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Abstract: In recent decades, particularly during the outbreak of COVID-19, businesses organizations
have focused on knowledge management processes in order to attain a sustainable competitive
advantage by creating human and social capital as strategic leadership capabilities. This paper aims
to develop an integrated conceptual and theoretical framework that connects strategic leadership
capabilities, knowledge management processes, and sustainable competitive advantage for the public
and private organizations within the service industry. The model approach has been used to build a
theoretical framework that predicts the relationships between the variables. To support the link be-
tween them, a systematic literature review of traditional and contemporary theoretical and empirical
research studies is conducted. Through the combination of the related literature, propositions are
established. This conceptual research is primarily comprised of a model and assertions concerning
strategic leadership capabilities, knowledge management processes, and sustainable competitive
advantage. The outcomes of this study reflect that strategic leadership capabilities can accomplish
sustainable competitive advantage. They also have the greatest potential to impact sustainable
competitive advantage via engaging the knowledge management processes. Particularly, there are
significant implications of this study. Regarding the theoretical implication, it contributes to the
resource-based view, knowledge-based view, and knowledge creation theory in supporting strategic
leadership capabilities, knowledge management processes, and sustainable competitive advantage.
To the practical implication, the study linked the concepts of research variables for public and private
enterprises within the service industry. It can also enable strategic leaders and businesses owners
to participate in real-time opportunities and determine threats for achieving a sustainable competi-
tive advantage in light of the COVID-19 pandemic. This is a preliminary study of the sustainable
competitive advantage literature that includes the concept of strategic leadership as a knowledge
management processes enabler for achieving a sustainable competitive advantage. Until now, there
has not been any work like it in the literature, save in the qualitative style.

Keywords: sustainable competitive advantage; strategic leadership capabilities; knowledge man-
agement processes; theoretical framework; COVID-19; human capital; social capital; resource-based
view; knowledge-based view; knowledge creation theory

1. Introduction

The COVID-19 pandemic has had enormous global economic, political, and societal
ramifications. This unforeseeable tragedy of historic proportions has affected not just
business revenues but also consumer behavior and demand. The most important concern
is simply to survive in an uncertain internal and external environment that influences
the global productivity and competitiveness potential [1]. In today’s business strategy
management research, the subject of what constitutes a sustainable competitive advantage
(SCA) is a hot topic, and the knowledge-based view (KBV) of SCA’s source has garnered a
lot of attention.
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Indeed, as global rivalry, environmental turmoil, and the knowledge economy rise,
knowledge is viewed as a strategic asset that allows businesses to gain a competitive
advantage [2]. The knowledge economy’s expanding relevance is altering corporate land-
scapes. The new economy is centered on understanding how individuals learn, relearn,
and unlearn in order to create economic value [3–6]. As a result of the necessity for public
and private enterprises within service industry providers such as educational institu-
tions, telecommunication firms, banks, and tourism services to make more reasonable
and effective use of their knowledge, knowledge management has risen to prominence.
Knowledge management can provide a competitive advantage and aid in the develop-
ment of knowledge-intensive economies. Furthermore, knowledge management is a vital
component of the digital transformation’s success [7]. Knowledge management can be
especially important during the COVID-19 outbreak; hence, proper knowledge manage-
ment implementation can help enterprises survive the pandemic while also promoting
good performance [1]. The transformation of managers’ ideas into strategic assets such as
organizational knowledge is part of the knowledge economy [8]. Knowledge has long been
regarded as a strategic resource that must be managed in order to improve an organization’s
competitive performance [9]. As a result, one would expect businesses to be successful
if they leverage their knowledge assets methodically [10]. Knowledge management is
becoming more popular in today’s business world as a long-term source of competitive
advantage [11]. If the rising knowledge economy needs knowledge-based firms to employ
knowledge management as their primary source of competitiveness, then the knowledge
management processes (KMPs) capabilities that make up the dynamic fabric of these orga-
nizations are the most important factors in establishing competitiveness [12]. The primary
goal of knowledge management processes is to make it easier for individuals and teams to
share information. One of the primary problems for such programs is ensuring that these
flows are efficiently facilitated so that maximal knowledge transfer occurs [13]. To face this
issue, knowledge management methods must be properly utilized, which cannot be done
without the support of organizational knowledge leadership [12].

Strategic leadership [14] is one technique to manage organizational knowledge. Knowl-
edge management, when backed up by strategic leadership, can provide tactical instru-
ments for achieving sustainable competitive advantage [15]. Employees’ “human capital”
and “social capital” are regarded as the most essential assets of a knowledge-based firm by
the strategic leadership. These variables can also be viewed as knowledge leadership, as
they create conditions that permit and support effective knowledge management [16,17].
Thus, leadership is critical in the management of knowledge inside businesses [18,19].
Knowledge management projects can fail if senior managers provide insufficient or incom-
petent assistance [20,21]. Traditionally, leadership research has not focused on leadership
as a knowledge management enabler [22]. Recent research, however, has stressed the
relevance of leaders in knowledge management [15,17,23–26].

Therefore, this research paper aims to develop an integrated conceptual and theoret-
ical framework that connects strategic leadership capabilities, knowledge management
processes, and a sustainable competitive advantage. In this paper, knowledge management
processes play a mediating role in the relationship between strategic leadership capabilities
and a sustainable competitive advantage.

2. Background of COVID-19

Particularly, more than one year ago (January 2020), COVID-19 presented human-
ity with new and unprecedented challenges. Suddenly, normality was not what it used
to be. The routines of people, organizations, and societies were severely affected. For
organizations, this situation requires reflection on both the strategy and the actions that
should be performed. Therefore, the current crisis requires new ways of applying knowl-
edge strategies and new ways of dealing with dynamic capabilities [27]. In this context,
some authors assumed that COVID-19 happened in the scope of a globalized knowledge
economy driven by services [27,28]. In this economy and society, macro and micro actors
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exist; also, the basic elements are technology, people, and processes [29]. Therefore, the
COVID-19 crisis is first and foremost a crisis of knowledge [27]. This knowledge within
organizations needs to be managed to meet environmental changes and new challenges
in the time of COVID-19. Knowledge management is therefore defined as the process
by which people, organizations, and societies manage their knowledge resources. More
precisely, it is linked with the management of intangible resources—knowledge is one
of the most important of those resources [27]. The knowledge management processes
are based on the capabilities of all members of the organization to add value to the basic
business processes through the creation, communication, codification, and coordination of
both explicit and tacit knowledge stores [30].

Additionally, the coronavirus epidemic has mostly affected the global economy and
all kinds of businesses. Economic conditions, trading conditions, and organizational needs
have all been changed by the COVID-19 epidemic. Businesses require new strategies,
scenarios, and leadership styles to overcome uncertainty in the business environment that
the COVID-19 epidemic has brought. The number of new leadership theories that are
characterized is increasing day by day. This increase is depending on continuous changes
in environmental conditions. A variable of fluctuations in the business environment
increases the need for new leadership styles that can effectively respond to the needs of the
change in business processes and cope with uncertainty. One of the new leadership styles
that can develop strategies successfully in a rapidly changing environment is strategic
leadership [31]. Based on the resource-based view (RBV) [32–36] and dynamic capability-
based approach [37], strategic leadership is the ability of the leader to be prepared for every
possible future challenge, having the capability and the power to manage the organization’s
critical resources to achieve SCA in the marketplace [38]. In the same view, strategic
leadership is the leader’s capabilities to configure and leverage human and social capital to
create value for the organization [39].

