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Abstract. Research that examines the comelation of human resource manage-
ment practices and knowledge management showed mconsistencies in findings,
and differences in perspective in understanding those two variables. Previous
studies confirmed the effect of HEM practices on knowledge management in
organizations. However, a number of studies did not show a significant effect
between the two. Therefore, a study of the development of socio-cultural factors
is needed to strengthen this practice. The authors propose the concept of col-
laborative agility capital developed from a synthesis of social exchange theory
and resource-based theory of organization. This competency is expected to
contribute meaningfully to improve the guality of knowledge management
process in the organization. This article also provides direction on research to
test this conceptual novelty.
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1 Introduction

The study that examined the comelation between Human Resource Management
(HEM) practices and knowledge management showed inconsistencies and different
perspectives in understanding those two variables. A number of studies confirm the
effect of HEM practices on knowledge management in organizations. However, some
studies do not show significant effect between the two. The research of Lin [2 1] showed
that when knowledge management moves to a higher position, the company should
develop HR-oriented practices to motivate and encourage their interaction. Similarly,
other studies have placed HR management as part of the infrastmiciure used by com-
panies to support their knowledge management activities [13]. This is in line with the
research of Cabrera and Cabrera [6], confirming that companies can create a conducive
environment for the creation or knowledge shanng through HRM practices such as
team work, promotion, socialization programs, performance appraisal, and compen-
sation. Furthermore, Chen and Huang [9] also analyzed the role of mediation of
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knowledge management capacity (acquisition, transfer, and application) in the corre-
lation between strategic HR practices (training, compensation, performance assess-
ment, selection and participation) and innovation performance (technical,
administrative). Likewise, Lopez-Cabrales et al. [23] also found the intervening effect
of employee knowledge uniqueness in the comelation of the number of collaborative
HEM practices and innovation performance.

Several studies showed different findings. The research of Afacan Findikli et al. [2]
showed a difference in the effect of HR practices on knowledge management capacity.
The researcher examined the HRM practices variable which included training, com-
pensation, performance appraisal, staffing, and Elﬂph}’. recruitment. The study
showed only perfor and compensation assessments have a significant effect on
knowledge acqiisition, knowledge application and knowledge sharing. Then, training
practices only ? a significant effect on the application of knowledge. So, training
practices do not have a significant effect on the acquisition of knowledge as well as
knowledge sharing. Moreover, in relation to the application of knowledge, training
practices have the least effect of trmining compared to the practice of performance
appraisal and compensation. Meanwhile, staffing practices and employee recruitment
have no significant effect on the three knowledge management dimensions (knowledge
acquisition, knowledge sharing, and knowledge application).

The study of Chen and Huang [9] also showed the inconsistency results. This study
aims to examine the mole of knowledge management capacity in the correlation of
strategic human resource practices and innovation performance from a knowledge
standpoint. This is based on the idea that innovation depends on the organization’s
human capital, including the skills, knowledge and attitudes of employees, which can
be affected and shampened through existing HR management practices. However,
knowledge in the company that is attached to the individual in it 1s not easily trans-
ferred to other employees. Transfer of knowledge requires the capacity to manage
knowledge and motivation as well as the willingness of employees to share and apply
it. The variable of HRM Practices examined included staffing, participation, compen-
sation, training, and performance appraisal functions, while the variable of Knowledge
Management Capacity included dimensions of knowledge acquisition, knowledge

plication, and knowledge sharing. The resulis showed that staffing and participation
ave a positive and signiﬁcﬂnt'fect on knowledge acquisition, application and shar-
ing. However, training only has a positive and signrant effect on knowledge
acquisition and applicaton. Likewise, compensation only has a positive and significant
effect on application and knowledge sharing. Meanwhile, the practice of performance
appraisal has no significant effect on the three dimensions of knowledge management.

Research Prieto Pastor et al. [25] which examined the comelation of HR manage-
ment and knowledge management also provided different findings. HRM practices are
expected to have an effect on the ability, motivation, and opportunities of employees to
participate in knowledge management, making it possible to share, maintain and create
knowledge within the organization. HEM practices that are expected to have an effect
on employee capabilities include training and development practices, while motivation
includes valuation practices and rewards, and employee opportunities include pro-
viding support for trustworthy collaborative relationships. The resulis showed that
HEM practices aimed at motivating and giving employees the opportunity to behave as
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the company s expectation, significantly affecting knowledge sharing and maintenance
of knowledge. Then, both mediate the correlation between motivation and opportu-
nities and knuwledgcmatiun_ However, HRM practices aimed at inc.ming employee
capabilities do not have a significant effect on knowledge sharing, knowledge main-
tenance, and knowledge creation. So, knowledge sharing and knowledge maintenance
are not also variables that mediate training and development practices with knowledge
creation.

Knowledge Shanng depends on the capability of employees to share knowledge.
This capability can be improved through appropriate HRM practices. Therefore, it is
important to take it into account when designing HRM practices that are capable of
supporting knowledge sharing capabilities among employees. Abdul-Jalal et al. [1]
examined whether employee perceptions of the capability of knowledge sharing have
an effect on the success of knowledge shanng. It resulted that a combination of ability,
motivation and opportunity is a key mechanism to support the flow of knowledge
within the company. The researcher stated that the opportunity to share knowledge
depends on HRM practices that enable social exchange to support the development of
formal and informal employment relationships.

