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ABSTRACT 

The aim of this particular study is to examine the direct influences of knowledge capacity factors (training & 

development, knowledge sharing, quality of academic qualification, and quality of professional qualification) on the 

organizational competitive advantage and indirectly through the employees’ performance among the Syrian ICT private sector. 

The proposed model have four independent variables from the knowledge capacity and organizational competitive advantage 

as the dependent variable. The study is deductive approach by using quantitative methods to perform PLS-SEM statistical 

analysis of the original data that collected from 335 participants. The sampling selection technique is quota sampling to choose 

the suitable samples from 2615 senior executives from the Syrian ICT sector. Results of the main dependent variable, 

competitive advantage (CA), illustrate a moderate predictive power; the prediction constructs can explain 68.7% of the 

competitive advantage (CA) variance. Knowledge capacity have the highest impact (beta = 0.257), followed by quality of 

professional qualification (beta = 0.155), then quality of academic qualification (beta = 0.105). However, training and 

development have no direct significant impact but it has and indirect impact through the employee performance. The four 

antecedents have significant relationships to the employees’ performance and can indirectly impact the competitive 

advantages. Future, studies can replicate the study in different domains. 

Keywords: Knowledge Capacity, Training and Development, Academic Qualification, Professional Qualification, Knowledge 

Sharing, Competitive Advantage. Employees Performance 

INTRODUCTION 

Nowadays, Capacity building is generally recognized to involve more than the enhancement of 

individual abilities and skills (Mormina, 2019). Thus, an analytical framework that encompasses 

individual, organizational, and institutional dynamics is essential when studying capacity development 

(Falk, Kumar, & Srigiri, 2019). Additionally, despite this knowledge being readily available, it does not 

always lead to optimal planning or effective action (Dyer & Singh, 1998). This lagging or constraining 

effect is notably apparent in countries that are developing into modern economies but is a challenge for 

all societies as they must continuously adapt to new changes (Chen, Ge, Xu, & Li, 2019). 

Technology becomes essential part in any business today; however, the advancement of 

technology adoption is related to the performance and advantages of ICT firms (Gërguri‐Rashiti, 

Ramadani, Abazi‐Alili, Dana, & Ratten, 2017; Haseeb, Hussain, Kot, Androniceanu, & Jermsittiparsert, 

2019). In developing countries, the advancement and adoption of technology have difficulties due to 

many factors including infrastructure, market conditions; however, this for sure affects the performance 

and competitiveness of business and affect the national economy as well (Rodrik, 2018; Zanello, Fu, 
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Mohnen, & Ventresca, 2016). In Syria, the advantages offered by ICT firms is either outdated or deficient 

because of the lack of knowledge and competences (Ahmed & Hasan, 2016; Bose, 2019). In Syria, this 

problem in performance and competitive advantages are rational result to the national security and 

immigration matters (Gharib, Kahwaji, & Elrasheed, 2017). 

The causal ambiguity associated with this relationship is a large challenge to competitive 

advantage (Jones, Harrison, & Felps, 2018). In general, causal ambiguity is associated with situations 

characterized by competitive advantages that are not straightforward (Cegliński, 2016). However, 

decision-makers who perceive linkage ambiguity concerning competency and competitive advantage 

understand it that way instead (Mikalef, Krogstie, Pappas, & Pavlou, 2020). An enterprise can apply the 

latter relationship successfully to all resources that comply with the requirements of the resource-based 

view, which means that those resources can become sources of competitive advantage (Cegliński, 2016). 

Management and competitors have little insight into the role of the tacit activities that create the 

organization's competitive advantage because the activities are difficult to express and codify; this 

advantage will likely be sustained as managed imitation cannot occur (Mahdi, Nassar, & Almsafir, 2019). 

A number of sources and types of competitive advantages have already been identified by 

scientists (Bergman & Feser, 2020). In (Mikalef et al., 2020), they argue that while a coherent theory and 

model of dynamic capabilities are urgently needed, there is still no consensus on the particulars of the 

concept of dynamic capabilities, which is based on the resource-based view of organizations. In effect, 

there is no agreement reached in the world literature as to how competitive advantages should be 

understood and analysed (Al Shobaki & Abu-Naser, 2017).  

In order for an organization to build a competitive advantage, it is critical to transfer best 

practices internally for it to be able to monetize scarce internal knowledge (Chiambaretto, Massé, & 

Mirc, 2019). An enterprise's ability to transfer positive practices relies on the organizational culture or, 

strictly speaking, whether its values favor the transfer of such practices (Dhir, 2019). The relationship 

between a firm's activities conforming to corporate social responsibility and competitive advantage is 

becoming more and more popular recently (Wang & Sarkis, 2017). In strategic management, starting 

from the premise of competitive advantages for sustainable growth, there are assumed to be 

competitive advantages of sustainability (Forrest & Nightingale, 2017).  