According to the RBV [32–36], the dynamic capability-based approach [37], and the
competence-based perspective [36,40,41], the development method in competitive strategy
works through the development and integration of intangible assets and capabilities in
internal and external environments [36,40,41]. To sum up, human capital, social capital,
skills, and knowledge are recognized as organizational resources, while strategic leadership
and knowledge management processes are capabilities. The strength of some resources to
create a sustainable competitive advantage is dependent upon interactions or combinations
with capabilities. Consequently, through interactions or combinations of strategic leader-
ship capabilities and knowledge management processes capabilities with organizational
resources, the organization can stay ahead of its competitors and continue to attain a sus-
tainable competitive advantage and earn superior retunes during and after the COVID-19
situation.

3. Sustainable Competitive Advantage

The SCA can be regarded as having a superior position or condition over a competitor
over a long period of time by reacting to the world’s endless changes [42]. The term
“competitive advantage” is more widely employed. In terms of strategic management,
competitive advantage is a concept that continues to be a prominent research field [43].
“A firm such as... that earns superior financial returns within its industry (or its strategic
group) over the long run is said to possess a competitive edge over its rivals”, according to
Ghemawat [44] (p. 49). In competitive and slow-growth markets, strategic senior managers’
primary pre-work is to gain a competitive edge. This characterizes many businesses today,
and scholars and practitioners have been concerned about the sources of competitive
advantage over the past two decades [32,36,45–50]. As a result, it is commonly understood
that most organizations, regardless of sector, should acknowledge that gaining competitive
advantages is the most difficult issue facing businesses in the twenty-first century.

As global competition becomes more intense, the question of how to maintain a com-
petitive advantage or develop SCA is becoming more prominent. According to Barney [32],
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a business has a competitive advantage if it is implementing a value-creating strategy that
is not being adopted by any present or potential competitors at the same time. When other
companies are unable to duplicate the benefits of this strategy, they can verify that the
company has SCA. There are two sorts of competitive advantage, according to Barney
and Hesterly [51]: temporary and sustainable. They claim that competitive advantage
usually leads to significant profits, but that these earnings attract competitors, and that
competition, in most situations, limits the length of competitive advantage. As a result, the
most significant competitive advantage is only temporary. Some competitive advantages,
on the other hand, can be sustained if competitors are unable to duplicate the source of
advantage or if no competitor can think of a superior product.

As a framework for the capacity of business resources to generate SCA, Barney [32]
presented four indicators: value, rarity, costly to imitate, and non-substitutable VRIN.
Barney Barney [46] later improved the concept from VRIN to VRIO by adding the question:
“Is a company organized to use these resources?” Barney [46] defined SCA as an organiza-
tion’s resources and capabilities that are critically heterogeneous and immobile based on
four traits or empirical indicators of value (V), rarity (R), imperfectly imitability (I), and
organization (O) to capture and utilize the value of them as SCA sources. According to
Barney and Clark [52], the VRIO framework is a modified version of the RBV theoretical
framework, which Rothaermel [53] (p. 91) adopted. According to Barney [46] and Barney
and Clark (2007) [52], SCA is defined as an organization’s resources, capabilities, compe-
tencies, and core competencies that are critically heterogeneous and immobile based on
four attributes of empirical indicators of value (V), rarity (R), imperfectly imitability (I),
and organization (O) to capture and exploit a resource.

Process of Sustainable Competitive Advantage

The SCA is a dynamic process that fulfils current competitive needs without risking
the organization’s potential to meet future competitive needs. Subjects, media, objectives,
and continuous change are four factors that make up the basic idea of the SCA process [9,14].
SCA’s subjects are resources. Resources are units of analysis among a company’s most
basic aspects, and they are natural objects to analyse because they represent input to the
company’s business value process [54–56]. In other words, resources are the inputs to the
value chain of a business [57]. Additionally, resources are designated as SCA sources if
they are valuable, unique, difficult to duplicate, and well-organized [52].

The media is the second component of the SCA process. It is a subprocess that trans-
forms the first element’s resources and talents as subjects into capabilities, competences,
and core competencies. The ability of a company to exploit its resources is referred to
as its capability. This is made up of a set of business procedures and routines that con-
trol how a company’s resources interact [57]. There are three sorts of skills, according
to prior empirical studies: particular or individual skills, processes, and organizational
capacities [58,59]. According to contemporary studies, distinguished capabilities can be
classified as either dynamic or operational [56]. Dynamic capabilities are those that build,
integrate, and modify operational capabilities [37,60]. Operational capabilities are all the
procedures that are normally involved when conducting an activity such as manufacturing.
Several experts, including Savory [61] and Javidan [57], believe that dynamic capabili-
ties are more important to an organization than operational capabilities. Furthermore,
according to Javidan [57], a capability has less organizational value and complexity than
competence. Competencies are a type of cross-functional capability integration and co-
ordination. Ljungquist [62] defined competences both conceptually and experimentally
as advances made by individuals and teams. Individuals and groups of individuals are
usually considered to have intrinsic competencies, meaning that the competence idea com-
prises a cumulative hierarchy. The cumulative hierarchy concept is visible in various lines
of research involving the connected notions, which are based on competences, capabilities,
and dynamic capabilities, respectively, according to Savory [61]. Scholars often differentiate
between distinctive and core distinctive competencies [63]. Distinctive competence is a
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difficult-to-copy strength within a firm that may be exploited to generate long-term profits,
whereas core distinctive competence is the primary driver of the aspirations system.

One of the most well-known strategic management concepts is a core competence.
Prahalad and Hamel [36] coined the term “core competency” to describe skills inside varied
organizations from a competence-based approach [36,40,41]. They described core com-
petency as an organization’s collective learning, particularly how to coordinate multiple
making abilities and integrate multiple flow technologies. Core competence is a collection
of abilities and procedures that enables a company to deliver a competitive edge to its
consumers. Employees typically identify core skills by scanning and assessing three aspects
known as linked concepts: company-critical resources, capabilities, and competencies [36].
Many studies on competitive advantage have emphasized core competencies as the pri-
mary source of advantage. Core competencies are a set of competences, abilities, and
areas of knowledge that are shared across strategic business units and are the result of
the integration and harmonization of strategic business units’ competencies across the
organization [57]. Ljungquist [62] concurred with Prahalad and Hamel [36] in using three
criteria to identify a core competency from a competence. To begin, a core skill must make a
meaningful contribution to providing customers with advantages from a product/service.
Second, a core competency should be competitively distinct and difficult to copy by com-
petitors. Third, a core competence should be able to access a wide range of markets and
should be capable of continual improvement and development.

The objective is the third component of the SCA process. It is a subprocess to be
better or different from competitors or to be impossible to duplicate. Although possessing
varied and immobile resources, skills, competences, and core competencies is important
for creating a competitive advantage, it is not enough if the company wants to maintain it.
According to the RBV, the resources, capabilities, competences, and core competencies that
meet all of the VRIO criteria maintain competitive advantages [9].