Companies engaged in the service industry whose competitive advantage is gained
through the creation of new knowledge show that their knowledge process does not
only transfer knowledge from people to documents [16], however, more focus on
personalization strategies i.e. to improve social processes to facilitate sharing of tacit
knowledge among members of the organization. The knowledge personalization
strategy emphasizes human factors, not technology. That is why socio-cultural factors
are needed to increase knowledge management activities.

2 Concept Development

The presentation in the previous paragraph underies the idea of the need to examine
concepts related to socio-cultural factors in the comelation of HRM practices and
knowledge management. Some efforts to encourage socio-cultural factors are needed to
increase the willingness of employees to participate in knowledge acquisition. As
Hislop [19] stated, HRM practices can affect socio-cultural factors that have an effect
on the desire of employees to support the company’s knowledge management
activities.

This study develops the concept of collaborative agility capital developed from a
synthesis of social exchange theory and resource-based theory of organization. This
concept is related to collaborative interpersonal interaction behaviour in the context of
learning process. Collaborative interactions between individuals in organizations will
facilitate the creation of new knowledge to support the organization’s ability to face
external challenges. Such behaviour not only minimizes the company’s dependence on
certain potential individuals, but also increases the capability of knowledge creation
through the flow of knowledge at the level of individuals, groups, and organizations.
Therefore, it is clear that there is a connection between social network and learning
process.
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2.1 Collaborative Capital in the Perspective of Social Exchange Theory

Collaborative capital is a concept denved from the theory of social exchange which
was coined by George C. Homans in the mid 20th century or the 19350s, and later
developed by, one of them, Peter M Blau. Homans's exchange theory rests on the
assumption that people engage in behaviour to get reward or avoid punishment, in
other words they minimize costs and increase profits. Exchange of behaviour to obtain
rewards is a basic principle in simple economic transactions. Homans saw all social
behaviour and economic behaviour as a form of exchange to get rewards. Rewards
referred here include extrinsic rewards such as salary/wages, facilities, and intrinsic
rewards such as satisfaction with work results, fnendship relationships, and job
prestige.

Clear articulation of exchange orientation for the first time was given by Peter Blau
[15]). He stated that individuals are basically driven by hedonic motivations, in which
all actions are directed towards seeking pleasure and reducing painful things. To get
rewards and reduce penalties, they must carry out varous behaviours. Thus, social life
is based on a series of transactions in which compensation and costs depend on the
exchange of behaviour with other individuals.

Social exchange theory is a supporter in the synthesis of theones that produce new
concepts in this study. Social exchange theory is the basis for developing social capital
in the context of the organization. Social relation both in the form of formal and
informal among individuals is the capital to implement collaboration that supports the
effectiveness of an inferactive learning process. The existence of trust in these mrela-
tionships has the potential to increase collaboration and encourage information shanng,
both among employees and managers and among organizational units.

Social exchange theory and the norms of reciprocity on the basis of trust lead to the
quality of resource exchange among members of the organization, contributing to
collaborative capital [27]. The concept of collaborative capital is actually social capital
according to Putnam version. In contrast to social capital in Burt’s view, which focuses
on private goods, Puinam views social capital as public property. Thus, the social
exchange that occurs will avoid opportunism and increase collective action between the
two parties. In relation to knowledge management activities, those attitudes and actions
are important for the organization.

22 Agility Learning in the Perspective of Resource-Based Theory
of Organization

Resource-based theory of organization states that competitive advantage can be
achieved through the empowerment of human resources. In one hand, organizations
that achieve their goals to compete using assets and resources that are valuable, rare,
and difficult to imitate will be able to achieve competitive advantage [3, 4]. The ability
of organizations to attract potential human resources consistently and effectively,
develop and renew their capabilities, increase their commitment in achieving organi-
zational goals, generate ideas for continuous improvement, and maintain their exis-
tence, will perpetuate them. On the other hand, organizations which ignore those all
which do not consider their human talents as valuable assets will lose in compeftion.
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Human resources are considered valuable assets because they are a source of
knowledge while being able to access knowledge and conduct learning in a sustainable
manner. Such individuals are said to be high potential talents that must be managed by
the organization. High-Po talent is not just a learning ability and high competence, but
also agility and consistency to continue learning that is able to increase the knowledge
needed and valuable for the organization in responding to the challenges of change.
That is why resource-based theory of organization underlies talent management.

Talent management is a continuous process that covers all processes of human
resource activities leading to selecton, outreach, maintenance and development [ 14,
26]. The management of these employee talents is expected to support organizational
agility in dealing with market complexity and the dynamics of change. Employee
talents are a source of knowledge because of their ability to access external knowledge,
generate ideas/knowledge, transfer and apply the knowledge within their organization
[11, 32). So, in order for companies to remain competitive, the company may as well,
must consistently manage the acquisition and application of knowledge among its
employees; also ensure the transfer of knowledge among them through increasing
social capital. Jones [20] stated that o build social capital, management of employee
talent becomes an important thing that must be done by the company.

In its later development, talent is defined as high potential and high performance
[31]). High potential is someone who has the ability, engagement and aspiration to
develop, while high performance is associated with individuals who have a high level
of experise, leadership behaviour, creativity, and initiatives based on self-confidence.
Some authors recommend that a critical component of talent management is the
development of a structured process to identify high potential [8, 18]. At present and in
the future, organizations need high potential that has an open character, a desire to leam
and experience something new, and tolerance for high ambiguity, innovation, and
flexibility in carrying out complex strategies. Such individuals are a figure of learning
agility which is currently seen as a high potential key indicator [11, 29].