The most significant contributors to the field of strategic management have attempted to 

classify all definitions of competitive advantage into two broad categories (Nasifoglu Elidemir, Ozturen, 

& Bayighomog, 2020). The external sources of competitive advantage, such as the characteristics of 

particular markets, the price leadership, the differentiation of locations, technologies, and product 

features, as well as the specific resources and capabilities of an organization (Ferreira, Coelho, & 

Moutinho, 2020). According to Sigalas(Sigalas, 2015), the first causal path within the sources of 

competitive advantage-competitive advantage-superior performance conceptual framework is also a 

tautology. Additionally, competitive advantage can also refer to superior performance, such as higher 

than average returns, high relative profitability, economic value surplus, and beyond industry 

profitability averages (Sigalas, 2015). 
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In general, scholars and academics have not taken into consideration that competitive 

advantage cannot be properly understood without conceptualizing it comprehensively, i.e., without 

including latent characteristics (Salunke, Weerawardena, & McColl-Kennedy, 2019). The concept of 

performance and of the sources of competitive advantage, then the managers will not be able to 

understand, observe and develop competitive advantage for their organization (Saeidi et al., 2019). 

Consequently, one cannot blame practicing managers for failing to understand the concept of 

competitive advantage if academics are themselves inclined to use vague words (Stajković & Sergent, 

2019). Previous studies shows that employees’ performance is essential for organizations to have 

competitive advantages. Another previous studies, shows that employees’ abilities are important to the 

organization performance. However, the relationships between different knowledge capacities, 

employee’s performance, and competitive advantage have not explored well neither in Syria or 

worldwide. 

To sum up, this study is identified that Syria is suffering from the lake of technology transfer due 

to the national security problem. This issue is affecting the Syrian ICT companies and cause difficulties to 

have competitive advantage. Previous studies show that human capital is key for making advantages via 

the outstanding performance, which is conducted by the knowledge of every employee in the 

organization. However, no studies explored the impact of different capacity factors at organizational 

level in Syria. In addition, limited studies do that in other contexts. This study is different in margining 

four knowledge capacity factors as antecedents for both employee performance and competitive 

advantage. In addition, employee performance is considered as a mediator. The study is an investigation 

for the impact of knowledge capacity factors (training & development, knowledge sharing, quality of 

academic qualification, and quality of professional qualification) on employee performance to improve 

the organizational competitive advantage among Syrian ICT sectors. 

Operational Definitions 

Competitive Advantage 

Though defining competitive advantage conceptually is extremely difficult, they created a 

stipulate definition that incorporated all the latent characteristics of the concept and separated the 

concept of competitive advantage from its sources and from the concept of superior performance 

(Sigalas, 2015). In particular, mention that competitive advantage is “the above industry average 

manifested exploitation of market opportunities and neutralization of competitive threats” (Sigalas, 

Economou, & Georgopoulos, 2013).  The definition of competitive advantage by Sigalas et al. (Sigalas et 

al., 2013) states it is an unobservable factor and therefore inherently complex (Godfrey & Hill, 1995). 

Competitive advantage is conceptually distinct whether it is defined in terms of performance or by the 

factors that determine its existence. Due to this, there are distinct and different concepts of i) sources of 

competitive advantage, ii) competitive advantage, and iii) superior performance (Feizabadi, Gligor, & 

Motlagh, 2019). 

Employee Performance 

The performance of your employees is determined by their behavior at work and whether they 

carry out their duties effectively (Deshmukh, 2020). At the task level, employee performance relates to 
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the effectiveness, quality, and efficiency of their work (Zhijie, Asghar, Gull, Shi, & Akbar, 2019).  

Knowledge Capacity 

It is defined by (Ning, Fan, & Feng, 2006) as “the sum of total of the knowledge assets of 

organizations that including both knowledge resources and knowledge operating capabilities that can 

reflect the knowledge capability more fully. And it is proposed that knowledge capability is dynamic, 

that is to say it will reconstruct with the changing of the environment”. Therefore, this study integrates 

knowledge assets factors and knowledge operation factors by combining quality of academic 

qualifications, quality of professional qualifications, knowledge sharing, and training and development.  

Training and Development 

Through a variety of educational methods and programs, training and development refers to the 

formal, ongoing efforts companies make to improve their employees' performance and fulfillment (Jeba, 

2019). The training and development have emerged as a formal business function, an integral element 

of strategy, and a recognized profession with distinct theories and methodologies (Ntiri-Ampomah, 

2016).  

