Structural Equation Model (SEM)
analysis. SEM is a statistical technique for evaluating causal effect relationships of the
intended variables. In addition, the partial least squares (PLS-SEM) approach is highly appropriate for analyzing a complex research model with multiple simultaneous relationships
among variables, which is common in the business management research field [57]. In
addition, since managers are the representative sample of this research, the use of PLS-SEM
is obviously an advantage [58].
In order to apply Structural Equation Model (SEM) for data analysis, the optimal
sample size should be as ten times as the tested indicators [59,60]. Whereas, the acceptable
minimum population is at least five times as many observations as the number of variables
to be analyzed. In our study, there is a total of 19 indicators, meaning that the ideal sample
size needed for this research is 190. However, following the standard rule, the minimum
sample size of 95 is also considered acceptable.
3.2. Data Collection
A survey integrating current scales from published high-quality academic articles was
designed to investigate the interactions between the variables as proposed in the research
model. The intended participants in this study included team leaders and managers
from different levels of IT firms located in Vietnamese Science parks, namely, Quang
Trung Software City (QTSC) and Saigon Hi-Tech Park (SHTP). The authors were officially
given access to obtain information from a representative sample of managers within the
aforementioned organizations. Initially, an estimated sample of 190 IT firms was to be
collected to examine the proposed hypotheses. However, the actual number of responses
we could collect was 182 firms. Since the intended participants of this research were
managers at different levels of IT firms, it is difficult for the authors to obtain the desired
sample size of 190 as initially planned within the limited time frame. Regardless, the
sample size of 182 is considered close to the optimal size, and lies within the acceptable
sample range, in accordance with the standard rule by [59,60].
The questionnaire contained items measuring the scales of latent variables as well as
demographic characteristics of the respondents. The dimensions used for measuring the
constructs postulated in this study had been specifically checked in the existing literature
and verified to be valid and reliable measures. Before sending the questionnaire to the
respondents, it was translated to Vietnamese under the revisions of QTSC partners, who
have deep knowledge about the IT sector. After reviewing several times via online and
offline meetings with QTSC partners to identify any remaining ambiguities or misleading
statements with the instruments as well as make any amendments where necessary, the
final version of the questionnaire was sent out to the intended respondents via Google form.
We consider online surveys as the most appropriate method to collect data at the moment,
as during the time that this research was conducted, the situation of COVID-19 became
quite severe. Furthermore, online surveys allow us to save from printing, postage costs, the
time required for data entry and receiving/processing data was also significantly reduced.
The questionnaire sent to the intended participants included the information about our
research group, the purpose of our research project and assured them that their responses
will be used for academic purposes only. The questionnaire only asked for the information
of the business that they are working for, such as business types, years of operations,
etc. . . . , as such data are important to make meaningful conclusions and suggestions for
our implication and interpretation.
Table 1 depicts the characteristics of the sample company representatives that participated in the survey. To achieve a proper generality of the research findings, we surveyed
participants from IT firms, specifically, business types and sizes, job title of the respondents
as well as organizational lifecycle phases were asked for demographic information. It is
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worth mentioning that the respondents who work as managers and team leaders account
for more than 30% of the population, the remaining include 20% of board of director
members, and 6.6% of the administrative council. The reason our analysis focuses on
informants who are at the management level is that they are the company’s most significant
individuals who have key knowledge and understanding of how their business operates.
Table 1. Demographic characteristics (N = 182).
Items

Sample

Percentage (%)

Limited liability company
Joint stock company
Partnership
Joint venture company
Private enterprise
Individual business households
State-owned companies
Companies with foreign capital
Others