Human resources as a source of competitive advantage must support their orga-
nizations with the willingness and ability to leam something new, tolerance for
ambiguity, flexibility, innovation, mobile, and education [5, 12]. The key words are not
just “ability to learn™ and “increased competence™. This is because both of them only
improve individual abilities, openness to experience, motivation to learn, and seek self-
development opportunities. However, the way to have continuously and skillfully
“ability to learn™ to support the organization is able to deal with change and seize
opportunities. Paauwe and Boselie [24] and Lombardo and Fichinger [22] assert that
action is learning agility.

23 Collaborative Agility Capital

In the context of developing human resources, organizations become potential work-
places to support the leaming process. The leaming process is expected to provide
opportunities for potential individuals to develop their competencies (knowledge,
expertise. and abilities) through existing social networks. This social network can be
considered as a supporter of the leaming process, because leaming is not an individual
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activity but there are elements of interaction in it. Therefore, there is a clear link
between talent management, learning, and social networks.

Collaborative capital is a concept denved from social exchange theory. This theory
explains that social life is colored by a series of exchange transactions between one
individual with another. There is a phenomenon of cooperation, mutual help behaviour,
the formation and acceptance of norms, and reciprocal actions. This explains the
development of social capital theory which is a network of relatonships that allows the
flow of knowledge resources to be exchanged.

Social capital both intemally and externally increases opportunities for employees
to capture knowledge from inside and outside the organization. Although the employee
network ties create opportunities for shanng knowledge with colleagues, adequate
norms and trust are needed to exploit these opportunities [ 34 ). This shows that trust is a
fundamental dimension of Social Capital. The research also explores the mechanisms
undedying the effect of Social Capital on Knowledge Sharing (interactive condition).

In an organizational context, social exchange theory is used as a basis for under-
standing the feelings of obligation and pro-organizational members of the organization.
The greater the diversity of exchange relations between employees, the lower the
feeling of being obliged to reciprocate the actions of coworkers, and the lower the
identification of themselves with groups or organizations. As stated by Wikaningrum
[33]), the diversity of exchange relationships often causes negative impacts on com-
munication and interpersonal atiraction. Communication problems can reduce group
cohesiveness, and low personal attractiveness has an effect on organizational outcomes
through the level of desire © maintain membership in the organization.

Based on the previous description, it can be concluded that the study of interper-
sonal relations is not sufficiently discussed at the individual level, therefore, it is
important to examine at the level of relations. At this level, there is a two-way inter-
action between the receiver and sender in resource exchange activities. This 1s what is
meant by collaboration, which is an interactive and continuous exchange relationship
among coworkers. Meanwhile, collaborative capital shows the quality of the exchange
relationship.

The quality of the exchange relationship between individuals in the organization
will support the effectiveness of an interactive leaming process. The results of learning
increase the capacity of individuals who have four aspects of dexterity as coined by
Lombardo and Eichinger [22]. First is agility in human relations that describes a
person’s ability to recognize themselves, learns from experience, treats others con-
structively, and calmly faces the pressure of change. Second, dextenty results which
describe someone who achieves under the harsh conditions, inspires others to perform
more, and their existence which is able to build the trust of others. Third is mental
agility which is related to one’s ability to face complexity, ambiguity, and explains
thoughts to others. Finally, dexterity changes reflect to someone who has curiosity,
enthusiasm to come up with ideas, and engage in activity building skills. This shows
that the agility of learning will have an effect and benefit for other individuals. If all
individuals in the organization undergo the learning, and collaboration between them
occurs, then beneficial resource exchanges will be more effective.
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3 Research Direction

The implementation of human resource management practices has a role in encour-
aging employee behaviour and positive attitudes towards learning activities. As a
statement of Hatch and Dyer [17] and Streumer [30] that HRM practices also has a
positive effect on learning behaviour. So that, it has an impact on the ability of
employees to respond to business changes quickly and flexibly. The dynamics of
change require exploration of knowledge. However, knowledge creation requires social
interaction and continuous learning among individuals. Both will facilitate the move-
ment of knowledge from the individual level to the level of groups and organizations,
and potentially transfer explicit and tacit knowledge. This becomes the background of
the comelation between learning competencies and knowledge creation in
Organi zations.

Collaborative agility capital as a conceptual novelty in this study is defined as an
agile karning competency. It is supported by a balanced and sustainable quality of
resource exchange. This competency is characterized by respect, trust, willingness to
learn, inspinng, flexible, partnership, and learning speed. They have the potential to
improve knowledge management process, especially knowledge acquisiion and
knowledge transfer. Furthermore, it is necessary to test the contribution of collaborative
agility capital in strengthening the relationship of HRM practices and knowledge
management.

Knowladge
Management

Collaborati ve
Agility Capital

Fig. 1. Proposed empirical model

Further research needs to be implemented to test empirically the concept of col-
laborative agility capital, as the research model in Fig. 1. Testing this research model
can be applied to the settings of the banking industry which can be based on these
reasons. First, banking is a knowledge-intensive organization where the knowledge
workers interact highly with extemal stakeholders. Second, the principle of opera-
tionalizing the work has been standardized and must be obeyed by all employees.
Third, the level of potential employee turnover is quite high in the banking industry.
Fourth, the dynamics of change and intense competition appear in the era of financial
technology (fintech). The four of them increase banking interests to transfer knowledge
at the individual level to organizational knowledge. This is not only to minimize
organization dependence on certain individuals, but also to encourage the learning
process among employees.