Updating is the fourth step in the SCA process. The idea is to look at the SCA from
a strategic standpoint and evaluate it as a dynamic process. SCA, according to Pearce
and Robinson [64] and Czinkota and Kotabe [65], comprises long-term strategies that
differentiate a business from its competitors, such as price strategy, strategy–structure fit,
communication strategy, or cross-functional cooperation. If organizations truly desire to
have SCA, Hitt, Ireland, et al. [66] argued that they should be able to resist the upheaval
environment and generate a new competitive advantage in the process. Jiajia [67] described
SCA as a continuous process. Specifically, businesses should gain a new competitive edge
before the current one deteriorates. Enterprises establish a continuous corrugated track by
building competitive advantage as a continuum in mutual relationships.

4. Strategic Leadership Capabilities

According to the RBV, strategic leaders must focus on important resources, capabilities,
and/or competences, as these are potential variables that lead to SCA and long-term
success. Some researchers have endorsed this viewpoint, such as Hitt and Ireland [39], who
believe that strategic leadership is about having key resources, such as connections and
partnerships with various organizations (social capital), as well as forming outstanding
teams (human capital). Nevertheless, Crossan, Vera, and Nanjad [68] and Hitt, Ireland,
et al. [66] feel that strategic leadership is a leader’s ability to predict, foresee, and cause the
organization to remain in its successful state, as well as versatility to encourage strategic
change that is sensitive to the company’s current circumstances. Furthermore, Boal [69]
described strategic leadership as a process that develops, concentrates, and empowers an
organization’s people and social resources and competencies in order to achieve the actual
time it takes to acquire opportunities and threats. Furthermore, Hirschi and Jones [38]
define strategic leadership as the leader’s readiness for any future event as well as his or
her competence to manage the organization’s critical resources in order to attain SCA. Hitt
and Ireland [39], Ireland and Hitt [70], and Mahdi and Almsafir [14] described strategic
leadership as a leader’s ability to foresee, imagine, preserve flexibility, think strategically,
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and collaborate with others to configure, develop, and use human and social resources to
create value.

Effective strategic leadership capabilities (SLCs) are required in the new competitive
landscape envisaged in the twenty-first century, according to the strategic literature as-
sessment [66,70,71]. Exploring and sustaining unique core competences, creating human
capital, and developing social capital were all combined into one action by Hitt, Ireland,
et al. [66] as efficiently managing the firm’s resource portfolio. The ability to success-
fully manage the organization’s portfolio of resources is perhaps the most critical duty
for strategic leaders. Strategic leaders organize resources into capabilities, structure the
company to exploit the capabilities, and develop and implement a strategy to leverage
those resources to gain a competitive advantage [72]. Strategic leaders must, in particular,
utilize and sustain the organization’s fundamental strengths, as well as build and retain
the company’s human and social capital [66]. Managing human and social capital is at the
heart of strategic leadership [58]. Furthermore, McCallum and O’Connell [73] noted that
human capital and social capital are not mutually exclusive. This is reflected in the fact
that some leadership skills can be viewed as both human and social capital. As a result,
the SLCs focus on the development of human and social capital. According to Hitt and
Ireland [39] and Mahdi and Almsafir [14], creating human and social capital was chosen as
the SLC for the purposes of the study.

4.1. Developing Human Capital

The fundamental component of intellectual capital is emphasizing human capital as a
component of intellectual capital [74,75]. The term “human capital” refers to a company’s
complete workforce’s “knowledge and skills” [66] (p. 388). Employees’ human capital
contributes to the development of the organization’s overall intellectual capital, according
to the human capital theory [76]. Employees’ knowledge, skills, capabilities, commitment,
know-how, ideas, and health are all examples of important resources that bring economic
value to firms [76,77]. “The competences, tacit experiences, and general knowledge-base
of employees in an organization are represented by human capital” [78] (p. 55). Human
capital, according to Bart [79], is an organization’s personnel cumulative knowledge, edu-
cation, attitudes, experiences, and certain identifiable abilities. Ballout [80] described HC
as a theoretical foundation for understanding an individual’s approach to professional
achievement. Human capital, on the other hand, refers to processes involving training,
education, and other professional initiatives to improve an employee’s knowledge, skills,
abilities, values, and social assets, resulting in the employee’s satisfaction and performance
and eventually the organization’s performance [81]. Individual knowledge was defined by
Au, Altman, and Roussel [74] as human capital inside an organization. Human capital has
established itself in current academia and commercial practice as a means of explaining
economic success and individual well-being at both the national and organizational lev-
els [82]. Human capital may be the most significant resource in today’s knowledge-based
economy for all types of enterprises, products, and services, large and small, new and
established. Hitt, Haynes, and Serpa [12], Hitt and Ireland [39], and Hitt, Ireland, et al. [66]
all emphasized the value of investing in human capital development.

Human capital investments would be high, according to the human capital theory,
if employees benefited greatly from the developed human capital [77,83]. Human capital
benefits also include a high individual return on investment, an increase in return, the
potential to become a future leader, the opportunity to work on high-profile projects, and a
rise in position and authority [39,77,78,84,85]. These are employee-perceived advantages
based on the quantity of human capital production perceived by employees [76]. Bontis
and Serenko [78], on the other side, explained human capital benefits in terms of the
human capital value and human capital effectiveness, respectively, in terms of human
capital return on investment and return factor. Furthermore, as the world becomes more
globalized, human capital development is becoming more important, and it is one of the
most important ways to enter the international realm [86]. Human capital development
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could be viewed in this light as a firm’s investment in improving the competence of its
personnel to gain a competitive advantage [87].

4.2. Developing Social Capital

Social capital, like human capital, is a component of intellectual capital and unavoid-
ably contributes to human capital development [76]. That is inherent in the acuteness of
individuals’ social perceptions and the structure of their social interactions, according to
Balkundi and Kilduff [88]. Furthermore, Prusak and Cohen [89] defined social capital as
the active relationships between individuals, where trust, shared understanding, shared
values, and behaviours bind members of human networks, allowing cooperative action.
“Social capital is the goodwill available to individuals or groups”, according to Adler and
Kwon [90] (p. 23). The form and content of the actor’s social relationships are its sources. Its
impacts are a result of the information, influence, and solidarity that it provides to the actor.
According to Nahapiet and Ghoshal [91], social capital is the sum of real and potential
resources embedded in, available through, and generated from a social unit’s network of
interactions. It was discovered that social capital includes both presented knowledge about
what is already established with the environment and knowledge collected by different
parties during knowledge exchanges. Social capital, on the other hand, refers to internal
and external ties that help businesses complete tasks and produce value for consumers
and shareholders. A company’s social capital is a valuable asset. Strategic leaders must
reconcile social capital within their units and organizations, as well as social capital in
external environments [39,89,90].