Quality of Academic Qualification 

In higher education, Academic Qualification is the degree that is awarded to students upon 

successful completion of a course of study. Typically, this happens at college or university (Holt, 2020). 

Quality of Professional Qualification 

professional qualifications are vocational qualifications, often involving an element of practical 

training (Nurtanto, Sofyan, Pardjono, & Suyitno, 2020). In addition to acquiring the necessary 

qualifications for your profession, you will need a diploma or degree from a recognized institution in 

order to obtain qualified status; for example, a licensed accountant or engineer (Bohalteanu, 2016). 

Knowledge Sharing 

Knowledge sharing is an activity through which knowledge (namely, information, skills, or 

expertise) is exchanged among people, friends, families, communities, or organizations (Charband & 

Navimipour, 2018). Technology plays a significant role in the knowledge-sharing process. However, 

technology is only one of many factors that affect how knowledge is shared in organizations, such as 

organizational culture, trust, and incentives (J.-C. Lee, Shiue, & Chen, 2016). In the field of knowledge 

management, sharing knowledge is a major challenge as some employees tend to be reluctant to share 

their expertise with the rest of the organization (Barley, Treem, & Kuhn, 2018). 

Proposed Model and Hypotheses 

This particular study proposed a model of the impact of knowledge capacity factors (training and 

development, quality of academic qualification, quality of professional qualification, knowledge sharing) 

to competitive advantages and employee performance as mediation relation. Figure 1 shows the 

conceptual framework of this study. 
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Figure 1 Conceptual Framework 

Training and Development, and Employee’s Performance, and Competitive Advantage  

Training and development involve boosting the efficiency of institutions and the individuals and 

staffs within them (Abba, Suleiman, & Yahaya, 2018; Austin & Pisano, 2017). Training may be actually 

deemed related to prompt modifications in company performance using coordinated guideline, while 

advancement is actually connected to the improvement of longer-term company and staff member 

goals (Hammond & Churchill, 2018). The researcher is expecting significant positive direct effect of 

Training and development on employee’s performance among employees of IT sector in Syria. The 

hypothesis of this study is consistent with others as well, such as; (Ahmad, Kura, Bibi, Khalid, & rahman 

Jaaffar, 2019; Krishnaveni & Monica, 2016; Nguyen & Duong, 2020). 

H1 Training and development has a significant relationship with competitive advantages. 

In addition, the more the employee are well trained and getting to develop the better they will 

do their assigned tasks and responsibilities. Which will lead to a better competitive advantage in 

workplace (Heredia-Calzado & Duréndez, 2019; Husti & Mahyarni, 2019; Le, 2020). Training and 

development have been expected to have a significant positive direct effect on the competitive 

advantage of IT companies in Syria. According to this hypothesis, other studies have also proposed 

similar hypotheses including; (Al Mamun, Nawi, Ibrahim, & Muniady, 2018; Azizi, Maleki, Moradi-

Moghadam, & Cruz-Machado, 2016; Evelina, 2018). 

H5: Training and development has a significant relationship with competitive advantages 

indirectly through employees’ performance. 

Quality of Academic Qualification and Employee’s Performance 

Quality refers to exactly how excellent something is actually compared to various other 
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comparable traits. Simply put, its own degree of quality (Noaman, Ragab, Madbouly, Khedra, & Fayoumi, 

2017; Sharp, 2017). And Quality of academic qualification may be specified as the level of excellence 

that the scholastic qualification of a person is, and to what expand it thought about to become special 

(Chaudhry, Munawar, & Sittar, 2020; Skolnik, 2016). Researchers expect that the quality of academic 

qualifications has a positive direct effect on performance among employees of the information 

technology industry in Syria.  As this hypothesis is compatible with other hypothesis in others studies 

such as; (Lian, 2020; Msallam, Abu-Naser, Shobaki, & Al-Habil, 2019; Sweis et al., 2020). 

H2: Quality of academic qualification has a significant relationship with competitive advantages. 

In addition, the more the employee are having a higher education the better they will do their 

assigned tasks and responsibilities. Which will lead to a better competitive advantage generation in 

workplace (Le, 2020; Singh, Chen, Del Giudice, & El-Kassar, 2019). The researcher expects that the 

Quality of academic qualification will have a significant positive direct effect on the competitive 

advantages of Syrian IT companies. This hypothesis is consistent with other hypotheses of other studies, 

such as; (Abubakar & Odock, 2018; Cura & Alani, 2018; Eaton, 2016; Evelina, 2018; Tomlinson, 2016). 