75
57
2
2
4
3
16
21
2

41.2
31.3
1.1
1.1
2.2
1.6
8.8
11.5
1.1

Administrative council
Board of directors
Manager
Team leader

12
38
65
67

6.6
20.9
35.7
36.8

Number of employees

Less than 20
20–50
51–99
100–200
More than 200

49
54
13
38
28

26.9
29.7
7.1
20.9
15.4

Years of operations

Less than 3
3–5
6–10
11–20
More than 20

32
49
27
56
18

17.6
26.9
14.8
30.8
9.9

Type of business

Job title

Description

3.3. Measurement
In order to measure the latent variables proposed in the literature reviews, proposed
items were adopted instruments used from previous studies, each item is measured by
using five-point Likert scales (1 = strongly disagree to 5 = strongly agree). The items had
been modified slightly when translated to Vietnamese in order to match with the domestic
context and prevent targeted respondents from misreading and ambiguities.
Firstly, the items used for measuring leadership styles (LEA) were adopted from [48].
In their study, leadership behaviors were divided into participative and supportive styles
which are believed to be suitable under the modern context of IT firms. As the business
environment nowadays encourages the appreciation of human capital, managers who show
high concern and value their subordinates’ welfare and opinions are more likely to create a
stronger connection culture within the organization. Therefore, we selected and modified
five items to measure LEA from the mentioned study, including before making decisions,
They considers what his/her subordinates have to say (LEA1), They helps people to make
working on their tasks more pleasant (LEA2), They looks out for the personal welfare of
group members (LEA3), They treats all group members as equals (LEA4), They schedules
the work to be done (LEA5)
Six items from [4] were used to measure organizational culture. These items were developed to estimate the dimension culture of knowledge incentives within an organization,
including collaboration, mutual trust and learning as presented in Table 2.
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Table 2. Questionnaire constructs and variables.
Constructs

Items
LEA1

Before making decisions, they considers
what his/her subordinates have to say.

LEA2

They helps group members to make working
on their tasks more pleasant.

LEA3

They looks out for the personal welfare of
group members.

LEA4

They treats all group members as equals.

LEA5

They schedules the work to be done.

OC1

Our organization members are satisfied by
the degree of collaboration.

OC2

There is a willingness to collaborate across
organizational units within our organization.

OC3

Our company members have reciprocal faith
in others’ ability.

OC4

Our company members have reciprocal faith
in others’ behaviors to work toward
organizational goals.

OC5

Our company provides various formal
training programs for the performance
of duties.

OC6

Our company encourages people to attend
seminars, symposia, etc.

KM1

Our company creates new knowledge for
application across functional boundaries.

KM2

Our company creates operations systems for
application across functional boundaries.

KM3

Our company has a standardized reward
system for sharing knowledge.

KM4

Our company engages in processes of
integrating different sources of knowledge
across functional boundaries.

INC1

Our company develops new production
methods and procedures.

INC2

Our company introduces newer (or
improved) management methods and
procedures than three years ago.

INC3

Our company introduces newer (or
improved) products than three years ago.

INC4

Our company modifies and/or improves
existing products.

Leadership Styles (LEA)

Organizational Culture (OC)

Knowledge Management
(KM)

Observed Variables

Innovation capability (INC)

Thirdly, we adopted four items used in the research of [61] to measure knowledge
management (KM). They included items such as: Our company creates new knowledge for
application across functional boundaries (KM1), Our company creates operational systems
for application across functional boundaries (KM2), Our company has a standardized
reward system for sharing knowledge (KM3), Our company engages in process of integrating different sources of knowledge across functional boundaries (KM4). Finally, six items
were adopted from [62] to explore innovation capability. The specific items can be seen in
Table 2 below.
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4. Results and Discussions
4.1. Testing for Convergent and Discriminant Validity
The scales measuring the constructs in this article were tested for construct validity. A
measure can be said to have construct validity if it can test the hypothetical construct or
characteristic as its design [57]. To test for convergent validity of the construct, we examined
Cronbach’s alpha, average variance extracted (AVE), and composite reliability (CR). As
recommended from previous studies, the acceptable threshold values for Cronbach’s alpha,
AVE and CR are 0.6, 0.5 and 0.7, respectively [57,63].
As can be seen from Table 3, all results of the Cronbach’s alpha were higher than 0.8,
which exceed the acceptable criteria. The Average variance extracted (AVE) values were
all above 0.5, ensuring the convergent validity of the tested constructs. Additionally, the
factors’ composite reliability was also above 0.7, indicating high internal consistency [57].
Furthermore, the fact that all the variables had outer loadings higher than 0.6, which
satisfies the theoretical requirement of [64], and confirms the scales’ content validity.
Table 3. Confirmatory Factor Analysis (CFA).
Latent
Variables

Items

Loadings

Thresholds

Cronbach’s
Alpha

Rho_A

Composite
Reliability

AVE

≥0.6

≥0.7

≥0.7

≥0.5

LEA

LEA1
LEA2
LEA3
LEA4
LEA5

0.634
0.799
0.810
0.776
0.820

0.826

0.848

0.877

0.589

OC

OC1
OC2
OC3
OC4
OC5
OC6

0.753
0.800
0.733
0.802
0.749
0.786

0.864

0.867

0.898

0.594

KM

KM1
KM2
KM3
KM4

0.835
0.821
0.823
0.843

0.850

0.854

0.899

0.690

IC

IC1
IC2
IC3
IC4

0.843
0.825
0.883
0.787

0.855

0.864

0.902

0.697

We discuss the problem of discriminant validity using the parameter from the study
of [65]. The square root of a construct’s AVE must be greater than the association of any
other construct. In addition, to evaluate whether any indicator loads strongly on other
constructs, we analyzed all cross loadings of the indicators [57,65]. As presented in Table 4,
all indicators satisfy the aforementioned criteria.
Table 4. Fornell–Larcker criterion.