Effective strategic leaders develop social capital, which leads to favourable company
outcomes [73]. As a result, the strategic leader’s ability to continually create and effectively
integrate the organization’s external social with internal social capital has an impact on
the organization’s performance. To build external social capital, leaders must first identify
and create relationships with the organization’s partners [92]. Leadership would assist
people to learn how to relate to others, coordinate their activities, make commitments, and
develop extended social networks, according to Edmonstone [93]. Strategic leadership
ability, according to Hartley, Martin, and Benington [94], is defined as the ability to un-
derstand contexts and situations, build alliances and alignment, balance the interests of
major stakeholders, and take on strategic directions and scanning in the construction and
maintenance of social networks.

Organizations can develop social capital, according to Nahapiet and Ghoshal [91] and
Prusak and Cohen [89], by building trust through transparency and authentic leadership,
providing time and space for people to connect and have personal conversations, and
establishing recognition and reward systems that support and reinforce collaboration.
Leadership development can help to increase social capital by not only improving the
performance of individual leaders but also through fostering relationships, coordinating
actions, and extending and strengthening the social network [95]. Creating a shared
understanding between strategic leaders and personnel within the business, as well as
between strategic leaders and people outside the organization, is one of the ways that
leadership can help to generate social capital [96]. Raelin and Coghlan [97] also claim that
creating shared knowledge can help the organization’s institutional memory. In essence,
“performing leadership” entails the establishment of shared understanding. It allows the
spread of information within the organization and the emergence of a single sense of “who
we are”. Shared understanding can also help to reinforce new behaviours and keep them
going over time.

The essence of the social capital theory, according to Ellinger, Baş, Ellinger, Wang, and
Bachrach [98], is that interpersonal relationships are the key to success and that fostering
stronger connections within social networks by creating environments that promote trust,
relationship, and goodwill yields positive outcomes. Furthermore, strategic leaders are in
a unique position to improve access to knowledge, learning methodologies, and networks
for their staff. Strategic leaders are critical in developing, structuring, and reinforcing
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information shared across the enterprise. Strategic leaders promote intra- and extra-
organizational dialogue, encourage the growth of views and assumptions, generate new
ideas, and initiate collective action to improve cognition. Individuals are encouraged to
contribute new ideas/schema to old problems as well as uncover new challenges to which
known or knowable shared schema can be applied through interacting with a wide range
of networks, both inside and outside the firm’s borders [99].

5. Knowledge Management Processes

Knowledge management (KM) is widely recognized among academics as a cross-
functional and multidimensional discipline [15]. Researchers and academics have defined
KM in a variety of ways. Singh [19] viewed KM as a process that fosters information
sharing and establishes learning as a continuous activity inside an organization from a sys-
tematic process perspective. More than that, KM is a collection of well-defined processes or
methods for locating critical information across various KM operations [100]. Furthermore,
knowledge management (KM) is a systematic way to managing organizational knowl-
edge and activities, such as developing, structuring, organizing, retrieving, sharing, and
assessing an organization’s knowledge assets [101]. KM, on the other hand, is the strategic
application of collective organization knowledge and know-how to increase profits and
market share [102]. KM is also about managing and building a corporate culture that
supports and encourages the sharing, appropriate utilization, and development of knowl-
edge that permits a strategic competitive advantage for the company [103]. Albers and
Brewer [104] agreed, describing KM as an innovation process that includes the invention,
acquisition, incorporation, allocation, and application of knowledge to improve an organi-
zation’s operational efficiency and competitive advantage. Furthermore, KM provides the
appropriate information to the appropriate group at the appropriate time. Furthermore,
from the perspective of an intangible asset, KM is the concept of a deliberate design of
processes, tools, and structures to increase, renew, share, or improve the use of knowledge
represented in any of the three elements of intellectual capital (structural, human, and
capital) [105]. KM is a process of developing knowledge to transform an organization into
a learning organization [98] from the standpoint of organizational learning. Finally, in
terms of KM definitions, the current study underlines that KM is a holistic concept that
encompasses all of the issues raised by these definitions. According to this viewpoint,
KM is an intellectual absorb for the information age. As a result, the literature supports
Drucker’s [106] conclusion that there is no such thing as knowledge management in the
same way that there is knowledge management in the management of those who know.

The importance of KMPs in contemporary organizations has been highlighted in the
academic literature [107], with some authors claiming that an organization’s ability to
generate knowledge is critical [30,108]. KM, according to Bollinger and Smith [109], is
both a goal and a process. They reasoned that knowledge management is focused on
sharing information for the benefit of the organization as a consequence and aim. Knowl-
edge management practices are more about sharing, cooperation, and making the best
possible use of a strategic resource than they are about control. KMPs are socially enacted
activities that support individual and group knowledge and engagement, according to
academics [110,111]. These activities differ according to the available knowledge resources
(human and social capital). As a result, the company should decide which of these activities
it wants to support and then adopt appropriate organizational elements and technology to
make that possible [112]. The KMPs are built on everyone in the organization’s ability to
bring value to core business processes by creating, communicating, codifying, and coor-
dinating both explicit and tacit knowledge repositories [102]. Nonaka and Takeuchi [102]
proposed that the flow of information passes through socialization, externalization, combi-
nation, and eventually internalization. Starting with the raw experience, understanding,
categorizing, and lastly creating personal mental models that transcend the experience are
all part of it.
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The KMPs are dynamic, interdependent, and intertwined systems. Individuals and
teams can be involved in various aspects of these knowledge processes at any time and
in any part of a company. Furthermore, knowledge management is a dynamic, cyclical
process that requires employees to engage with information continuously, acquire new
knowledge, apply it to improve decisions, generate new information and knowledge in the
process, apply that new knowledge to new situations, and so on. The KMPs are founded
on three principles. People must first have information; second, they must be willing to put
that knowledge to use; and third, they must have the capacity and intelligence to recognize
when to put that knowledge to use [113]. KMPs may also help to maintain a competitive
advantage, according to some research [9]. Organizations must continuously develop new
knowledge, allow its exchange within them, and apply it to create products or services to
obtain a competitive advantage through KMPs [108,109].

According to Mertins, Heisig, and Vorbeck [114], the Fraunhofer IPK Berlin model
of KMPs was used for this study: “Knowledge management describes all methods, in-
struments, and tools in a holistic approach that contribute to the promotion of the core
knowledge processes—to generate knowledge, store knowledge, distribute knowledge,
and apply knowledge supported by the identification of a problem” (p. 3). The phrase
“information distribution process” has been changed and adapted in this study with the
term “knowledge sharing process”, which Al-Alawi [115] emphasizes as an important
procedure. The success of knowledge management techniques is influenced in great part
by the top and mid-level management support, according to this paradigm. As a result,
leadership is a crucial aspect of achieving success. Each manager is responsible for promot-
ing and personifying information exchange. In the following part, we will go over these
procedures.

5.1. Knowledge Identification

The initial sub-process of knowledge selection is knowledge identification. This
sub-process establishes the requirement for information and how to find the appropriate
knowledge [9]. The demand for information must be determined before it can be devel-
oped or disseminated [116]. The identification of knowledge, according to Heisig and
Vorbeck [117], is an essential foundation for every knowledge management initiative. The
goal is to determine what corporate information exists, who the knowledge carriers are,
and where this knowledge is housed. Suppliers, customers, and research institutions can
all be sources of information, both within and externally. The value of knowledge identifi-
cation in an organization is determined by the organization’s objectives, infrastructure, and
culture, according to Davenport and Prusak [118]. Knowledge identification also refers to
recognizing and realizing the organization’s knowledge demands [119]. After identifying
organizational knowledge, a requirements analysis can be undertaken to bridge the gap
between current knowledge and the knowledge required to define an organization’s skills
and competitiveness, as well as to assure its ability to survive and adapt [120].