The data analysis will be conducted using path analysis to test the regression equation
mediating variable. HRM practices variable uses the concept developed by Chuang [ 10],
1.e. with the three dimensions which include motivation, opportunity, and competency-
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Abstract. This study aims to examine the effect of absorption capacity and
self-efficacy on knowledge sharing behavior in improving the SMEs" imnovation
capability. The sample of this study was 106 SMEs in Central Java. Primary data
collection is done by using questionndle and interview instruments. The results
showed that absorption capacity had a :;igniﬁcan.ffem on knowledge sharing
behavior and innovation capability. In udd.m. self-efficacy has a significant
effect on knowledge sharing behavior and mmovation capability, while
Knowledge sharing behavior has a significant effect on innovation capability.

Keywords: Absorption capacity - Self-efficacy -
Knowledge sharing behavior + Innovation capability - SMEs

1 Introduction

Knowledge sharing is one of the knowledge management activities in SMEs that play a
role in increasing knowledge resources, especially owners of SMEs. Knowledge
shanng is an imponant process in modem organizations because the success of
knowledge sharing will result in shared intellectual capital and increasingly quality
resources. Thus, it is necessary to strengthen knowledge shanng behavior in SMEs in
order to be able to increase intellectual capital in encouraging increased innovation in
increasingly dynamic global competition. Many SMEs have knowledge, especially
related to the creative fashion industry, but are rarely shared among fellow entrepre-
neurs, both through formal and informal meetings, so that each of them innovates
according to their mastery of knowledge. Low knowledge sharing behavior will lead to
low innovation capabilities in products and pmoesses,.‘mrteting innovation and
innovation in the field of financial management. Some studies have examined the
factors that influence the knowledge sharing behavior in various manufacturing and
service indusiries. The current study examines knowledge sharng behavior as a
mediation of self-efficacy and capacity to absorb knowledge of innovation capability in
Fashion SMEs. By increasing knowledge capacity and fostering self-efficacy, it will
encourage an increase in knowledge sharing behavior for employees in organizations
that impact on the innovation of small and medium enterpnses (SMEs).
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Innovation 1s an important factor in improving organizational performance espe-
cially small and medium enterprises (SMEs). Liao et al. [1] and Daniel and Raquel [2]
stated that innovation activities mostly focus on improving technology and product
development. The importance of innovation capability in achieving organizational
competitive advantage encourages many researchers to test several antecedent factors
of innovation capability. Innovation capability is built through intangibles assets,
especially the concept of knowledge shanng in organization. Knowledge is important
for human resources. If knowledge in the form of tacit knowledge possessed by each
member of the organization i1s not shared with the organization, it will be difficult for
employees to improve their performance, due to difficulties in innovating. Some of the
weaknesses of SMEs in Indonesia is that the low innovation capability [3] The low
level of innovation is due to the lack of knowledge sharing among employees in the
organization and with other organizations.

The knowledge absorption capacity is related to efforts to find, acquire, change, and
transfer expertise from knowledge sources to knowledge-based systems. Knowledge
absorption is the first activity in the form of receiving knowledge from the external
environment and changing so as to be used in organization. Buckley et al. [4] stated
that the knowledge absorption is the transfer of knowledge resources of the company
with the aim of gaining knowledge to learn. The higher the knowledge absorption
capacity possessed by each member of the organization, it will facilitate the occumrence
of knowledge sharing behavior in SMEs. Yang and Farn [5] found that the knowledge
absorption had a significant effect on knowledge sharing activities. The knowledge
absorption capacity is a major success factor in enhancing knowledge sharing behavior
and innovation capability of SMEs. In addition, Sulistyo and Ayuni [6] found that the
absorption capacity of knowledge was able to increase the innovation.

Some empincal studies show a positive relationship between self-efficacy and a
person’s tendency to be involved in sharing information. Kankanhalli et al. [7] argue
that perceived expertise will increase one’s confidence in what they can do. In the
context of knowledge, when a person has confidence in the ability of his knowledge, he
will tend to be brave enough to share the knowledge to fellow colleagues in the
organi zation. Self-efficacy is one component of the Theory of Planned Behavior (TPB).
According to Rahab et al. [8], self-efficacy is an individual assessment of their ability to
manage and implement the actions needed to achieve performance. Rachna and
Cevahir [9] showed that self-efficacy has a significant effect on innovation. In addition,
Irene et al. [10] and Xi Zhang [11] found that there was significant influence between
self-efficacy and knowledge sharing activities. This study aims to examine the effect of
self-efficacy and knowledge absorption capacity in enhancing knowledge sharing
behavior and innovation capability in SMEs. Several studies on the factors that
influence the knowledge sharing behavior and innovation capability have been camied
out by several researchers, but most of them rarely use self-efficacy as one component
of the Theory of Planned Behavior (TPB) as an antecedent of knowledge sharing
behavior in SMEs. Many researches have been done on established manufacturing and
service organizations. Therefore, this study contributes the role of knowledge sharng
behavior as a mediator between self-efficacy and knowledge absorption capacity on
innovation capability.
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2 Literature Review

