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Abstract- The main purpose of this study is to test an organizational knowledge system (OKS) framework and find the 
relationship between knowledge management (KM), organizational learning (OL), talent management (TM) practices, and 
organizational performance (OP) in organizations, providing a deep understanding of OKS output. The researcher created a 
complete mechanism of the OKS, then tested the proposed model. A survey method was used to elicit information from 
employees in managerial and non-managerial positions. This study addressed gaps in knowledge and learning systems in 
organizations using talented employees. Moreover, the researcher combined the theories of KM, OL capability, and TM 
practices to build theory that is more applicable to specific work fields. So, the translation of knowledge into performance 
outcomes requires learning and management mechanisms, then consideration of the knowledge processes that form the basis 
for performance improvement. This research found how OKSs affect entities.  
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I. INTRODUCTION 
 
An OKS has been defined as a continuous process 
that occurs through KM and learning processes 
activated by employees (Alshehhi & Jasimuddin 
2016). Measures are useful for a clear understanding 
of the application and practice of an OKS. In 
addition, they will help in building a strategic plan 
based on the measurements of the system elements. 
Some researchers used a pretest procedure to perform 
an experiment on a small sample of the overall 
population in order to check and evaluate the 
feasibility of the complete study in terms of validity 
(Van and Hundley 2002). The researcher selected a 
research methodology that enabled a balanced 
research framework. This paper used hypotheses that 
assume that an OKS increases performance. 
However, the research paper used primary data. As 
often emphasized, Peersman (2014) and Nicholas et 
al. (2011) have identified the issue of good data 
analysis as a foremost criterion for good research. An 
astute interpretation of the acquired data will help to 
concretize the research hypothesis and give the paper 
a comprehensible shape.  
 
The most important component of data integrity is the 
accurate and appropriate analysis of research findings 
and statistical analyses. The current study utilized 
data from a questionnaire survey that focused on 
OKSs in UAE government entities. The data were 
collected from a sample of employees and managers 
in UAE federal entities. 
 
II. RESEARCH OBJECTIVES 
 
The study presents the concepts of “KM, OL 
capability, and TM practices” and how they work. The 
research evaluated relationships between KM, OL 

capability, TM practices, and entities’ performance 
and measured the effects and impacts. The focus was 
on knowledge systems in UAE organizations and their 
effects on their employees. A search was conducted 
for the initiatives and events that enable OKSs to be 
promoted and organizations’ experiences to be 
evaluated. This comprehensive study has been 
presented in research that includes entities’ needs and 
solutions and an evaluation of entities’ experiences of 
KM, OL capability, and TM practices. 
 
III. GAPS IN KNOWLEDGE AND LEARNING 
SYSTEMS 
 
This research was intended to investigate aspects of 
OKSs to address gaps in knowledge and learning 
systems in organizations using employees not 
recognized as talented, who are nonetheless playing 
an effective role. 
 
Some researchers have required the theories of KM to 
be mixed with OL concepts to make them more 
understandable, better aligned and more applicable to 
specific work fields and best management practice 
(Fai Pun and Nathai-Balkissoon 2011). On the other 
hand, other researchers have integrated the fact that 
OL has a relationship with OP (Wencang, Huajing, 
and Xuli 2015). However, translation of knowledge 
into business outcomes requires management 
mechanisms, and then consideration of the knowledge 
processes grounding the improvement of performance 
(Giovanni 2012). Moreover, when KM and 
innovativeness are aligned with strategic orientation, 
they produce a great effect on performance (Alex et al. 
2012). KM can be advanced through the application of 
TM, and KM concerns can benefit from the 
integration of TM (Eoin and Marian 2011). So, there 
is a need to understand the relationships between KM, 
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OL capability, and TM practices, and their influence 
on OKSs and OP.  
IV. DEVELOPING AN OKS MODEL 
 
The main element of OKSs is KM. Moreover, OL and 
TM combine with KM to form an OKS model. There 
is a relation between KM and OP variables. TM is the 
moderator between KM and OP. Systems thinking, 
personal mastery, and team learning build OL. 
Knowledge creation, knowledge retention, and 
knowledge sharing build KM; and career planning, 
attraction, and appraisal build TM. All of these make 
productive systems learning mechanisms. KM works 
together in a system with OL capability and TM 
practices to improve OP within entities. OP consists of 
financial performance, efficiency, and innovation. 
 