Innovation capability
Knowledge management
Leadership styles
Organizational culture

Innovation
Capability

Knowledge
Management

Leadership
Styles

Organizational
Culture

0.835
0.693
0.451
0.684

0.831
0.540
0.761

0.768
0.602

0.771
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We also calculated for Heterotrait–Monotrait ratio (HTMT) to test for discriminant
validity. This ratio depicts the mean value of all item correlations across constructs relative
to the mean of the average correlations for items measuring the same construct. HTMT
values are compared to a threshold of 0.85 [66,67]. If the HTMT value is higher than this
threshold, it can be concluded that the model lacks discriminant validity. Since all the
indicators obtained from our research were below 0.85, as reported in Table 5, we can
conclude that there is high discriminant validity between the variables.
Table 5. Heterotrait–Monotrait Ratio (HTMT).
Innovation
Capability

Knowledge
Management

Leadership
Styles

0.803
0.520
0.787

0.625
0.874

0.689

Innovation capability
Knowledge management
Leadership styles
Organizational culture

Organizational
Culture

4.2. Structural Equation Model
After testing convergent and discriminant validity, the following step is to test the
proposed hypotheses. Particularly, the structural model’s predictive strength is determined
by the R2 values of the endogenous constructs [52,64]. In addition, R2 values for endogenous constructs are considered substantial if R2 ≥ 0.26, moderate if R2 ≥ 0.13, and weak
if R2 ≥ 0.02 [68]. As can be seen from Table 6, R2 values of the endogenous constructs lie
within the substantial range. This means that leadership styles, organizational culture and
knowledge management factors explain 48.1% of the variance in innovation capability. It is
worth noting that 59% of knowledge management variance is justified by leadership styles
and organizational culture. Whereas, leadership styles account for 36.2% of variance in
organizational culture construct.
Table 6. R-square of endogenous constructs.
Construct
Innovation capability
Knowledge management
Organizational culture

R-square

Result

0.481
0.590
0.362

Substantial
Substantial
Substantial

The following section analyzes the path coefficients of the targeted relationships. In
order to test the hypotheses, we assessed path coefficients and their respective significant
values. We employed a bootstrapping procedure to calculate significance values for all
paths [57]. Figure 2 illustrated the results of hypotheses testing. All four hypotheses
proposed were confirmed significant as their p-values were less than 0.1.
4.3. Discussions
As can be seen from the results, the relationship between leadership styles and
organizational culture was confirmed to be positively significant (p < 0.001). Studies
from [31,35,37] also provide the same findings. The results from our studies imply that
supportive and participative management behaviors are important to create a collaborative,
trusting and learning incentive business culture.
The relationship between organizational culture and knowledge management was
also confirmed to be positively significant (p < 0.001), as Hypothesis 2 predicted. In other
words, our results confirm that knowledge creation is associated with cultural factors such
as collaboration, trust and learning. This finding is supported by studies from [4,18,45].
Moreover, a business environment in which collaboration, mutual trust and learning
are encouraged can strongly enhance knowledge sharing, transfer and processes within
the organization [4]. The research by [69] also claims that the ability to gain, organize,
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and distribute knowledge is strongly correlated to the quality of the decision-making
process. It can be interpreted that, when there is a high level of cooperation among group
members, information and knowledge sharing can be accelerated as they have strong
mutual trust. Overall, this finding shows strong support for the fact that develops a strong
J. Open Innov. Technol. Mark. Complex. 2021, 7, x FOR PEER REVIEW
12 of 16
organizational culture plays crucial roles in creating sustainable, long-term as well as
competitive advantages for firms operating in the high-tech industry [46].

Figure 2. PLS-SEM results (p-values in brackets).