H6: Quality of academic qualification has a significant relationship with competitive advantages 

indirectly through employees’ performance. 

Quality of Professional Qualification and Employee’s Performance 

Quality of professional qualification is actually the Professional accreditation, trade license, or 

qualified designation, often phoned just certification or even qualification, is a designation gained 

through an individual to ensure qualification to conduct a project or task (Bashirova & Sattarova, 2018; 

Ishola, Adeleye, & Tanimola, 2018). The more employees with good professional qualification the better 

they will do their tasks and job. which will lead to a better employee’s performance (Msallam et al., 

2019; Sweis et al., 2020). It is expected that a direct, positive effect of quality professional qualifications 

on employees' performance will be evident among employees of the IT sector of Syria. According to 

other studies, this hypothesis is compatible with the following; (Aris, Maupa, Muis, & Tabba, 2019; 

Ayub, Hussain, & Ghulamullah, 2018; Giorgi, Mattei, Notarnicola, Petrucci, & Lancia, 2018). 

H3: Quality of professional qualification has a significant relationship with competitive 

advantages. 

In addition, the more the employee are having a better practical and professional qualifications 

like experience certificates etc. the better they will do their assigned tasks and responsibilities. Which 

will lead to a better competitive advantage generation in workplace (Husti & Mahyarni, 2019; B. 

Obeidat, Al-Khateeb, & Abdallah, 2019). There will be a significant positive direct effect of technical 

qualifications on the competitive advantage of IT companies in Syria, the researcher expects. The 

hypothesis of this study is consistent with others as well, such as (Al Mamun et al., 2018; Le, 2020; D. 

Obeidat, Yousef, Tawalbeh, & Masa’deh, 2018). 

H7: Quality of professional qualification has a significant relationship with competitive 

advantages indirectly through employees’ performance. 
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Knowledge Sharing and Employee’s Performance 

Knowledge sharing is actually an activity through which expertise is actually traded amongst 

people, buddies, peers, family members, neighborhoods, or within or between companies (Alsharo, 

Gregg, & Ramirez, 2017; Singh, Gupta, Busso, & Kamboj, 2019). The more the employees are sharing 

their knowledge this will enable the employees to improve and the better they will do their tasks and 

job. which will lead to a better employee’s performance (Gillani, Iqbal, Akram, & Rasheed, 2018; Son, 

Cho, & Kang, 2017). Among employees in Syria's IT sector, the researcher expects significant positive 

effects of knowledge sharing on employees' performance. This hypothesis is compatible with other 

hypotheses in other studies, including; (Ali, Paris, & Gunasekaran, 2019; Kucharska & Erickson, 2019; Liu, 

Lin, Joe, & Chen, 2019). 

H4: Knowledge sharing has a significant relationship with competitive advantages indirectly 

through employees’ performance. 

In addition, the more the employee sharing their good skills, knowledge and experience the 

better they will do their assigned tasks and responsibilities. Which will lead to a better competitive 

advantage generation in workplace (Hili, Gani, Hamzah, Rahman, & Sjahruddin, 2017; Husti & Mahyarni, 

2019; Le, 2020). It is anticipated that knowledge sharing will have a significant positive impact on the 

competitive advantages of IT companies in Syria. As this hypothesis is consistent with other hypotheses 

found in other studies, for example; (Hamadamin & Atan, 2019; Huang, Chang, & Yeh, 2020; D. Lee & 

Park, 2016; Zainol & Al Mamun, 2018). 

H8: Knowledge sharing has a significant relationship with competitive advantages indirectly 

through employees’ performance. 

Employees Performance and Competitive Advantages 

In the workplace, performance refers to how a staff member meets his or her obligations and 

carries out the tasks that are being demanded. It refers to the effectiveness, quality, and effectiveness of 

their result. Functionality additionally results in our examination of how valuable a staff member is to 

the institution (Narayana, 2017; Riyanto, Sutrisno, & Ali, 2017). A competitive advantage may consist of 

accessibility to natural resources, like state-of-the-art native minerals or even an inexpensive power 

source, extremely experienced effort, geographic place, higher entrance barricades, and accessibility to 

new innovation (Borsekova, Vaňová, & Vitálišová, 2017; Lu, Lu, Gursoy, & Neale, 2016). Based on that, 

the more the employee’s performance is high level the better they will be able to generate creative and 

innovative ideas. Which will lead to a better competitive advantage in workplace (Hamadamin & Atan, 

2019; Ni, Cui, Sang, Wang, & Xia, 2018; Pham, 2020). Researchers expect employee performance to have 

a significant positive impact on the competitive advantage of IT companies in Syria. This hypothesis is 

consistent with the hypothesis in other studies, such as (Hili et al., 2017; Huang et al., 2020; Husti & 

Mahyarni, 2019). 