An OKS is a continuing process of managing 
organizational knowledge and processing OL in a 
systemic way within an organization that is activated 
by employees. The heart of OKSs is KM. It plays an 
important role in improving an organization’s 
outcomes. OL and TM combine with KM to form an 
OKS model (Alshehhi and Jasimuddin 2016). 
The OKS framework examines the relation between 
KM and OP variables. However, there is a 
relationship between KM and OP. When TM is 
aligned with an organization’s strategy, KM affects 
OP, which allows the organization to respond to 
develop the entity. KM affects the direction of the 
relation between OL capability variables and the OP 
variables, which creates an interaction between them. 
The KM variables influence the strength of the 
relationship between OL and OP variables. When OL 
is aligned with an organization’s strategy, OL has a 
great effect on OP (Alshehhi and Jasimuddin 2016). 
 
V. ORGANIZATIONAL KNOWLEDGE 
SYSTEM ITEM DESIGN  
 
The researcher has explained the meaning of KM, OL 
capability, and TM practice variables to show how 
they can be applied and measured within the entity. 
The measures are useful in gaining a clear 
understanding of the application and practice of an 
OKS. However, the researcher used items that were 
found by other researchers to have influence on the 
OKS model. These items were modified and selected 
carefully to help measure the OKS model. The 
validity and reliability of the data collected depend on 
the structure of the questionnaire.  
The internal validity and reliability of the data 
collected and the response rate achieved depend, to a 
large extent, on the design of the items and the 
structure of the questionnaire (Mark, Philip, and 
Adrian 2012). 
 
Questionnaire Development  
A crucial part of good research design concerns 
making sure that the questionnaire design addresses 

the needs of the research (Thomas 2001). The 
questionnaire is designed to generate data that are 
intended to answer the research questions. The 
questionnaire can be informed by practice or 
experience, or by theory or previous research, or, as is 
common with research in practitioner disciplines, a 
mix of both (Jenny 2014). A researcher asks good 
questions to achieve meaningful research findings. By 
taking a step-by-step approach to questionnaire 
development, we can come up with an effective means 
of collecting data that will answer our unique research 
questions. This study followed the questionnaire 
development guidelines provided by Malhotra (2015). 
 Required information (information needed 

and individual question content 
Considering what information was required was the 
starting point for the researcher, who referred to the 
research objectives, which categorize all the areas of 
information needed. This information provides the 
data needed to understand the relationships between 
KM, OL capabilities, and TM practices as systems 
that increase OP.  

 Overcoming inability and unwillingness to 
answer 

Respondents may not always be able to answer the 
questions put to them. The researcher helped them 
overcome this limitation by keeping in mind the 
reasons that people typically cannot answer a 
question. Moreover, even if respondents are able to 
answer a particular question, they may be unwilling to 
do so. Refusal to answer a question may be due to a 
variety of circumstances (Malhotra 2015). 

 Choosing question structure 
Two important aspects of questionnaire design are 

the structure of the questions and the types of response 
format chosen for each question. Broadly speaking, 
survey questions can be classified into three 
structures: closed, open-ended, and contingency 
questions. For this research, the researcher is using 
closed (or multiple-choice) questions that ask the 
respondent to choose, from a possible set of answers, 
the response that most closely represents his/her 
viewpoint (Siniscalco and Auriat 2005).  
 
Choosing Question Wording 

 Determining the order of questions 
The questionnaire used for this research includes 

multiple-choice questions that ask the respondent to 
what extent he/she agrees with/chooses the statements 
relating to the subject that most closely represent 
his/her viewpoint/information. The questionnaire is 
divided into sections covering OKSs, KM, OL 
capability, TM practices, OP, and demographics. Each 
section begins with a short explanation to avoid 
problems in understanding the subject. 

 Pretesting  
The initial and most essential part of the study is 

pretesting the survey questionnaire and the OKS 
model before starting to collect and analyze data for 
the complete research project. The questionnaire is 
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pretested at this stage to identify to what extent the 
questions are valid and ethical and to identify those 
that are not suitable for the participants to answer or 
that might lead to bias in the answers (Collins 2003). 
Also, the pretesting of research questions helps the 
researcher to decide whether to continue working with 
the same questionnaire or to review it and make 
modifications.  
 
VI. ORGANIZATIONAL KNOWLEDGE 
SYSTEM MECHANISMS  
 
The mechanisms happen by applying KM, TM 
practices, and OL capability, which helps participants 
and entities to achieve strong financial performance, 
efficiency, and innovation. 
 
Knowledge Management  

The following explains in more detail the variables 
of KM: 

 Knowledge creation 
Knowledge creation includes problem-solving and 

continuous improvement of knowledge and skills 
acquisition within organizations. Problem-solving 
brings employees together to look at every possible 
solution. 