Table 7 showed that Hypothesis 3 was accepted (p < 0.1), meaning that there is a
4.3. Discussions
positive correlation between leadership styles and knowledge management. Our findings
As can be seen from the results, the relationship between leadership styles and orconfirm that the beliefs, values, and actions of leaders are beneficial in creating an environganizational culture was confirmed to be positively significant (p < 0.001). Studies from
ment that fosters both cooperation and competition between departments. Based on social
[31,35,37] also provide the same findings. The results from our studies imply that supnetwork theory, a network including complementary cooperative and competitive ties offer
portive and participative management behaviors are important to create a collaborative,
access to a vast market of information and eventually facilitates the sharing of best practices
trusting and learning incentive business culture.
and relevant knowledge [55,57]. A considerate and participatory leadership behavior faciliThe relationship between organizational culture and knowledge management was
tates open exchange, mutual respect, and personal trust among organizational members
also confirmed to be positively significant (p < 0.001), as Hypothesis 2 predicted. In other
and enhances employees’ conflict solving skills [16]. The ability to identify, assimilate,
words, our results confirm that knowledge creation is associated with cultural factors such
transform and deploy information through intense interdepartmental interactions can be
as
collaboration,
trust and learning.
This finding
is supported
studies from
[4,18,45].
facilitated
by a stimulating
work atmosphere
arising
from theby
cooperative
behavior
of
Moreover,
a
business
environment
in
which
collaboration,
mutual
trust
and
learning
are
leaders. The findings were also consistent with the results of [16].
encouraged can strongly enhance knowledge sharing, transfer and processes within the
organization [4].
The
researchpath
by [69]
also claims that the ability to gain, organize, and
Table
7. PLS-SEM
coefficients.
distribute knowledge is strongly correlated to the quality of the decision-making process.
Hypotheses
Path Coefficients
It can be interpreted that, when
there is a high level ofp_Values
cooperation amongResults
group members, information
sharing can be accelerated
as they have Accepted
strong mutual
H1: Leadership styles → Organizational
cultureand knowledge0.602
0.000 ***
H2: Organizational culture → Knowledge
management
0.684 support for the 0.000
*** develops aAccepted
trust. Overall,
this finding shows strong
fact that
strong organH3: Leadership styles → Knowledge
management
0.128
0.088
*
Accepted
izational
culture plays crucial roles
in creating sustainable,
long-term
as well
as competiH4: Knowledge management →
Innovation
capability
0.693
0.000
***
Accepted
tive advantages for firms operating in the high-tech industry [46].
Note:that
* p <Hypothesis
0.10, *** p < 0.01.
Table 7 showed
3 was accepted (p < 0.1), meaning that there is a
positive correlation between leadership styles and knowledge management. Our findings
As predicted in Hypothesis 4, the relationship between knowledge management and
confirm that the beliefs, values, and actions of leaders are beneficial in creating an enviinnovation capability was found to be positively significant (p < 0.001). Previous studies
ronment that fosters both cooperation and competition between departments. Based on
also confirm the same finding. For instance, the study from [70] claims that effective knowlsocial network theory, a network including complementary cooperative and competitive
edge management is essential to enhance innovation within an organization, especially for
ties
offer Similarly,
access to aresearch
vast market
ofon
information
eventually
the sharing
of
IT firms.
by [51]
IT firms inand
China
confirmsfacilitates
that knowledge
acquisibest
practices
and
relevant
knowledge
[55,57].
A
considerate
and
participatory
leadership
tion indeed positively influences innovation capability. When knowledge management
behavior are
facilitates
openefficiently,
exchange,members
mutual respect,
and personal
among
organizapractices
conducted
of the organization
aretrust
more
willing
to open
tional
members
and
enhances
employees’
conflict
solving
skills
[16].
The
ability
to idento innovation applications. In other words, acquiring, applying, and sharing knowledge
tify,
assimilate,
transform
and deployvia
information
through intense
interdepartmental
between
the functional
departments
internal networks
can promote
eagerness of inorteractions can be facilitated by a stimulating work atmosphere arising from the cooperative behavior of leaders. The findings were also consistent with the results of [16].
As predicted in Hypothesis 4, the relationship between knowledge management and
innovation capability was found to be positively significant (p < 0.001). Previous studies
also confirm the same finding. For instance, the study from [70] claims that effective
knowledge management is essential to enhance innovation within an organization, espe-
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ganizational members to participate in creative activities, which can eventually lead to
innovation enhancement [16,51].
Overall, the findings of our results imply that firms with a high level of collaboration,
as well as significant platforms for sharing knowledge among employees and departments
within an organization are more likely to encourage an open innovative environment [4,20].
In addition, knowledge management creates efficient information systems for sharing
internal and external knowledge within firms locating high-tech zones. This can be a
critical factor for innovation capability enhancement, as well as the successful determinant