H9: Employees’ performance has a significant positive impact on competitive advantages of IT 

companies in Syria. 
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H10: employee performance mediation the relationship between the precedent variables [(a) 

training and development, (b) academic qualification, (c) professional qualification, and (d) knowledge 

sharing) and the competitive advantages. 

Research Methodology 

In an empirical research project, the research design is the comprehensive plan for collecting 

data. It is intended to address the research questions and test the hypotheses. Using a cross-sectional 

survey design, the research objectives are fulfilled with a single group of respondents completing a well-

structured questionnaire – the dependent variable along with the independent variables at the same 

time are measured in the same questionnaire (Bhattacherjee, 2012).  To assess the study hypotheses in 

addition to the regression type of analysis, experimentation is conducted.  

The study follows a scientific approach as it begins with identifying the problem, defining it, and 

formulating a hypothesis. It ends up with confirming or disapproving that hypothesis except for the 

outcome's interpretation and conclusion. In this process, there are usually some specific stages 

(Creswell, 2014; Jackson, 2015). The entire study will focus on this particular hypothesis, which will be 

supported by mathematical and statistical measures. Quantitative research designs can be a valuable 

tool to disprove or prove null hypotheses (Hair, Hult, Ringle, & Sarstedt, 2014). Additionally, the study 

consists of a survey, as surveys are a common method in business research and allow significant 

numbers of respondents to be surveyed.  

The target population is the senior management / executives, which include chief officers, vice 

president positions, and general managers. It is estimated that evet ICT sector companies could have up 

to 5 senior executives, which makes the target population size 2615. The researcher used the quota 

sampling to collected sample from the two groups of employees from small companies and medium and 

large companies. Based on Morgan and Kerjice's(Krejcie & Morgan, 1970) formula, 335 is the 

appropriate sample size for the entire population of 2615. 

As part of our analysis, SmartPLS is the primary tool used for two types of examinations: 

measurement model testing and structural model testing. Testing the measurement model involves 

evaluating the validity and reliability of the dataset and the measurement model itself. Using the PLS 

algorithm together with bootstrapping, the main results for relations can be analyzed and predicted by 

using structural model tests. 

Results and Discussions 

In the following sections, we discuss descriptive analysis, reliability and validity, and the findings 

of path coefficients. 

Demographic and Descriptive Analysis 

There are 335 participants in the final dataset after data cleaning, 66.9% of whom are males, 

53.7% of whom have bachelor’s degree, and 50.4% have an experience of 10 to 14 years. Table 1 shows 

the results of the descriptive analysis of the research variables. All variables show a moderate 
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satisfaction level between 3.15 and 3.47 in the likert-5 scale. 

Table 1 Descriptive Statistics of Research Variables 

 Min Max Mean SD 

Competitive Advantages 1.54 4.70 3.1937 .62576 

Competitive Advantages - Flexibility 1.61 5.00 3.1816 .70173 

Competitive Advantages - Responsiveness 1.00 4.86 3.2058 .77698 

Employee Performance 1.48 5.00 3.4725 .93664 

Quality of Academic Qualification 1.28 5.00 3.3310 1.04639 

Quality of Professional Qualification 1.00 5.00 3.2287 .91343 

Knowledge Sharing 1.17 5.00 3.1567 .91403 

Training and Development 1.21 5.00 3.1848 .84924 

 

Reliability and Validity Analysis 

As a means of ensuring that the data is reliable and valid, it is necessary to conduct some 

preliminary tests before analyzing relationships between variables. Using the composite reliability or 

Cronbach's alpha, the internal consistency test ensures that items for each variable are equally 

consistent. It is recommended that the acceptable value for both tests be above 0.7 and below 0.95 (Jr-

Hair, Hult, Ringle, & Sarstedt, 2016; Risher & Hair Jr, 2017). This criteria has been used in different 

previous studies in social science such as (Salem & Salem, 2019). According to Table 3, all the results are 

within the range of acceptable variance, and the dataset is internally consistent.  

In addition, to examine how well items in different variables align with one another, the average 

variance extracted (AVE) is used. It is generally considered that the AVE value should be greater than 0.5 

(Jr-Hair et al., 2016; Risher & Hair Jr, 2017). This criteria has been used in different previous studies in 

social science such as (Salem & Salem, 2018). All results are within an acceptable range as shown in 

Table 2. Moreover, the dataset is internally convergent. 