Knowledge creation is defined as a dynamic 
process including collecting data and transforming 
data into information that becomes knowledge at 
different learning levels. It is also defined in academic 
studies as error correction and error detection 
(Mariano 2015). 

 Knowledge retention 
Knowledge retention involves building 

organizational memory by structuring retained 
documentation, and through the extent of knowledge 
being documented. It measures the effectiveness of 
storage of documented knowledge. In addition, 
retaining knowledge that exists in the minds of people, 
by exchanging information and discussing learning 
materials with others, maintains organizational 
memory. 

Knowledge retention has been defined by Ellen 
and Hester (2012) as maintaining knowledge that 
exists in the minds of people. In fact, in order to retain 
critical and highly specialized knowledge, 
organizations need to concentrate on developing a 
formal retention strategy (Juliano 2004).  

 Knowledge sharing 
Knowledge sharing within entities happens 

through congruence, received task interdependence, 
and participative decision-making. 

Transferring knowledge between individuals, 
groups, departments, and organizations is called 
knowledge sharing. It allows organizations to develop 
and benefit from knowledge-based resources when 
they have been shared between employees and within 
and across teams (Xiao and Jane 2015).  

 
Organizational learning  

The following explains in more detail the variables 
of OL: 

 Personal mastery  
Personal mastery contains learning in order to keep a 
personal idea and a clear picture of existing truth. 
Nevertheless, when people practice it, it is about 
conversation between them. Giasemi (2004) has 
defined personal mastery as a “personal vision and 
values, strong sense of reality, understanding the value 
of competency and ability to move from competence 
to capability” (Giasemi 2004). 

 Systems thinking  
Systems thinking involves ensuring that an 

organization has connectivity, dissipation, and 
emergence. In addition, systems thinking supports the 
view of organizations. Management consider the 
different needs and abilities of employees during 
lesson plan development. However, if knowledge 
practices have changed, management will consider the 
impact on their results. In dealing with an employee 
discipline problem, management will consider the 
impact on other faculties. 

 Team learning  
As an internal stimulus for emergent learning 

behavior, team learning happens through employees’ 
network participation, as they spending time building 
trust and asking for other views, as well as using team 
activities in faculty professional development 
activities. 

Learning teams are an important part of an LO: 
“Team learning is expressed through interaction 
processes between team members, during which they 
organize and integrate interdependent acts or input 
through cognitive, verbal, and behavioral activities to 
organize team work effectively and create valuable 
team output” (Elisabeth et al. 2015). 
 
Talent Management Practices  

The following explains in more detail the variables 
of TM practices: 

 Career planning  
Career planning and TM are strategic plans that 

give first priority within entities to seeking potential 
employees with desirable qualities. Entities should 
consider two factors when putting together their career 
plan: the business plan and employee career paths. 

 
Career planning is done by employees to develop the 
skills and capabilities needed to move them along a 
career path (Deloitte Development LLC 2016). 
Development of a career path happens by looking at 
employees’ jobs within their organization (Susan 
2016). 

 Attraction  
Attracting employees is simply a case of offering 

prospective workers the best deal in terms of salary 
and other financial benefits. Different factors will 
always mean different things to different people. 
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Whereas some will be attracted by the firm’s location, 
others might place greater emphasis on flexible 
working patterns; also, some talents are attracted by 
job security. 

 Appraisal  
Appraisal is the process that is used by managers 

to check and evaluate work by other employees, 
comparing it with preset standards and comparison 
results documents. The results are used to give 
employees feedback and indicate their improvement 
areas, with explanations (WebFinance Inc., 
Performance Appraisal 2016). Performance appraisal 
is a performance evaluation system to enable 
employees to know their abilities in order to develop 
them (MSG 2016).  

 
VII. ORGANIZATIONAL PERFORMANCE 
 
OP relates to effective outcomes achieved within 
organizations, performed by employees. 

The author has looked at three main areas of entity 
performance measurement and believes that these 
areas are the important elements through which to find 
out the direction of entity performance. The three 
performance areas are described below. 

 Financial Performance 
Financial performance can be measured using 

value added per employee, cost per business, and 
turnover (Ajay 2015). 

 Innovation 
Innovation means generating new ideas within an 

entity through teamwork, creative operating methods, 
and encouragement of creativity. In addition, entity 
frames accredited innovations (Hsiu-Fen 2007). 

 Efficiency 
Employees’ ability is to provide to others 

knowledge that the entity considers valuable, and this 
relies on the expertise required to provide valuable 
knowledge for the entity and provide more valuable 
knowledge than before (Hsiu-Fen 2007). 

Organizational efficiency is an organization’s 
success in employing the least possible input to give 
the greatest possible output (Hearst Newspapers LLC 
2016).  
 