of the open innovation strategy implementation [22,25].
Regardless, this research still remains some limitations in the interpretation of organizational culture in dynamic concept. There is a lack of in-depth development of open
innovation theory regarding the Vietnamese economy. This can also be considered as a
major direction for further research.
5. Conclusions
In this research, a theoretical framework is proposed to identify empirical links among
organizational culture, knowledge management and innovation capability. This study
identified successful knowledge management resulted from solid business culture as one
of the essential requirements of Vietnam IT firms’ innovation capability. The research
addressed this through three main objectives. First of all, we intend to identify and
evaluate the attributes of leadership styles in the formation of organizational culture in
Vietnamese high technology companies. Second, in the sense of the Vietnamese IT industry,
we want to provide empirical evidence of the main characteristics of organizational culture
that contribute to successful knowledge management practices. Third, we explore the
relationship between knowledge management and innovation capability and investigate
whether companies and organizations operating in high technology parks in Vietnam
can generate competitive advantages while taking advantage of an efficient knowledge
management implementation and improving the capacity of technology.
After carefully and thoroughly revising the questionnaire built upon previous studies,
a survey was carried out to collect data from Vietnamese IT firms’ representatives. A total of
182 responses were obtained, which were then used to conduct the quantitative analysis via
PLS-SEM approach. Firstly, the current study finds that leadership styles have a significant
impact on organizational culture. Secondly, our results indicate that organizational culture
is strongly associated with knowledge management practices such as creation, storing and
transferring information among departments. In a business environment where there is a
high level of mutual trust, collaboration and learning, the knowledge exchange activities
are more likely to occur frequently and effectively as boundaries between functional
departments are reduced and the openness among organization members is increased.
In addition, supportive and participative leader behaviors were empirically found to be
strongly correlated with knowledge management. Finally, our research provides evidence
for a significant relationship between innovation capability and knowledge management
that is resulted from the established strong culture.
From a practical point of view, the relationship among organizational culture, knowledge management and innovation capability can provide useful insights for managers
regarding developing a strong culture, promote knowledge management practices effectively and eventually enhance the whole organization’s innovation capability. The
creativity of an organization, especially one in the high-tech industry, provides a key to
the understanding of organization effectiveness, growth and survival. Our model incorporated innovation capability because it is the seed of all innovation and represents the
firms’ ability to transform knowledge into business value. Neglecting the relationship
between innovation capability and knowledge management may undermine a business
environment. Shaping cultural factors is crucial for a firm’s ability to manage knowledge
effectively as a trust-based and open-minded business environment strongly encourages
the organizations’ members to participate in knowledge exchange activities via networking
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relationships. Particularly, QTSC has established a Chief Executive Officer Club to build a
business network and share business information among companies at the science park.
Consequently, managers at QTSC are able to collaborate on maintaining competitive advantages through sharing knowledge and improving professional skills. In addition, as
interpreted from our findings, leadership styles not only significantly relate to organizational culture, but also has a positive direct impact on knowledge management. Thus, it is
recommended that managers and team leaders in IT firms should exhibit supportive and
participative behaviors toward their subordinates to form a knowledge-nurtured culture.
Specifically, managers at the science parks should organize more outdoor events such as
picnics, festivals and sporting activities for employees getting together, having fun with
their team, and sharing ideas.
Author Contributions: L.L. conducted in-depth interviews to complete the survey questionnaire,
gave much research advice. P.N. developed, wrote the methodology, discussions, conclusions and
revised all sections. N.L. wrote literature review and outlined the introduction section. K.T. wrote
results and conclusion. P.N. is responsible for writing—review and editing, visualization, supervision,
project administration, and funding acquisition. All authors have read and agreed to the published
version of the manuscript.
Funding: This research is funded by Science and Technology Development Fund, Department
of Science and Technology, Ho Chi Minh City, Vietnam under the contract number 03/2020/HÐQPTKHCN.
Institutional Review Board Statement: Not applicable.
Informed Consent Statement: Not applicable.
Data Availability Statement: Data is available on request.
Conflicts of Interest: The authors declare no conflict of interest. The funders had no role in the design
of the study; in the collection, analyses, or interpretation of data; in the writing of the manuscript, or
in the decision to publish the results.