 

Table 2 Construct Reliability and Validity 

 
Cronbach's Alpha Composite Reliability AVE 

Competitive Advantages 0.869 0.893 - 

Competitive Advantages - Flexibility 0.854 0.896 0.632 
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Table 2 Construct Reliability and Validity 

 
Cronbach's Alpha Composite Reliability AVE 

Competitive Advantages - Responsiveness 0.855 0.893 0.583 

Employee Performance 0.903 0.929 0.724 

Quality of Academic Qualification 0.908 0.929 0.685 

Quality of Professional Qualification 0.883 0.919 0.739 

Knowledge Sharing 0.852 0.901 0.696 

Training and Development 0.825 0.877 0.590 

The Fornell Larcker criterion matrix, which represents the divergent validity, can be found in 

Table 4. The divergent validity of the designed model is revealing that the variables have enough 

distance between each other. Statistically speaking, the diagonal value has to exceed any cross value 

within a column or row to be considered valid (Risher & Hair Jr, 2017). Results in Table 3 suggest that all 

data falls within an acceptable range, and the dataset shows good divergence among variables. 

 

Table3 FornellLarcker Criterion Matrix Assessment of Research Variables 

 
CAF CAR EP KS QAQ QPQ TD 

Competitive Advantages - Flexibility 0.795 
  

    

Competitive Advantages - 

Responsiveness 
0.436 0.763 

 
    

Employee Performance 0.796 0.515 0.851     

Quality of Academic Qualification 0.506 0.473 0.494 0.828    

Quality of Professional Qualification 0.566 0.250 0.456 0.237 0.860   

Knowledge Sharing 0.631 0.283 0.511 0.250 0.505 0.834  

Training and Development 0.658 0.342 0.717 0.358 0.367 0.457 0.768 

 

Predictive Power of Research Variables 

It is shown in Table 4 how competitive advantage (CA) and employee performance (EP) have 

predictive power and predictive relevance. A relational model estimates of the research proposed 
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model is also shown in Figure 4.8. Competition Advantage (CA), which is the main dependent variable, 

shows a moderate amount of predictive power and a high level of predictive relevance. As can be seen 

in the table, the related R square is 0.687 (which corresponds to 68.7% of the power) and the related Q 

square is 0.288 (which corresponds to 28.8% of the relevance). Results for the primary dependent 

variable, employee performance (EP), illustrate a moderate predictive power and medium level of 

predictive relevance since the prediction constructs related to it can explain nearly 68.7% of the 

competitive advantage (CA) variance. According to the table, the related R square value is 0.621 (62.1%), 

and the related Q square value is 0.444 (a relevance of 44.4%), thus the model explains 62.1% of the 

variance in employee performance (EP). 

 

Table 4 Predictive Power and Predictive Relevance of Proposed Model 

 Predictive Power Predictive Relevance 

R Square Status Q Square Status 

CA 0.687 moderate 0.288 Medium 

EP 0.621 moderate 0.444 Large 

 

Path Coefficient of Research Model Relations 

In the research, PLS-SEM is used to test hypotheses by using the regression model. In order to 

estimate the decision of rejection of a hypothesis, path coefficient results must be used. P-value score 

indicates the significance of the relationship, so accepting or rejecting it depends on its level of 

significance; 5% (0.5) or less is acceptable. In addition, T statistics is a second test for assessing the 

validity of a two-tailed relationship; T values of 1.98 or higher are considered valid(Jr-Hair et al., 2016; 

Risher & Hair Jr, 2017) . Different studies in social sciences have applied this criterion in the past, 

including (Alatyoush & Salem, 2020; Salem & Alanadoly, 2020). 

Impacts of Knowledge Capacity Factors on Employees Performance  

First strongest relationship is between training and development and employee performance 

among employees of IT sector in Syria. The path coefficient for this hypothesis is 0.512, indicating a 

significant positive relationship. That means that training and development is a direct high impact 

variable will be affecting employee performance positively. A better training and development will lead 

to a better employee performance. This is compatible (Ahmad et al., 2019; Krishnaveni & Monica, 2016; 

Nguyen & Duong, 2020) and employee performance among employees of IT sector in Syria. This 

hypothesis is showing a path coefficient of 0.244 which indicates a positive significant relationship. That 

means that knowledge sharing is a direct high impact variable will be affecting employee performance 

positively. A better knowledge sharing will lead to a better employee performance. This is compatible 