2.1 Knowledge Absorption Capacity as a Determinant of Knowledge
Sharing Behavior

Some researchers have defined the absorption capacity of knowledge varies. The
knowledge absorption capacity is a way to acquire, change, and transfer expertise from
a knowledge source to a knowledge-based system. Another definition of knowledge
absorption capacity is an activity related to finding, obtaining. changing, and trans-
ferring expertise from knowledge sources to knowledge-based systems. Knowledge
absorption 15 the first activity in the form of receiving knowledge from the external
environment and changing so as to be used in organization. Buckley et al. [4] stated
that the knowledge absorption is the transfer of knowledge resources of the company
with the aim of gaining knowledge to learn. Yang and Farn [5] found that the
knowledge absorption affects knu!:dgﬂ sharing activities. Agarwal et al. [12] con-
cluded that knowledge absorption has a significant effect on knowledge sharing. The
study lis of Li-fen Liao [13] and Monica Hu et al. [14] concluded that knowledge
shanng has a positive effect on increasig@ organizational innovation.

H1: Knowledge absomtion capacity has a significant effect on knowledge sharing
behavior.

22 !e]f-eﬂicnc‘_v as a Determinant of Knowledge Sharing Behavior

Several empirical studies have reported a positive relationship between information
self-efficacy and a person’s tendency to be involved in sharing information. Kankan-
halli et al. [7] argue that perceived expertise increases a person’s confidence in what
they can do. This perception, in tum, inspires individuals to share knowledge in
organization. Self-efficacy is an important factor developed from social cognitive
theory and represents an individual's assessment of his ability to perform certain
actions or behaviors [15]. High efficacy individuals will tend to be stronger in facing
obstacles and more active in acquiring and shanng knowledge [16]. Ahearne et al. [17]
describe self-efficacy as a belief in an individual’s ability to organize and camry out an
action to achieve the necessary goals. To facilitate knowledge sharing environments,
institutions need to create, disseminate and adopt knowledge. In the perspective of
knowledge sharing, people will have a higher tendency to share his kno.edge if he
feels how important social norms are. Xi Zhang [11] also concluc’.i that self-efficacy
had a significant effect on knowledge sharing activities explicitly and tacit. Based on
TPB's theory, if in organizations especially SMEs, the more self-efficacy employees
have, it will increase knowledge sharing behavior. Chen et al. [10] found that there was
a signiﬁimt effect between self-efficacy and knowledge sharing activities.

H?2: Self-efficacy has a significant effect on knowledge sharing behavior.
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23 Knowledge Absorption Capacity as a Determinant of Innovation
Capability

Knowledge absorption capacity possessed by employees in the organization will
facilitate interaction and knowledge sharing in an organization which then has an
impact on increasing innovation capability. Liao [18] found that knowledge absorption
significantly affected innovaton. Studies conducted by Muscat and Deery [19] found
that knowledge absorption capacity is very imporant in predicting organizational
capabilities. The study conducted by Cohen and Levinthal [20] found that increasing
the knowledge absorption capacity will have an impact on increasing innovation.

H3: Knowledge absorption capacity has a significant effect on innovation
capability.

24 Self-efficacy as a Determinant of Innovation Capability

Innovation capability is the implementation and creation of technology that is applied
to new systems, policies, programs, products, processes and services to the organiza-
tion. Innovation capability is also the ability to absorb and use external information to
be transferred to new knowledge [20]. Innovation capability is a comprehensive set of
charactenstics from organizations that facilitate and encourage mnovation strategies.
Innovation is an important organizational capability because the success of new
products is an engine of growth and has an impact on increasing sales, profits, and
competitive power for many organizations [21]. The study conducted by Jen et al. [22]
found that high self-efficacy will produce innovation, due to direct involvement in
interactige to produce creative ideas.
‘

H4: Self-efficacy has a significant effect on innovation capability.

25 Knowledge Sharing Behavior as a Determinant of Innovation
Capability

Researchers have defined knowledge sharing based on their perspectives on knowledge
shanng and research contexts [23]. Bartol and Srivastava [24] define knowledge
sharing as individuals who share information, ideas, suggestions, and expertise that are
organizationally relevant to each other. Knowledge sharing is also interpreted as an act
of sharing experiences, events, thoughts or understanding of anything in the hope of
gaining more insight and understanding about something for curiosity [25]. Hooff et al.
[26] stated that knowledge sharing 8 a process between two individuals to share
knowledge by banging knowledge and gaining knowledge, so the knowledge shanng
behavior involves shanng information between two or more individuals. Liao [13] also
explained that knowledge sharing activities have a positive effect on improving
organizational innovation. In addition, Monica Hu et al. [14] found a positive rela-
tionship between knowledge sharing and innovation activites. Furthermore,

H5: Knowledge sharing behavior has a significant effect on the innovation
capability.
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3 Methods

The sample of this study was Batik SMEs in Central Java with 106 respondents. Batik
is a craft in the field of clothing that has high aristic value and has been part of
Indonesian culture for a long ime and has been recognized by UNESCO as an
Intangible Cultural Heritage. Batik is one of the creative fashion industries in Indonesia
that has contabuted greatly to improve the Indonesian economy. The majority of batik
fashion SMEs is in the Central Java, Indonesia. Sampling uses a purposive sampling
method based on the consideration of Batik SMEs that have been operating for at least
five vears and sull exist today. Primary data collection is done by using questionnaire
and interview instruments. Questionnaires were given o SME owners. Knowledge
absorption capacity measured by five items adapted from Liao et al. [18]. A Sample
item is “T actively use various sources of information to support the completion of
work. Measurement of self-efficacy was measured by four items adapted from [10].
A Sample item 15 *I feel confident I can express ideas™. Knowledge sharing of items
adapted from Liao et al. [18]. A Sample item is “] often share the new information to
my colleagues”. Innovation capability was measured by four items adapted from
Andreeva and Kianto [27]. A sample item is I often use new ideas to get things done”
(Table 1).