References
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.

Green, W.; Cluley, R. The field of radical innovation: Making sense of organizational cultures and radical innovation.
Ind. Mark. Manag. 2014, 43, 1343–1350. [CrossRef]
Balthazard, P.A.; Cooke, R.A. Organizational culture and knowledge management success: Assessing the behavior-performance
continuum. Proc. Hawaii Int. Conf. Syst. Sci. 2004, 37, 3741–3750.
Liao, S.H.; Wu, C. chuan System perspective of knowledge management, organizational learning, and organizational innovation.
Expert Syst. Appl. 2010, 37, 1096–1103. [CrossRef]
Lee, H.; Choi, B. Knowledge Management Enablers, Processes, and Organizational Performance: An Integrative View and
Empirical Examination. J. Organ. Comput. Electron. Commer. 2003, 20, 179–228.
Li, T.; Ma, L.; Liu, Z.; Liang, K. Economic granularity interval in decision tree algorithm standardization from an open innovation
perspective: Towards a platform for sustainable matching. J. Open Innov. Technol. Mark. Complex. 2020, 6, 149. [CrossRef]
Ma, L.; Li, T.; Wu, J.; Yan, D. The impact of E-Hailing competition on the Urban Taxi ecosystem and governance strategy from a
rent-seeking perspective: The China E-Hailing platform. J. Open Innov. Technol. Mark. Complex. 2018, 10, 3213. [CrossRef]
Yun, J.H.J.; Zhao, X.; Yigitcanlar, T.; Lee, D.S.; Ahn, H.J. Architectural design and open innovation symbiosis: Insights from
research campuses, manufacturing systems, and innovation districts. Sustainability 2018, 10, 4495. [CrossRef]
Bogers, M.; Chesbrough, H.; Moedas, C. Open innovation: Research, practices, and policies. Calif. Manag. Rev. 2018, 60, 5–16.
[CrossRef]
Barham, H.; Dabic, M.; Daim, T.; Shifrer, D. The role of management support for the implementation of open innovation practices
in firms. Technol. Soc. 2020, 63, 1–8. [CrossRef]
Chen, C.; Huang, J.; Hsiao, Y. Knowledge management and innovativeness: The role of organizational climate and structure.
Int. J. Manpow. 2010, 31, 848–870. [CrossRef]
Nijssen, E.J.; Hillebrand, B.; De Jong, J.P.J.; Kemp, R.G.M. Strategic value assessment and explorative learning opportunities with
customers. J. Prod. Innov. Manag. 2012, 29, 91–102. [CrossRef]
Gunsel, A.; Siachou, E.; Acar, A.Z. Knowledge management and learning capability to enhance organizational innovativeness.
Procedia Soc. Behav. Sci. 2011, 24, 880–888. [CrossRef]
Jean, R.B.; Kim, D.; Chiou, J.; Calantone, R. Strategic orientations, joint learning, and innovation generation in international
customer-supplier relationships. Int. Bus. Rev. 2018, 27, 838–851. [CrossRef]

J. Open Innov. Technol. Mark. Complex. 2021, 7, 66

14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.

43.
44.
45.
46.