(Jyoti & Rani, 2017; Lian, 2020; Msallam et al., 2019; Rahardja, Moein, & Lutfiani, 2018) and employee 

performance among employees of IT sector in Syria. This hypothesis is showing a path coefficient of 
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0.146 which indicates a positive significant relationship. That means that quality of professional 

qualification is a direct high impact variable will be affecting employee performance positively. A better 

quality of professional qualification will lead to a better employee performance. This is compatible with 

other studies that have been discussed in literature review (Aris et al., 2019; Ayub et al., 2018; Giorgi et 

al., 2018). Fourth strongest relationship is between quality of academic qualification and employee 

performance among employees of IT sector in Syria. There is a path coefficient of 0.137 in this 

hypothesis, indicating a positive significant relationship. That means that quality of academic 

qualification is a direct high impact variable will be affecting employee performance positively. A better 

quality of academic qualification will lead to a better employee performance. This is compatible with 

other studies that have been discussed in literature review (Kucharska & Erickson, 2019; Liu et al., 2019; 

Muqadas, Rehman, & Aslam, 2017). 

 

Table 5 Antecedents of Employees Performance 

 
Path Coefficient P Value (one tailed) Status 

KS -> EP 0.244 0.000 Significant 

QAQ -> EP 0.137 0.000 Significant 

QPQ -> EP 0.146 0.000 Significant 

TD -> EP 0.512 0.000 Significant 

Impacts of Knowledge Capacity Factors on Competitive Advantage  

First strongest relationship is between employee performance and competitive advantage 

among employees of ICT sector in Syria. The path coefficient for this hypothesis is 0.498, which indicates 

a significant positive relationship. That means that employee performance is a direct high impact 

variable will be affecting competitive advantage positively. A better employee performance will lead to a 

better competitive advantage. This is compatible with other studies that have been discussed in 

literature (Hili et al., 2017; Huang et al., 2020; Husti & Mahyarni, 2019). Second strongest relationship is 

between knowledge sharing and competitive advantage among employees of ICT sector in Syria. 

According to this hypothesis, the path coefficient is 0.2557, showing a significant positive relationship. 

That means that knowledge sharing is a direct high impact variable will be affecting competitive 

advantage positively. A better knowledge sharing will lead to a better competitive advantage. This is 

compatible with other studies that have been discussed in literature review (Al Mamun et al., 2018; Azizi 

et al., 2016; Evelina, 2018). Third strongest relationship is between quality of professional qualification 

and competitive advantage among employees of ICT sector in Syria. The path coefficient for this 

hypothesis is 0.155, indicating a positive significant correlation. That means that quality of professional 

qualification is a direct high impact variable will be affecting competitive advantage positively. A better 

quality of professional qualification will lead to a better competitive advantage. This is compatible with 

other studies that have been discussed in literature review (Abubakar & Odock, 2018; Cura & Alani, 
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2018; Eaton, 2016; Evelina, 2018).  

 

Table 6 Antecedents of Competitive Advantage 

 
Path Coefficient P Value (one tailed) Status 

EP -> CA 0.498 0.000 Significant 

KS -> CA 0.257 0.000 Significant 

QAQ -> CA 0.105 0.001 Significant 

QPQ -> CA 0.155 0.000 Significant 

TD -> CA 0.034 0.252 Non-Significant 

Fourth strongest relationship is between quality of academic qualification and competitive 

advantage among employees of ICT sector in Syria. The path coefficient for this hypothesis is 0.105, 

indicating that there is a significant positive relationship. That means that quality of academic 

qualification is a direct high impact variable will be affecting competitive advantage positively. A better 

quality of academic qualification will lead to a better competitive advantage. This is compatible with 

other studies that have been discussed in literature review (Le, 2020; D. Obeidat et al., 2018). Fifth 

relationship is between training and development and competitive advantage among employees of ICT 

sector in Syria. This hypothesis is showing a path coefficient of 0.034 with P-value of 0.252 which 

indicates a positive non-significant relationship. That means that training and development has no 

impact on competitive advantage. A better training and development will not affect the competitive 

advantage. Maybe because the fact that training in this particular environment has some kind of 

negative sides or not preferable by employees for some reasons This is compatible with other studies 

that have been discussed in literature review (Hamadamin & Atan, 2019; Huang et al., 2020). 
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Figure 2 Path Coefficient Estimates of the Proposed Model 

 

Mediating Impacts of Employees Performance  

First strongest mediating relationship states that employee performance mediation the 

relationship between knowledge sharing and the competitive advantages among employees of ICT 

sector in Syria. This relationship shows a p-value of 0.000 based on direct and indirect impact analysis, 

and a Path Coefficient of 0.379, which indicates a partial mediation status with a positive outcome. 