5.2. Knowledge Goals Formulation

Practical knowledge management starts initially with the development of clear goals.
This is vital for the selection of suitable methods and the subsequent control and evaluation
of performance [9]. Heisig and Vorbeck [113] divided the knowledge goals formulation
into short-term (clarity), medium-term (processes improvement, easier decision, and pre-
dictions), and long-term goals (success and market leadership, customer orientation, and
satisfaction). Furthermore, knowledge goals also point the way for KMPs. They determine
which capabilities should be built on which level. Normative knowledge goals deal with
the creation of a knowledge-sensitive corporate culture, in which sharing and development
of know-how create the preconditions for effective knowledge management. Strategic
knowledge goals define organizational core capabilities and describe the future knowledge
needs of the organization. They determine the desirable competence portfolio for the
future and are therefore an extension of the organization’s traditional planning processes.
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Operational knowledge goals make sure that normative and strategic knowledge goals
will be translated into action [116,117].

5.3. Knowledge Generating

The acquisition and creation of knowledge are referred to as knowledge genera-
tion [109]. Internal procedures for creating, generating, developing, building, and con-
structing knowledge are referred to as knowledge acquisition. The process of gaining
fresh and helpful insights and ideas is referred to by these phrases [118]. Knowledge cre-
ation refers to an organization’s ability to generate new and beneficial ideas and solutions
for a variety of activities, including goods, technological processes, and managerial prac-
tices [119,120]. Knowledge generation is regarded as one of the key KMPs in most prior and
new publications [9]. In comparison to other KMPs, it is the most important because it is
via this approach that organizations or individuals develop knowledge that is shared with
or utilized by others [121,122]. Knowledge-generating is defined by Mertins et al. (2001)
as measures and instruments that stimulate the generation and acquisition of external
knowledge, as well as approaches to elicit tacit knowledge. Awad and Ghaziri [123] and
Heisig and Vorbeck [113] both demonstrated how knowledge is generated mostly through
teamwork and knowledge translation experience. In addition, Huber [124] pointed out
that knowledge creation can and should occur in an unregulated manner. This depicts the
options of obtaining or generating the needed knowledge once the need for knowledge has
been acknowledged and it cannot be discovered internally. Two types of knowledge can
appear while developing knowledge, according to Nonaka and Takeuchi’s SECI (socializa-
tion, externalization, combination, and internalization) process model [102]. They are tacit
and explicit knowledge, which are embedded in the goods, services, and labor processes of
a business once they are created. Knowledge generating and process execution were linked
by Bontis and Serenko [70], who viewed knowledge producing to be a major outcome of
human capital management methods.

5.4. Knowledge Storage

Knowledge storage activities include categorizing knowledge into various categories,
sending knowledge in time activities, and storing knowledge in the organization’s database
activities [121]. Knowledge storage, according to Vorbeck and Finke [122], is a structured
and systematic competence. The storing knowledge potential for expert systems was
discussed by Heisig and Vorbeck [117]. Many businesses have historically overlooked
the impact of organizational memory. As a result, outsourcing or a high rate of worker
turnover almost always results in the loss of organizational knowledge [9]. However, to
access and recover information in the future, it must be continuously stored on the organi-
zation’s various data carriers, equipped with the appropriate indexing mechanisms, and
updated [116]. Furthermore, knowledge must be updated regularly because knowledge in
the knowledge society becomes obsolete quickly [116].

5.5. Knowledge Sharing

Knowledge sharing refers to the degree of intra-organizational collaboration and
involves both vertical and horizontal communication of ideas, papers, news, “lessons
learned”, know-how, and other pertinent information [78]. After existing knowledge
has been recognized or new knowledge has been developed, knowledge sharing is com-
pleted [9]. Because one of the primary objectives of knowledge management research and
practice is to promote the flow of knowledge among organization members [123,124] to
add value and create opportunities for competitive advantage [115,125], this sub-process
is regarded as the core process of knowledge management. Knowledge sharing, accord-
ing to Bartol and Srivastava [126], is described as social contact among employees in a
department or organization as they share organizationally relevant information, ideas,
suggestions, and expertise. Employees formally and informally share tacit and explicit
information [127]. Sun and Hao [116] identified three sub-processes of knowledge sharing
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performance. Documentation, conversion, and exhibition are all examples of knowledge
representation. Second, knowledge distribution aids in the dissemination of information
that must be made available across the organization. Finally, knowledge application is
aided by knowledge use.

5.6. Knowledge Application

The purpose of knowledge is the application of the relevant knowledge that is available
after it has been distributed. Only the application of knowledge allows for new individual
and communal learning processes. New information is developed as a result [9]. As
a result, knowledge’s essential operations can be thought of as a closed-loop [117]. By
integrating the available knowledge papers, knowledge users can combine the knowledge
and apply it to actual practice at this point. This technique provides information on how to
adapt the knowledge management strategy [128]. Knowledge application, according to
the researchers, is defined as “the practice of acquired knowledge from other members or
divisions in a meaningful way in specific organizational divisions” [129].

6. Underlying Theories

The resource-based view is regarded as one of the most prominent ideas in management
research history, particularly in terms of strategic management deployment [33,34,130–132].
The RBV of the firm is a stream of research that also encompasses three closely related
but different schools of thought: a resource-based view of the firm, a dynamic capability-
based view of the firm, and a competence-based view of the firm. Some scholars consider
the three views to be one school of thought that shares the same underlying theoretical
structure [133]. The RBV’s basic concept is to use the company’s resources, particularly
internal sources [134], and core competencies to develop SCA, which leads to improved
performance. The RBV stresses an organization’s distinct assets and competencies that
make the difference in gaining a competitive advantage. As a result, management efforts
should be directed at gathering [32,33], developing, and exploiting these strategic resources
in order to maintain a competitive advantage [135]. According to Barney [32], not all
business resources have the ability to provide sustainable competitive advantages. To have
this potential, the firm resource must possess four characteristics that Barney defines as an
organization’s strategic competencies for sustaining competitive advantage: value, rarity,
imperfection, and non-substitutability.

Organizational resources are all tangible and intangible assets controlled and owned
by an organization, such as capabilities, organizational processes, organizational character-
istics, information, knowledge, and physical structures. They allow it to execute efficiency
and effectiveness methods that lead to SCA and increased performance [32,33,136]. The
capability to undertake a task or activity that requires complex patterns of coordination and
collaboration between human capital and resources is known as capability [54,132]. Strate-
gic assets are these resources and competencies that must be included in the end-products
or services that provide value to customers.