Table 1. Result of outer loading
Original sample T Statistics {|O/STDEV]) | P Values

Kl 1= K1 | 0,927 51.243 0000
H1.2+= K1 | 0,943 65.201 0000
H1.3+= X1 | 0,895 35.655 0.000
Hld= K1 | 0925 35.84% 0000
K15 XK1 |0,922 T1.503 0000
K2 1= K2 |0,922 Th.666 0000
W2 2= K2 | 0,934 B5.317 0000
X223+ X2 (0,929 67.T08 0.000
H24= K2 | 0910 42.558 0000
Y11= Y1 | (.87 24.625 0000
Y 1.2+= Y1 | (0.897 34.341 0000
Y1.3+= Y1 | 0,794 14.483 0.000
Y2 1+= Y2 0,926 5H.8T0 0.000
¥2.2+= Y2 | 0,910 10978 0000
¥2.3= Y2 0,791 13,840 0000
Y24+= Y2 0,770 51.243 | 0.000

P-values = (1, 05

Nare: X1: Knowledge Absorption Capacity
X2: Self-efficacy
Y 1: Knowledge Sharing Behavior
Y2 Innowvation Capability
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4 Result

Based on the results of outer loading using the PLS program, all variable indicators of

Self-efficacy. absorption capacity, knowledge sharing behavior, and innovation capa-
bility are all valid with a p-value < 0.05 (Fig. |, Table 2).
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Fig. 1. The path coefficient results using PLS

Table 2. Effects among varables

Original Sample Sample Mean Standard T P

({8} M) Deviation Statistics | Values
Xl = ¥1 0413 0411 0.072 3.0 (.000
Xl = ¥2 (0.325 1.324 0.091 3.572 (.000
W =¥l 0508 0510 0071 7210 0.000
K = %2 (0.397 1.401 0.093 4.251 (.000
Y1 o= ¥2 0.197 01.196 0.092 2145 .032

P-Values < 0.05

Based on the PLS analysis, the original sample values obtained by the effect of
absorption capacity on knuw'lge shanng behavior were 0.4 13 with p-values of 0,000
< (0.05. Absorption capacity has a significant effect on knowledge sharing behavior, so
HI1 is supported. Absorption capacity also has a significant effect on the innovation
capability, with an orig sample value of 0.325 and p-values of 0.000 < 0.05, so
that H2 is supported. Self-efficacy has a significant effect nowledge sharing
behavior, p-values 0.000 << 0.05, meaning that H3 is supported. Self-efficacy also has
a significant effect on innovation capability with p values of 0.000 < 0.05, so that H4
1s supported. The results also showed that knowledge shanng behavior had a significant
effect on innovation capability with p-values of 0.032 < 0.05, so HS is supported.

The results of the study show that the higher the absorption capacity of knowledge
in organizations, especially SMEs, the higher individuals in an organization is willing
to share knowledge in enhancing innovation capability. Self-efficacy also plays an
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important role in enhancing knowledge shanng behavior and innovation capability of
SMEs. If the owners of SMEs have a perception of ease in gaining knowledge, it will
be easier to share knowledge.

5 Discussion

Knowledge absorfllion capacity has a significant and positive effect on knowledge
shanng behaviq:-r.’he results of this study support previous studies by Yang and Fam
[5] and Agarwal et al. [12]. In the context of knowledge shanng, strong self-efficacy
becomes the main determinant in shaping optimism towards knowledge shanng [28].
For SME owners, efforts must be made to rely on the knowledge, skills, and resources,
so that among SME owners can share information in encouraging increased innovation
capabilities [15, 29]. Absorption capacity in obtaining high knowledge will facilitate
the process of knowledge sharing in urgani.ticms. This study supports previous
research by Li and Tao [30] who found that self-efficacy has an .npmtant effect in
knowledge shanng. The resulis of this study also showed that self-efficacy had a
significant effect on km:-wlec' sharing. This is in line with the findings of Xi Zhang
[11]who also mnc.iﬂd that self-efficacy had a significant effect on knowledge sharing
activities explicitly and tacit. In addition, this also supports the findings of Chen et al.
[10] and Xi Zhang [11] who stated that there is significant effect between self-efficacy
and knowledge sharing activities. However, the research findings contradict the find-
ings of Rahab et al. [8], Kwakvye et al. [31] who found an insignificant relationship
between self-efficacy towards knowledge sharing activities. Absorption capacity is very
important in improving innovation capability. The higher a person in the organization,
he will get a lot of knowledge, both explicit and tacit and even it can be absorbed and
stored, it will increase the innovation capability in an organization. The resulis of this
study support the findings of Liao et al. [18]; Muscat and Deery [19] and Cohen and
Levinthal [20] that knowledge absorption capacity is very important in predicting
organizational capabilities. The results of this study also show that high self-efficacy in
the organization will improve the innovation capability. SME owners who have strong
self-confidence and believe in their ability to carry out actions that will be adopted will
be easier to innovate. This supports the findings of Jen et al. [23] who found that high
self-efficacy will result in innovation, due to direct involvement in interaction resulting
in creative ideas. Bandura [15] stated that perceived self-efficacy affects individual
decisions about what behaviors should be done, the level of effort they will take in
pursuit of the goals adopted, and the level of goal behavior that they set for themselves.
The stronger the perceived efficacy, it will be the higher the individual’s efforts to carry
out activities. Knowledge shanng behavior has a significant effect on innovation
capability. The results of this study support the findings of Liao [13] that knowledge
sharing activities have a positive effect on improving organizational innovation. In
addition, the results of this study also support the results of Monica Hu et al. [14] who
found that knowledge sharing activities had a significant effect on innovation.
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6 Conclusion