Which mean that employee performance would of be a good mediator and improver of the relationship 

between knowledge sharing and the competitive advantages among employees of ICT sector in Syria. A 

better employee performance will lead to a better relationship between knowledge sharing and the 

outcome variable (Abubakar & Odock, 2018; Cura & Alani, 2018; Eaton, 2016). Second strongest 

mediating relationship states that employee performance mediation the relationship between training 

and development and the competitive advantages among employees of IT sector in Syria. Based on the 

direct and indirect impact analysis of this relationship, a p-value of 0.000 is found and the Path 

Coefficient is 0.289 indicating full mediation with a positive impact. Which mean that employee 

performance would of be a good mediator and improver of the relationship between training and 

development and the competitive advantages among employees of IT sector in Syria. A better employee 

performance will lead to a better relationship between training and development and the outcome 

variable (Hamadamin & Atan, 2019; Huang et al., 2020). Third strongest mediating relationship states 

that employee performance mediation the relationship between quality of professional qualification 

and the competitive advantages among employees of IT sector in Syria. The total effect that based on 

direct and indirect impact analysis of this relationship shows a p-value is 0.000 and the Path Coefficient 

is 0.228 which indicates a partial mediation status with positive impact. Which mean that employee 

performance would of be a good mediator and improver of the relationship between quality of 

professional qualification and the competitive advantages among employees of IT sector in Syria. A 
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better employee performance will lead to a better relationship between quality of professional 

qualification and the outcome variable (Huang et al., 2020; D. Lee & Park, 2016). Fourth strongest 

mediating relationship states that employee performance mediation the relationship between quality of 

academic qualification and the competitive advantages among employees of IT sector in Syria. The total 

effect that based on direct and indirect impact analysis of this relationship shows a p-value is 0.000 and 

the Path Coefficient is 0.173 which indicates a partial mediation status with positive impact. Which 

mean that employee performance would of be a good mediator and improver of the relationship 

between quality of academic qualification and the competitive advantages among employees of IT 

sector in Syria. A better employee performance will lead to a better relationship between quality of 

academic qualification and the outcome variable (Giménez, Madrid-Guijarro, & Duréndez, 2019; 

Hamadamin & Atan, 2019; Huang et al., 2020). 

 

Table 7 Employees Performance as a Mediator 

 Total Effect Status 

(Mediation)  Path Coeff P Value 

KS -> EP -> CA 0.379 0.000 Partial mediation 

QAQ -> EP -> CA 0.173 0.000 Partial mediation 

QPQ -> EP -> CA 0.228 0.000 Partial mediation 

TD -> EP -> CA 0.289 0.000 Full mediation 

CONCLUSIONS AND RECOMMENDATIONS 

A moderate predictive power and high predictive relevance are observed for the primary 

dependent variable, competitive advantage (CA). According to the R square, it is 0.687 (which indicates 

68.7% power) and the Q square is 0.288 (which indicates 28.8% relevance), so that the prediction 

constructs related to the variable can explain more 68.7% of the competitive advantage (CA) variance, 

results of the main dependent variable, employee performance (EP), illustrate a moderate predictive 

power and a large predictive relevance. R square value is 0.621 (a power of 62.1%) and the related Q 

square is 0.444 (a relevance of 44.4%), so that the prediction constructs related to the variable can 

explain more 62.1% of the employee performance (EP) variance. The study went through many steps to 

make sure of the validity and reliability and we can conclude that both are so consistent and highly 

trusted as a data for analysis. We have nine main hypotheses which were tested in this study, all 

hypotheses are to test direct relationships along with some mediating impact testing, and in total only 

one main direct relation hypotheses been rejected and the rest all hypotheses are accepted. 

Developed as a revised model based on different theories, the proposed model is new and 

counts as a revision. This model introduces a new approach for differentiating training and 
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development, quality of academic qualification, quality of professional qualification, knowledge sharing, 

employee performance and competitive advantages. The model relations were examined, and a re-

specified model was proposed for evaluation by other researchers.  

In this study, a new model is proposed with new constructs and relationships. However, more 

research is needed to assess the model in a variety of environments. Because of the limited approach of 

implementation, which reduces generalization, it is recommended to replicate the same assessments in 

other countries to gain a better understanding and generalization. Moreover, the future studies should 

focus on exploring and examining additional factors, such as the quality of academic and professional 

qualifications and the sharing of knowledge. The rejected hypothesis could have a significant impact in 

other environments. And the impact of mediating variables can be different and vary from positive to 

negative or vice versa. While this finding is rational result considering that good disclosure must be 

carried out in accordance with managerial practices clarifying the methods and method of disclosure, 

but interviews can be used to explain this result in more qualitative research studies. 
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