There has been a lot of research into different approaches to conceptualizing the RBV
in empirical investigations. Newbert [137] divided past RBV empirical research theoretical
methods into four categories: resource heterogeneity, organizational approach, conceptual
level, and dynamic capabilities. When a firm controls a valuable, rare, inimitable, and
non-substitutable resource, capability, or core competence, the resource heterogeneity
approach claims that it will affect the firm’s competitive advantage or performance. The
organizing approach discusses the conditions that allow for effective resource and capability
exploitation at the company level. Scholars are using the conceptual level approach to see
if the characteristics of a resource, such as value, rarity, and inimitability, can effectively
explain performance [32]. Finally, the dynamic capabilities approach focuses on individual
resource-level processes that influence competitive advantage or performance, with a given
resource interacting with a specific dynamic capability as an independent variable.
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Scholars, on the other hand, have been more prone to emphasize the capabilities of
firms rather than their processes in the most recent growing trend associated with the RBV.
As a result, concepts such as combinative capabilities [138], capabilities [138], architectural
competency [139], and dynamic capabilities [60] have been employed by various academics.
The definitions of these concepts, on the other hand, all refer to business activities that
employ specific resources, integrate them, reconfigure them, and release new competitive
advantage resources [59]. Therefore, the goal of this research is to create a model that
incorporates capabilities and processes to aid the SCA process of transforming resources
into capabilities, competences, and core competencies. The competitive advantage, ac-
cording to the RBV, resides in better organizational resources, skills, and/or competencies.
Human capital, social capital, skills, and knowledge are all regarded as increasingly im-
portant organizational resources in this context [54,66,140]. Because the effectiveness of
some resources is contingent on their interactions or combinations with other resources or
talents, no single resource, real or intangible, emerges as the most crucial for sustaining
competitive advantage and improving organizational performance. An organization may
stay ahead of its competition and continue to achieve superior returns by developing the
combination of its tangible and intangible assets [37]. As a result, the firm may stay ahead
of its competition and continue to achieve superior returns by combining SLCs and KMPs
skills with organizational resources. The RBV, in conclusion, is an excellent beginning point
for SCA since it teaches how to identify possible SCA resources and capabilities within
organizations from a strategic standpoint.

Researchers established the knowledge-based view (KBV), which is an extension of the
RBV view that conceptualizes organizations as diverse knowledge-bearing entities [141],
based on the RBV [32,33] and dynamic capabilities approach [37]. According to Kogut and
Zander [138] (p. 284), the knowledge-based view argues that knowledge is a crucial reason
for the existence of businesses: “what firms do better than markets is the sharing and trans-
fer of the knowledge of individuals and groups inside an organization”. Polanyi [142] came
up with the KBV (p. 4). He divided knowledge into two categories: explicit knowledge,
or codified knowledge, which refers to knowledge that can be formally transmitted and
articulated to others, and tacit knowledge, which is a personal knowledge that is difficult to
formalize and communicate and is embedded in people that they cannot articulate. When
Polanyi [142] (p. 4) famously stated, “we know more than we can say that we know”, he
was referring to tacit knowledge. Knowledge is the most strategically important resource
in the company, according to the KBV [50,138]. With the rise of the strategic management
approach in the management literature, knowledge as a vital resource has continued to
attract more attention, where it is viewed as a corporate asset, a competitive advantage,
and a change manager [143]. As a result, Nonaka’s [144] knowledge generation theory is
employed to support the KBV, which is one of the underpinning ideas in this study.

Knowledge is formed, according to information creation theory, by interaction and
conversion of tacit and explicit knowledge. Employees can convert knowledge in four
different ways: tacit knowledge to tacit knowledge via socialization, tacit knowledge to
explicit knowledge externalization, explicit knowledge to explicit knowledge via combi-
nation, and explicit knowledge to tacit knowledge via internalization (SECI). Different
types of knowledge conversion follow one another in a spiralling process of knowledge
development [144]. This approach also emphasizes knowledge generation at the organiza-
tional and inter-organizational levels [30,145] through dialectical processes [145] among
individuals and groups. Knowledge creation theory provides a framework for individual
knowledge generation as well as organizational knowledge accumulation. The cornerstone
of organizational renewal and SCA [36] is the creation of new knowledge. Companies
must constantly absorb existing knowledge, produce new knowledge, and pursue practical
wisdom to attain and retain competitiveness and sustainable growth [2].
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7. Strategic Leadership Capabilities and Sustainable Competitive Advantage

Hitt et al. [71] explored, modelled, and constructed important strategic leadership
components, which Hagen, Hassan, and Amin [146] investigated empirically. According
to the findings, American chief executive officers (CEOs) recognized the need to integrate
the important components of the suggested model of corporate strategic leadership. Hitt
and Ireland [39] investigated the relevance of both types of human and social capital to
leaders and how they might be managed to create value for the unit and the enterprise in a
theoretical study. Both are important factors in obtaining a competitive edge from the RBV.
Ireland and Hitt [70] underlined the importance of strategic leadership in achieving and
maintaining strategic competitiveness in the same environment. The firm’s strategic lead-
ership practices can become a source of competitive advantage if the strategic leadership
components are executed correctly. Furthermore, strategic leadership in a company that
can grow its capabilities will be able to keep its competitive advantage. Several firms have
attempted to maintain a competitive advantage by utilizing resources and capabilities,
according to the RBV [34,36]. By managing the organization’s portfolio of resources (human
capital and social capital), strategic leadership enables the conversion of resources or skills
into genuine capability or competency [39]. This is accomplished by converting those
resources or talents into capabilities and reorganizing the organization to take advantage of
those capabilities and, furthermore, developing those resources to gain a competitive edge
and ensure long-term viability [15,66]. Furthermore, boosting human and social capital
adds value to the company and aids in the development of SCA [38,39]. In their study, the
authors of [14] discovered that SLCs have a strong positive impact on SCA. As a result of
what was found in the literature review, the study proposed that:

P1. Strategic leadership capabilities have a significant relationship with a sustainable competi-
tive advantage.

8. Strategic Leadership Capabilities and Knowledge Management Processes

In the processing of knowledge, leadership plays an important role [147]. Strategic
leaders, according to Boal and Schultz [99], are critical components of the adjustment
process of a complex adaptive system. This is because they are in a unique position
to improve workers’ access to knowledge and encourage individuals to contribute new
ideas, learning methodologies, and networks to solve challenges. The art of knowledge
management methods is significantly and negatively connected with both directive and
supportive leadership styles, according to Singh [19]. He also shows that counselling and
delegating leadership styles are both favourably and strongly associated with knowledge
management. Furthermore, only the delegating mode of leadership behaviours was found
to be predictive of knowledge production and management for competitive advantage.
According to Sayyadi [6], transformational leadership has a favourable impact on knowl-
edge management. The link between SLCs and KMPs, on the other hand, has been largely
ignored in the study. As a result, based on the findings of the literature research, it is
proposed that:

P2. Strategic leadership capabilities have a significant relationship with knowledge manage-
ment processes.