15 of 16

Park, H.; Ribière, V.; Schulte, W.D. Critical attributes of organizational culture that promote knowledge management technology
implementation success. J. Knowl. Manag. 2004, 8, 106–117. [CrossRef]
Kanungo, S.; Sadavarti, S.; Srinivas, Y. Relating IT strategy and organizational culture: An empirical study of public sector units
in india. J. Strateg. Inf. Syst. 2001, 10, 29–57. [CrossRef]
Strese, S.; Meuer, M.W.; Flatten, T.C.; Brettel, M. Organizational antecedents of cross-functional coopetition: The impact of
leadership and organizational structure on cross-functional coopetition. Ind. Mark. Manag. 2016, 53, 42–55. [CrossRef]
Darroch, J.; Mcnaughton, R. Examining the link between knowledge management practices and types of innovation.
J. Intellect. Cap. 2002, 3, 210–222. [CrossRef]
Aldulaimi, S. Exploring the Effect of Organizational Culture, Leadership and Strategy on Organizational Effectiveness With
Mediating Effect of Knowledge Management. Int. J. Econ. Commer. Manag. UK 2015, III, 1–19.
House Path-goal theory of leadership: Lessons, legacy, and a reformulated theory. Leadersh. Q. 1996, 7, 323–352. [CrossRef]
Yun, J.H.J.; Zhao, X.; Jung, K.H.; Yigitcanlar, T. The culture for open innovation dynamics. Sustainability 2020, 12, 5076. [CrossRef]
Yun, J.J.; Zhao, X.; Park, K.B.; Shi, L. Sustainability condition of open innovation: Dynamic growth of alibaba from SME to large
enterprise. Sustainability 2020, 12, 4379. [CrossRef]
Yun, J.J.; Won, D.; Park, K. Entrepreneurial cyclical dynamics of open innovation. J. Evol. Econ. 2018, 28, 1151–1174. [CrossRef]
Ahn, J.M.; Roijakkers, N.; Fini, R.; Mortara, L. Leveraging open innovation to improve society: Past achievements and future
trajectories. R D Manag. 2019, 49, 267–278. [CrossRef]
Yun, J.J.; Kim, D.; Yan, M.-R. Open innovation engineering—Preliminary study on new entrance of technology to market.
Electronics 2020, 9, 791. [CrossRef]
Remneland Wikhamn, B. Open innovation change agents in large firms: How open innovation is enacted in paradoxical settings.
R D Manag. 2020, 50, 198–211. [CrossRef]
Yun, J.J.; Zhao, X.; Wu, J.; Yi, J.C.; Park, K.; Jung, W. Business model, open innovation, and sustainability in car sharing
industry—Comparing three economies. Sustainability 2020, 12, 1883. [CrossRef]
Liao, H.; Liu, X.; Wang, C. Knowledge spillovers, absorptive capacity and total factor productivity in China’s manufacturing
firms. Int. Rev. Appl. Econ. 2012, 26, 533–547. [CrossRef]
Schein, E.H.; Night, T. Organizational culture and leadership. Long Range Plann. 1993, 26, 153.
Chen, C.; Huang, Y. Modern industrial zone landscape establishment of industrial behavior orientation. Adv. Mater. Res. 2012,
518, 5877–5881. [CrossRef]
Hofstede, G.J. Culture’s causes: The next challenge. Cross Cult. Manag. 2015, 22, 545–569. [CrossRef]
Kargas, A.D.; Varoutas, D. On the relation between organizational culture and leadership: An empirical analysis.
Cogent Bus. Manag. 2015, 2, 1–18. [CrossRef]
Block, L. The leadership-culture connection: An exploratory investigation. Leadersh. Organ. Dev. J. 2003, 24, 318–334. [CrossRef]
Shipper, F.; Manz, C. Employee self-management without formally designated teams: An alternative road to empowerment.
Organ. Dyn. 1992, 20, 48–61. [CrossRef]
Porras, J.; Hoffer, S. Common behavior changes in successful organization development efforts. J. Appl. Behav. Sci. 1986, 22,
477–494. [CrossRef]
Zehir, C.; Ertosun, Ö.G.; Zehir, S.; Müceldili, B. The effects of leadership styles and organizational culture over firm performance:
Multi-national companies in istanbul. Procedia Soc. Behav. Sci. 2011, 24, 1460–1474. [CrossRef]
Schneckenberg, D. Strategic incentive systems for open innovation. J. Appl. Bus. Res. 2014, 30, 65–72. [CrossRef]
Taormina, R.J. Interrelating leadership behaviors, organizational socialization, and organizational culture. Leadersh. Organ. Dev. J.
2008, 29, 85–102. [CrossRef]
Schraeder, M.; Tears, R.S.; Jordan, M.H. Organizational culture in public sector organizations. Promoting change through training
and leading by example. Leadersh. Organ. Dev. J. 2005, 26, 492–502. [CrossRef]
Cadorin, E.; Johansson, S.G.; Klofsten, M. Future developments for science parks: Attracting and developing talent.
Ind. High. Educ. 2017, 31, 156–167. [CrossRef]
Kafashpoor, A.; Shakoori, N.; Sadeghian, S. Linking organizational culture, structure, Leadership Style, strategy, and organizational effectiveness: Mediating role of knowledge management. Adv. Res. Econ. Manag. Sci. 2013, 10, 158–172.
Chan, K.Y.A.; Oerlemans, L.A.G.; Pretorius, M.W. Innovation outcomes of South African new technology-based firms: A
contribution to the debate on the performance of science park firms. S. Afr. J. Econ. Manag. Sci. 2011, 14, 361–378. [CrossRef]
Liao, S.; Chang, W.J.; Hu, D.C.; Yueh, Y.L. Relationships among organizational culture, knowledge acquisition, organizational
learning, and organizational innovation in Taiwan’s banking and insurance industries. Int. J. Hum. Resour. Manag. 2012, 23, 52–70.
[CrossRef]
Cui, A.S.; Griffith, D.A.; Cavusgil, S.T. The influence of competitive intensity and market dynamism on knowledge management
capabilities of multinational corporation subsidiaries. J. Int. Mark. 2005, 13, 32–53. [CrossRef]
Zhu, X.; Xiao, Z.; Dong, M.C.; Gu, J. The fit between firms’ open innovation and business model for new product development
speed: A contingent perspective. Technovation 2019, 86–87, 75–85. [CrossRef]
Kayworth, T.; Leidner, D. Organizational Culture as a Knowledge Resource. Handb. Knowl. Manag. 2004, 1, 235–252.
Zheng, W.; Yang, B.; Mclean, G.N. Linking organizational culture, structure, strategy, and organizational effectiveness: Mediating
role of knowledge management. J. Bus. Res. 2010, 63, 763–771. [CrossRef]

J. Open Innov. Technol. Mark. Complex. 2021, 7, 66

47.
48.
49.
50.
51.
52.
53.
54.
55.
56.
57.
58.
59.
60.
61.
62.
63.
64.
65.
66.
67.
68.
69.
70.