VIII. RESEARCH METHODOLOGY 
 
This section describes the research methodologies in 
this paper to develop and evaluate the proposed OKS 
model. The section starts with an overview of the 
problem, followed by the research philosophy, design 
approach, strategy, sampling, questionnaire 
administration, and data analysis methods. This paper 
used hypotheses that assume that an OKS increases 
performance, as well as surveys of employees from 
different UAE federal government entities to evaluate 
their OKSs. 

 
Research Problems  
These challenges and barriers that may affect the 
successful management of OKSs necessitate a more 
intelligible and structured approach for utilizing OKSs 
in construction entities. Therefore, it is essential to 
develop a new OKS model that can be used to satisfy 
the needs of entities to successfully develop 
performance. This study addresses this problem by 
developing an OKS model that can deal with 
knowledge more efficiently and effectively within 
organizations. 

The overall aim of this research is to develop an 
integrated KM, OL capability, and TM practices 
model to help management make better use of 
knowledge in their organizations and to improve 
organizations’ performance. It will have a learning 
impact as an OKS will act as a compound for 
improving OL capability and promoting TM practices. 
Moreover, the hypotheses were created based on the 
research questions and the OKS framework. OL 
capability, TM practices, KM, and OP are the main 
elements of OKSs, taking into account the fact that 
OKSs involve a continuous process of KM and 
systematic learning processes within organizations 
that are activated by employees. 
 
Research Design  

The research paper seeks to evaluate KM, OL 
capability, and TM practices as OKSs in entities and 
to measure their impacts and effects. Moreover, the 
research paper focuses on the positive relationship 
between entities’ performance outcomes and OKSs. 
Also, the research paper tries to identify the 
relationship between KM, OL capability, and TM 
practices. Regarding this, the research design is a 
combination of descriptive research design and 
systematic review design.  
 
Research Strategy  

The researcher determined the effects of OKSs in 
the performance outcomes of government entities, 
relying on the data collected through questionnaires to 
get accurate results and evaluate OKSs in UAE 
federal government entities. 
 
Sampling Design  

As the paper focuses on OKSs in UAE 
government entities, the data were collected from a 
sample of employees and managers in UAE federal 
entities. The sampling technique used probability 
(representative) sampling, which is commonly used 
with questionnaires. Questionnaire administration  

The questionnaire was designed according to the 
method required to find the necessary data. The 
questionnaire used a variety of formats: paper-based 
and electronic-based. 
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Data Analysis  

In this study, the researcher filled in the missing 
data with plausible values to produce complete 
missing data. To reduce non-response bias, the 
researcher used imputation methods (Gabriele 2005).  

The researcher used a number of methods to 
analyze the data and confirm the results. First, the 
researcher used descriptive analysis to describe the 
nature of the respondents. Second, inferential analysis 
was used to find the relationship aspect of this study. 
SEM was used in this study. Third, the researcher 
used multilayered testing to confirm the search results. 
 
IX. TESTING THE OKS MODEL 
 
The OKS model has tested through SEM using 
ordinary least squares (OLS) regression and mediator 
and moderator regression. The results have established 
the model with statistical significance at the level of 
5% probability and less. For the convenience variables 
in a particular cluster which are combined into a 
single variable by summing and dividing the score by 
number of variables. Structural model validity forms 
are part of confirmatory factor analysis, building on 
the idea of how well the model fits. A number of tests 
were carried out to find the model validity. Below are 
the results of tests carried out to find the model 
validity that show that the OKS model fits well in this 
case. 
The following table clearly shows that the data 
collected confirmed the GFIs of the OKS model by 
using absolute-fit indexes incremental-fit indexes, 
which means that the OKS model fits well and the 
researcher can approve it for this study. 
 

 
Results of the structural model validity assessment 

 
X. RELATIONSHIPS BETWEEN KM, OL 
CAPABILITY, TM PRACTICES,   
 
OL capability has a significant positive association 
with OP. 

The mean value of OL is correlated with the mean 
value of OP and the test statistic was signified at a p-
value of less than 0.05. There is significant and 
positive correlation for OP and OL. But the 
correlation is more intense for managerial positions 
than for the non-managerial positions. However, the 
relationship between the OL practices and OP is 
strongly positive and significant. 

TM practices moderate the relationship between 
KM and OP such that when levels of TM practices 
are high the relationship will be positive. 