9. Knowledge Management Processes and Sustainable Competitive Advantage

Integrated KMPs for product knowledge, according to Leitch and Rosen [148], give an
organization a competitive advantage. Bou-Llusar and Segarra-Ciprés [149] looked at the
consequences of strategic knowledge and knowledge transfer mechanisms for competitive
advantage. They looked at one of the most important issues in a KBV, defining the source
of competitive advantage: knowledge vs. KMPs of acquisition, transfer, and generation.
KMPs and SCA have a substantial association, according to Mahdi, Nassar, and Almsafir [9].
As a result, the study recommended that:

P3. Knowledge management processes have a significant relationship with a sustainable
competitive advantage.



www.manaraa.com

Sustainability 2021, 13, 9891 14 of 27

10. Strategic Leadership Capabilities, Knowledge Management Processes, and
Sustainable Competitive Advantage

Leadership is characterized as the capability to influence a group toward achieving a
vision or set of objectives [150]. Strategic leaders are needed in today’s changing world to
challenge the status quo, generate future visions, and motivate the organization. According
to a review of leadership literature, information management and knowledge management
are crucial leadership roles. Information and knowledge management, as well as expertise
held by leaders, are vital for achieving a competitive advantage, according to several
approaches to leadership research [151]. Furthermore, Hitt and Ireland [39] concurred and
said from the RBV [32,33] that strategic leadership aspires to maximize the organization’s
people and social capital. Furthermore, Hirschi and Jones [38]; Hitt, Haynes, et al. [12]; and
Hitt and Ireland [39] all concurred in their investigations that the diverse methods for the
study of strategic leadership suggest that strategic leaders’ KM is vital for SCA. As a result,
the study recommended that:

P4. Knowledge management processes mediate the relationships between strategic leadership
capabilities and sustainable competitive advantage.

11. Method of Study

The model approach has been used to build a theoretical framework that predicts
the relationships between the concepts [152]. A conceptual model describes an entity and
identifies issues that should be considered [152–154]. The potential goals and applica-
tions in a model paper are explaining and predicting relationships between constructs,
identifying novel connections between constructs, developing theoretical propositions
that introduce new constructs and/or relationships between constructs, and explaining
why a sequence of events leads to an outcome. The starting point in research design
considerations is phenomenon or theory/concept, the choice of domain theories through
the literature that addresses key elements of the phenomenon/concept to be explained,
and the choice of method theory that enables the explanation of relationships between the
studied variables [152]. The current paper builds on theories and augments the literature
and ideas presented in the conceptual and theoretical model of the study to investigate the
relationship between strategic leadership capabilities, knowledge management processes,
and sustainable competitive advantage with the primary objective of formulating a set of
detailed propositions.

12. The Proposed Research Framework

Several firms have attempted to maintain a competitive advantage by utilizing re-
sources and capabilities based on the resource-based view. According to the resource-based
view [32–36], knowledge-based view [138,142], and knowledge creation theory [30,145],
most strategic leaders believe that investing in human capital and social capital to develop
tacit and explicit knowledge may improve their organizations’ sustainable competitive
advantage. Most studies, however, have not looked into how businesses might use knowl-
edge assets to achieve a sustainable competitive advantage through strategic leadership
capabilities and knowledge management processes. Furthermore, earlier similar theories
did not devote enough attention to how to turn resources or abilities into tactical capability,
competency, or core competence. Because there will be no sustainable competitive advan-
tage if there is no such conversion. Rather, they looked at strategic leadership, knowledge
management processes, and sustainable competitive advantage separately.

In the field of strategic leadership and knowledge management, there are few research
attempts, notably in corporate organizations. Some scholars have undertaken theoretical
analyses of the link between strategic leadership and sustainable competitive advantage
based on the resource-based view [12,39,70,155]. Using grounded theory, several of them
performed theoretical investigations on higher education leadership roles in knowledge
processing [147] and the function of senior executives in knowledge management [151].
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Others [156–159] have undertaken empirical research that focused on the link between KM
and sustainable competitive advantage.

Neither scholars nor practitioners, on the other hand, have looked into the idea of
an integrated model. As a result, no empirical research on the integration of strategic
leadership capabilities, knowledge management processes, and sustainable competitive
advantage in business organizations has been conducted so far. This study proposes an
integrative model of strategic leadership capabilities, knowledge management processes,
and sustainable competitive advantage processes in organizations in order to fill this
research gap.

This paper’s study framework aims to offer an integrative view of strategic leadership
capabilities, knowledge management processes, and sustainable competitive advantage,
as well as provide strategic recommendations for businesses. The study looked at past
empirical investigations to see if strategic leadership capabilities had an effect on sustain-
able competitive advantage and if knowledge management processes had a mediating
effect on the association between strategic leadership capabilities and sustainable com-
petitive advantage. It becomes easy to comprehend how strategic leadership capabilities
develop information to support knowledge management processes and further extract the
value of those knowledge management processes to sustainable competitive advantage by
presenting knowledge management processes as a mediating variable.

Relevant theories such as the resource-based view [32–36], knowledge-based view [138,142],
and knowledge production theory [30,145] provide an integrative perspective of strategic
leadership capabilities, knowledge management processes, and sustainable competitive
advantage variables. RBV is the theory that underpins all of these hypotheses. The idea of
strategic leadership has been developed from the perspective of human and social capital
development [39,66,70]. On a tactical level, the notion of knowledge management processes
has been examined from the strategic perspective of organizational skills in organizing and
disseminating critical knowledge [160]. The theoretical framework was continually refined
after the literature survey was completed, which makes this study unique. The study’s
models were discovered through the literature review. The conceptual and theoretical
study frameworks in this paper are based on the strategic leadership model, which focuses
on capabilities [39,66,70], the knowledge management model, which focuses on processes
capabilities [114,144,160–162], and the sustainable competitive advantage model, which
focuses on processes [9,32,33,36,37,40,41].

Due to the nature of the research aims, which are to explore the influence of strategic
leadership capabilities and knowledge management processes capabilities in the sustain-
able competitive advantage process, the capabilities-based approach [37] is used in the
study. It should also be highlighted that relatively few empirical studies on strategic
leadership have taken a capabilities-based approach. The study framework for this paper
is built on two primary strategic leadership capabilities, four sustainable competitive ad-
vantage constructs, and six knowledge management process capabilities, as described in
the literature review and to fill the research gap left by prior studies.

12.1. Conceptual Frameworks

Three key conceptual frameworks for the study emerged from the literature review.
Figure 1 depicts the first conceptual framework, which illustrates that two primary aspects
influence an organization’s ability to construct sustainable competitive advantage: strategic
leadership capabilities and knowledge management processes. These criteria impact the
organization’s ability to develop a sustainable competitive advantage at various levels.
Strategic leadership capabilities are the independent variable. Strategic leadership capabili-
ties involve creating both human and social capital, according to multiple recent studies by
Burt [163]; Hitt, Haynes et al. [12]; Hitt and Ireland [39]; Hitt, Ireland, et al. [66]; Hitt, Keats,
and Yucel [164]; and Ireland and Hitt [70]. Human capital refers to a company’s complete
workforce’s “knowledge and skills” [66] (p. 388). The sum of the existing and potential
resources contained within, available through, and generated from an individual’s or social
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unit’s network of relationships is referred to as social capital [91] (p. 243). Information,
technology, know-how, and skills are all examples of knowledge, which are seen as a
significant resource and potential source of capabilities and competencies for innovations
and new product creation. Integrating these resources better than competitors creates value
and sustainability. It encompasses explicit knowledge, which may be officially expressed
as numbers, words, software, and so on, as well as tacit knowledge, which includes in-
tuitions, hunches, and insight [118,142]. As markers in creating sustainable competitive
advantage, strategic leadership generates and retains an organization’s people and social
capital. Organizations can grow human capital and social capital value, improve KMPs
via explicit and tacit knowledge value, and eventually boost their sustainable competitive
advantage by implementing effective strategic leadership capabilities.
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The sustainable competitive advantage is the dependent variable. The four aspects
that make up the basic principle of the sustainable competitive advantage process are sub-
ject, media, objective, and continuous change. According to the resource-based view [32,33],
the subjects are resources. The transition of subjects into media, or the transformation of
heterogeneous and immobile resources into capabilities, competencies, and core competen-
cies, is what the media is all about. The goals are to evaluate resources, skills, competencies,
and core competencies in terms of how valuable, scarce, and expensive to copy they are,
as well as how well-organized the organization is to capture value VRIO [46,52]. The
sustainable competitive advantage will be reviewed as a dynamic process as part of the
update element.