This study discusses the importance of the factors of absorption capacity and self-
efficacy in improving the knowledge sharing behavior and innovation capabilities of
SMEs. To overcome the obstacles faced by SMEs in improving innovation is by
improving knowledge sharing behavior both formally and informally among SME
owners and business associations. Knowledge is the main source for developing
organizational innovation. Thus, it is necessary to strengthen the self-efficacy of each
SME actor in order to have the tust and confidence to share knowledge with other
parties among SME owners. A large number of studies also argue that one's self-
efficacy can encourage them to share knowledge because they are more willing to share
knowledge that will be valuable to others. This kind of thing needs to get the atiention
of SME players in order to encourage increased innovation capability. In addition to the
factors of self-efficacy, this study also states the importance of knowledge absorption
capacity in improving knowledge sharing behavior and innovation capability. The
higher knowledge sharing among SME owners has the ability to absorb high knowl-
edge that will facilitate to share knowledge with other parties so that it will encourage
innovation capability.

7 Managerial Implication

SMEs need to improve the innovation capability through the creation of a good
atmosphere related to the willingness of each individual to share knowledge, especially
tacit knowledge. Managers cannot impose the willing to share tacit knowledge, but
efforts are needed to improve the self-efficacy of employees in the organization com-
bined with the knowledge absorption capacity. This study examines the importance of
increasing knowledge shanng behavior among batik fashion SME owners in improving
innovation capability through the ability to absorb knowledge and self-efficacy. This
study only used one component of the theory of planned behavior in improving
knowledge sharng and innovation capability. Therefore, future research needs to add
subjective attitude and norm variables, so that Theory of Planned Behavior imple-
mentation is more holistic on SMEs with knowledge management. The sample of this
study is still limited to the owners of the batik fashion SMEs whose numbers are still
relativel y limited, so that future research needs to be studied broader and uses wider
range of SMEs.

References

1. Liao, 5., Fei, W., Chen, C.: Knowledge sharing, absorptive capacity and innovation
capability: an empirical study of taiwan’s knowledge-intensive industries. J. Info. Sci. 33(3),
la0-167 (2008)

2. Daniel Jimeénez, J., Raquel Sanz, V.: Could HEM supporting organizational innovation? Int.
J. Hum. Resour. Manag. 197), 1208-1221 (2008). Routledge Taylor & Francis




10.

11.

13.

14.

15.

6.

17.

18.

149.

Fostering Absorptive Capacity and Self-Efficacy on Knowledge JE9

. Siyamtinah, S.H.: Innovation capability of SMEs through entrepreneurship, marketing

capability, relational capital and empowerment. Asia Pac. Manag. Rev. 21i4). 196-203
(2016)

Buckley, P.J.. Glaister, K.W., Klijn, E., Tan, H.: Knowledge accession and knowledge
gcquisition in strategic alliances: the impact of supplementary and complementary
dimensions. Br. J. Manag. 20, 598-609 (2009)

Yang. 5.C., Fam, C.K.: Investigating tacit acquisition and sharing from the perspective of
social relationship—a multilevel model. Asia Pac. Manag. Rev. 15(2), 167-185 (2010)

. Sulistyo, H., Sr. A How does knowledge absorption foster performance 7 the mediating

effect of innovation capability. Bagaimana Knowledge Absorption Dapat Meningkatkan
Kinerja 7 Efek Mediasi Dari Innovation Capability 9(36), 114-125 (2018)

. Kankaphalli, A., Tan, B.C.Y., Wei, K.K.: Contributing knowledge to electronic knowledge

repositories: an empirical investigation. MIS Quarterly 29(1), 113-143 (2005)

Eahab, Sulistyandari, Sudjono: The development of innovation capability of small medium
enterprises through knowledge sharing process: an empirical study of Indonesian creative
industry. Int. J. Bus. Soc. Sci. 2(21), 112-123 {2011)

. Kumar, R., Uzkurt, C.: Investigating the effect of self efficacy on innovativeness and the

moderating impact of cultural dimensions. J. Bus. Cult. Stud. 4(1), 1-15 (2010)

Chen, LY.L., Chen, N.5., Kinshuk: Examining the factor influencing participants’
knowledge sharing behavior in virtual lewrning communities. Educ. Tech. Soc. 12(1),
134148 (2009)

Zhang, X.: Cultural influences on explicit and implicit knowledge sharing behaviour in
virtual teams. Int. J. Comput. Sci. Info. Tech. 3(4), 29-44 (2011}