Moderator variables are those variables that 
moderate a relationship. In this case, TM is a 
moderating variable in the relationship between KM 
and OP. The test shows that TM has a moderating 
effect on the relationship of KM with OP.  
With the moderating variable as TM, the hypothesis is 
tested for a positive relationship between KM and OP. 
The relationship proved to be positive with the 
variable and significant as the p-values less than 0.05. 
KM has a significant positive association with OP. 
The mean value of KM is correlated with the mean 
value of OP and the test statistic was signified at p-
value less than 0.05. There is a significantly positive 
association for the correlation between KM and OP. 
But the correlation is more intense for non-managerial 
positions than for managerial positions. Moreover, the 
relationship between KM and OP is positive and 
significant. 
OL capability effectiveness mediates the 
relationship between KM and OP. 
In this case, as per Hayes (2013), the researcher has 
used the fourth model and the effect is seen through 
numerical values. The test shows that OL has a 
mediating effect on the relationship of KM with OP. It 
is observed that there is a significant positive 
relationship between KM and OP but the relationship 
becomes more intense with the mediation of OL. The 
relationship between KM with OP and mediates with 
OL variable. The relationship is found to be 
significant as the p-values are less than 0.05. Hence 
the association between variables proved to be 
significant. 
KM has a significant positive association with OL 
capability. 
The mean value of KM is correlated with the mean 
value of OL and the test statistic was signified at p-
value less than 0.05. There is a significantly positive 
correlation for KM and OL. But the correlation is 
more intense for non-managerial positions than for 
managerial positions. Moreover, the relationship is 
positive and significant. 
 
XI. MULTILAYERED TESTING  
 
The researcher designed part of the research 
questionnaire to test the hypotheses directly and the 
OKS model in general by comparing the results of 
these questions with the results of SEM as 
multilayered testing of the OKS model. This 
comparison made results more realistic and 
documented as logical in order to ensure validity of 
the OKS model and hypothesis results. 
 
XII. RESULTS DISCUSSION 
 
In the present paper, the researcher approached OKS 
as system contents KM, OL, and TM, which can 
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increase OP. However, the researcher has examined 
direct relationships between KM and OP, OL and OP, 
and KM and OL in terms of a survey in a study of 343 
employees of UAE federal entities.  
It was empirically reiterated that OKS has a bearing 
on KM, OL capability, TM practices, and OP. The 
OKS model was tested through SEM using OLS 
regression and mediator and moderator regression. 
Also used was multilayered testing, which is 
compared the results of some created questions linked 
to researcher hypotheses and OKS model with the 
results of SEM.  
In the OKS model, there was one dependent variable, 
which is OP, while an OKS has three independent 
variables, which are KM, OL capability, and TM 
practices. The findings showed that OL capability has 
a significant positive association with OP, TM 
practices moderate the relationship between KM and 
OP such that when levels of TM practices are high the 
relationship will be positive, KM has a significant 
positive association with OP, OL capability 
effectiveness mediates the relationship between KM, 
OP, and KM has a significant positive association with 
OL capability. 
 
XIII. CONCLUSION  
 
The researcher selected a research methodology that 
enabled a balanced research framework. The problem 
was followed by the research philosophy, design 
approach, strategy, sampling, questionnaire 
administration, data analysis methods, and 
hypotheses. The researcher explained the meaning of 
KM, OL capability, and TM practice variables to 
show how they can be applied and measured within 
the entity. The measures are useful in gaining a clear 
understanding of the application and practice of an 
OKS.  
OKSs must take into organizational infrastructure, the 
organizational culture and employees, the knowledge 
that is to be processed by OKS. With an emphasis on 
KM, OL capability, and TM practices, an OKS would 
definitely enrich itself in a disciplined setting.  
 
It was empirically reiterated that OKSs have a bearing 
on KM, OL capability, and TM practices. The OKS 
model was tested through SEM using OLS regression 
and mediator and moderator regression. Multilayered 
testing was also conducted. The main element of OKS 
is KM. Moreover, OL and TM combine with KM to 
form an OKS model. There is a relation between KM 
and OP variables. TM is the moderator between KM 
and OP. Systems thinking, personal mastery, and team 
learning build OL. Knowledge creation, knowledge 
retention, and knowledge sharing build KM; and 
career planning, attraction, and appraisal build TM. 
All of these make productive systems learning 
mechanisms. KM works together in a system with OL 
capability and TM practices to improve OP within 

entities. OP consists of financial performance, 
efficiency, and innovation.  
 
OL capability affects the direction and/or strength of 
the relation between KM variables and OP, which 
creates an interaction between them. The OL variables 
influence the strength of the relationship between KM 
and OP variables. OL produces a great effect on OP, 
which allows the organization to anticipate events and 
respond in order to develop the entity. The TM studies 
reviewed did not directly link with KM. 
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