16 of 16

Politis, J.D. The relationship of various leadership styles to knowledge management. Leadersh. Organ. Dev. J. 2001, 22, 354–364.
[CrossRef]
Harris, L.C.; Ogbonna, E. Leadership style and market orientation: An empirical study. Eur. J. Mark. 2001, 35, 744–764. [CrossRef]
Hurley, R.F.; Hult, G.T.M. Innovation, market orientation, and organizational learning: An integration and empirical examination.
J. Mark. 1998, 62, 42–54. [CrossRef]
Bui, Q.; Leo, E.; Adelakun, O. Exploring complexity and contradiction in information technology outsourcing: A set-theoretical
approach. J. Strateg. Inf. Syst. 2019, 28, 101573. [CrossRef]
Yang, J.; Rui, M.; Wang, J. Enhancing the firm’s innovation capability through knowledge management: A study of high
technology firms in China. Int. J. Technol. Manag. 2006, 36, 305–317. [CrossRef]
Yusr, M.M. Innovation capability and its role in enhancing the relationship between TQM practices and innovation performance.
J. Open Innov. Technol. Mark. Complex. 2016, 2, 6. [CrossRef]
Yun, J.J.; Lee, M.; Park, K.; Zhao, X. Open innovation and serial entrepreneurs. Sustainability 2019, 11, 5055. [CrossRef]
Duan, Q. A study of the influence of learning organization on organizational creativity and organizational communication in
high tech technology. Eurasia J. Math. Sci. Technol. Educ. 2017, 13, 1817–1830. [CrossRef]
Ibarra, D.; Bigdeli, A.Z.; Igartua, J.I.; Ganzarain, J. Business model innovation in established SMEs: A configurational approach.
J. Open Innov. Technol. Mark. Complex. 2020, 6, 76. [CrossRef]
Al-Mamoori, A.G.R.; Ahmad, Z.A. Linking Organizational Structure, Technological Support and Process Innovation: The
Mediating Role of Knowledge Sharing in the Iraqi Textile Industry. SHS Web Conf. 2015, 18, 01007. [CrossRef]
Hair, C.M.; Sarstedt, M. PLS-SEM: Indeed a silver bullet. J. Mark. Theory Pract. 2011, 19, 139–152. [CrossRef]
Hair, J.F.; Risher, J.J.; Sarstedt, M.; Ringle, C.M. When to use and how to report the results of PLS-SEM. Eur. Bus. Rev. 2019, 31,
2–24. [CrossRef]
Hair, J.F.; Black, W.; Babin, B.; Anderson, R. Multivariate Data Analysis. A Global Perspective; Pearson Prentice Hall: Upper Saddle
River, NJ, USA, 2010.
Hair, J.F.; Black, W.; Babin, B.J.; Anderson, R. Multivariate Data Analysis; Pearson Education Limited: London, UK, 2014;
ISBN 9781292021904.
Liao, C.; Chuang, S.H.; To, P.L. How knowledge management mediates the relationship between environment and organizational
structure. J. Bus. Res. 2011, 64, 728–736. [CrossRef]
Buble, M. Interdependence of organizational culture and leadership styles in large firms. Management 2012, 17, 85–97.
Bagozzi, R.P.; Yi, Y.; Phillips, L.W. Assessing Construct Validity in Organizational Research. Adm. Sci. Q. 1991, 36, 421–458.
[CrossRef]
Henseler, J.; Ringle, C.M.; Sarstedt, M. Using Partial Least Squares Path Modeling in Advertising Research: Basic Concepts and Recent
Issues; Elgar, E., Ed.; Edward Elgar Publishing: Cheltenham, UK; Northampton, MA, USA, 2012; ISBN 9781848448582.
Fornell, C.; Larcker, D.F. Evaluating Structural Equation Models with Unobservable Variables and Measurement Error. J. Mark. Res.
1981, 18, 39. [CrossRef]
Clark, L.A.; Watson, D. Construct validity: Basic issues in objective sclae development. Psychol. Assess. 1995, 7, 309–319.
[CrossRef]
Kline, R.B. Software Review: Software Programs for Structural Equation Modeling: Amos, EQS, and LISREL. J. Psychoeduc. Assess.
1998, 16, 343–364. [CrossRef]
Cohen, J. Sciences; Lawrence Erlbaum Associates: Hillsdale, NJ, USA, 1988; pp. 18–74.
Lin, W.T.; Liu, Y. Successor characteristics, organisational slack, and change in the degree of firm internationalisation. Int. Bus. Rev.
2012, 21, 89–101. [CrossRef]
Salunke, S.; Weerawardena, J.; McColl-Kennedy, J.R. The central role of knowledge integration capability in service innovationbased competitive strategy. Ind. Mark. Manag. 2019, 76, 144–156. [CrossRef]