. Agawal, PD., Kiran, K., Verma, AK: Knowledge sharing for stimulating leaming

environment in institutions of higher technical education. Afr. 1. Bus. Manage. 6( 16), 5533~
3542 (2012)

Liao, L.-F.: A leaming organization perspective on knowledge-sharing behavior and firm
innovation. Hum. Syst. Manage. [0O88 Press 25, 227-236 (2006)

Monica Hu, M.L., OU, T.L., Chiou, HI., Lin, L.C.: Effects social exchange and trust on
knowledge sharing and service innovation. Soc. Behav. Pers. 40(5), T83-800 (2012)
Bandura, A.: Self-Efficacy: The Exercise of Control. Freeman, New York, NY (1997)
Cabrera, A.. Collins, W.C., Salgado, J.F.: Determinants of individual engagement in
knowledge sharing. Int. J. Hum. Res. Manag. 17(2), 245-264 (2006)

Aheame, M., Mathieu, J., Rapp, A.: To empower or not to empower your sales force? An
empirical examination of the influence of leadership empowerment behavior on customer
satisfaction and performance. J. Appl. Psychol. $(5), 945-995 {2005)

Liao, 5.H., Wu, C.F., Chih, C.C.: Knowledge sharing. absorptive capacity and innovation
capability: an empirical study of taiwan’s knowledge intensive industries. . Info. Sci. 33(3),
120 {20007y

Muskat, B., Deery, M.: Knowledge transfer and organizational memory: an events Per-
spective. Event Manage. 21(4), 431-447 (2017)

20. Cohen, W.M., Levinthal, D.A: Absooptive capacity: a new perspective on learning and

innovation. Adm. Sci. Q. 35(1) 128152 (1990)

. Sivadas, E., Dwyer, F.R.: An Examination of crganizational factors influencing new product

success in internal and alliance based processes. J. Mark. 6401), 31-49 (2000)

. Tangaraja, G., Mohd Rasdi, E.. Abu Samah, B., Ismail, M.: Fostering knowledge sharing

behaviour among public sector managers: a proposed model for the malaysian public
service. J. Knowl. Manag. 1% 1), 121140 (2015)

. Chang, 1.C., Hsiao, H.C., Tu, Y.L., Chen, 5.C.: The influence of teachers’ self-efficacy on

innovative work behavior. Int. Conf. Soc. Sci. Humanity 5(6), 233-237 (2011)




9090 H. Sulistyo and T. Wikaningrum

24, Bartol, M.K., Srivastava, A Encouraging knowledge sharing: the role of organizational
reward systems. J. Leadersh. Organ. Stud. 9(1), 64 (2002)

25, Sohail, M.5.. Daud. 5.0 Knowledge sharing in higher education institutions: perspectives
from Malaysia. I. Info. Knowl. Manag. Syst. 39(2), 125-142 (2009)

26, Van Den Hooff, B., De Ridder, 1A Knowledge sharing in context: the influence of
organizational commitment, commumication climate and CMC use on knowledge sharing.
1. Knowl. Manag. 8(6), 117-130 (2004)

27, Andreeva, T.. Kianto, A Knowledge processes, knowledge-intensity and innovation: a
moderated mediation analysis. J. Knowl, Manag. 15(3), 1016-1034 {2011}

28, Ye, 5., Chen, H, Jin, X.: An empirical study of what drives users to share knowledge in
virtual communities. In: Lang, J., Lin, F.. Wang, 1. (eds.) Knowledge Science. Engineering
and Management, pp. 563-575. Springer, Berlin (2006)

20. Huang, JW., Li, Y H.: Managing knowledge resource practices and mmovation perfor-
mance. Academy of Management Annual Meeting, pp. 1-13 (2008)

. Li Z, Zhu, T, Wang, H.: A study on the influencing factors of the intention to share tacit
knowledge in the university research team. J. Softw. 5(5), 538-545 (2010)

il. Kwakye Okyere, E., Nor, KMd., Ziaei, 5.: The influence of alruism, self efficacy and trust
on knowledge sharing. J. Knowl, Eco. Knowl. Manage. 6, 31-39 (2011)




Collaborative Agility

ORIGINALITY REPORT

17. o. 154 %

SIMILARITY INDEX INTERNET SOURCES  PUBLICATIONS STUDENT PAPERS

MATCH ALL SOURCES (ONLY SELECTED SOURCE PRINTED)

3%

* Tsai, M.T.. "Programmer perceptions of knowledge-
sharing behavior under social cognitive theory", Expert
Systems With Applications, 201012

Publication

Exclude quotes On Exclude matches < 8 words

Exclude bibliography On



Collaborative Agility

GRADEMARK REPORT

FINAL GRADE GENERAL COMMENTS

/ O Instructor

PAGE 1

PAGE 2

PAGE 3

PAGE 4

PAGE 5

PAGE 6

PAGE 7

PAGE 8

PAGE 9

PAGE 10

PAGE 11

PAGE 12

PAGE 13

PAGE 14

PAGE 15

PAGE 16

PAGE 17




	Collaborative Agility
	by Ahyar Yuniawan

	Collaborative Agility
	ORIGINALITY REPORT
	MATCH ALL SOURCES (ONLY SELECTED SOURCE PRINTED)

	Collaborative Agility
	GRADEMARK REPORT
	FINAL GRADE
	GENERAL COMMENTS
	Instructor