The knowledge management processes are demonstrated by the mediator variable.
The literature review justified and explained the knowledge management processes as a
mediator theoretically. Knowledge management processes are the production, communica-
tion, codification, and coordination of both explicit and tacit knowledge stores based on
the capacity of all people of the organization to add value to essential business operations,
according to knowledge creation theory [30]. Tacit knowledge refers to knowledge that is
difficult to express in formal language, stems from personal experience, perceptions, and
values, and is context-dependent [165]. It is regarded as the construction organization’s
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most strategically vital resource, as well as the only renewable and sustainable base for its
activities and competitiveness [166]. The knowledge that may be transmitted in formal,
systematic languages is referred to as explicit knowledge [167]. Tacit and explicit knowl-
edge are complementary, which indicates that both types of knowledge are important in
the formation of new knowledge. Without tacit insight, explicit knowledge quickly loses its
meaning. Information is formed by the interaction of tacit and explicit knowledge, rather
than by either tacit or explicit knowledge alone [161].

To process and manage tacit and explicit knowledge, knowledge management pro-
cesses employ the capabilities of knowledge identification, knowledge goals formulation,
knowledge generation, knowledge storage, knowledge sharing, and knowledge applica-
tion. Strategic leadership capabilities generate tacit and explicit knowledge by growing
human capital and social capital in order to add value. This extra value is reflected in the
organization’s sustainable competitive advantage.

In this study, the resource-based view is used to describe the process of combining
resources and capabilities. Strategic leadership represents the organization’s strategic
capabilities. Human and social capitals are both strategic assets. Developing human
capital and social capital are conceptually associated and linked to tacit and explicit knowl-
edge [12,39,70,73,76,90,91,168,169]. They build the channels that connect strategic leader-
ship capabilities and knowledge management processes capabilities. Knowledge manage-
ment processes are tactical capabilities within an organization. The strategic leadership
capabilities and knowledge management processes capabilities translate strategic resources
into capabilities, competences, and core competencies based on the resource-based view’s
distinctive traits of being valuable, scarce, costly to replicate, and organized [33,46,52].
As a result, the impact of strategic leadership capabilities on sustainable competitive ad-
vantage is assessed in conjunction with the organization’s resources, skills, competences,
and core competencies in growing human capital and social capital. Furthermore, the
impact of strategic leadership capabilities on knowledge management processes capacities
is examined in conjunction with the development of human and social capital, as well as
knowledge identification, knowledge goal formulation, knowledge generation, knowledge
storage, knowledge sharing, and knowledge application.

The impact of knowledge management processes capabilities in sustainable com-
petitive advantage is also taken into account when integrating knowledge identification,
knowledge goals formulation, knowledge generation, knowledge storage, knowledge
sharing, and knowledge application with the organization’s resources, capabilities, compe-
tencies, and core competencies [9]. Because strategic knowledge integration is the focus
of the knowledge-based view [170], this work used strategic leadership capabilities along
with knowledge management processes capabilities to develop and add knowledge value
to an organization’s sustainable competitive advantage.

As a result, there is evidence that strategic leadership capabilities can interact with
knowledge management processes’ capabilities to alter sustainable competitive advantage.
However, this basic conceptual framework must be expanded in order to handle the study’s
complexity through conceptual framework development. Another specific conceptual
framework can be developed from the conceptual framework, as shown in Figure 2.
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12.2. Theoretical Framework

The study advised that an adequate theoretical framework be constructed to reflect
the setting in which the paper was performed, based on the conceptual frameworks, and to
be operationalized and extended on them. A theoretical framework, according to Sekaran
and Bougie [171], specifies how variables, factors, or concepts in a model are related to
one another. The theoretical framework, according to Sekaran [172], conceptualizes how
one theorizes the relationships among numerous components that have been identified
as essential to the problem. A theoretical framework can be compared to a road map or
itinerary. It is critical to consider the appropriate theory behind the knowledge base of the
phenomenon to be researched at the start of every research investigation. If this framework
is to be empirically relevant, it must have a clear practical outcome. Designing a theoretical
framework is a conceptual and experiential process [173]. As a result, Figure 3 depicts the
theoretical framework, with strategic leadership capabilities as the exogenous variable.
In S=structural equation modelling (SEM), the sustainable competitive advantage is the
endogenous variable. Knowledge management processes classified as mediators serve a
dual purpose. The mediator variable is supposed to moderate the link between strategic
leadership capabilities and sustainable competitive advantage. Finally, this report will
propose relationships between study variables.
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13. Conclusions

In line with the main strategic thoughts provided by the resource-based view, the
knowledge-based view, and the knowledge creation theory, companies have realized that
their sustainable competitive advantage results both from the possession of resources that
are hard to transfer and accumulate, inimitable, not substitutable, tacit in nature, synergistic,
and not consumable because of their use and the ways of combining and developing them.
Consequently, a growing interest in the processes of management of knowledge resources
has been experimented with in the last decades. Several theoretical models and approaches
aimed at explaining how organizational knowledge is created, transferred, and crystallized
have been produced. Often, the proposed models and approaches have used different
terminology to denote similar knowledge processes [174]. Therefore, this study attempted
to develop an integrated business model of strategic leadership capabilities, knowledge
management processes, and sustainable competitive advantage. The main goal was to
explain the link between strategic leadership capabilities and sustainable competitive
advantage, as well as the mediating role played by the knowledge management processes
in this interaction. The proposed business model enhances underlying theories such
as the resource-based view [32–36], knowledge-based view [138,142], and knowledge
creation theory [30,145]. Further, the theoretical framework built in this study consists of
the main dimensions of strategic leadership capabilities, a complete cycle of knowledge
management processes, and a sustainable competitive advantage process as compared
to previously developed frameworks [9,14,39,114,175]. Furthermore, the present model
describes benchmarks and improves previous business models by altering or reinforcing
how they are positioned concerning the interdependent elements of business models.
The theoretical model suggested the importance of strategic leadership capabilities and
knowledge management processes to achieve a sustainable competitive advantage for the
service industry companies. More broadly, the outcomes reflect the growing discussion
over strategic leadership capabilities’ role in supporting knowledge management processes
and the formation of sustainable competitive advantage for public and private enterprises
within service industry providers such as educational institutions, telecommunication
firms, banks, and tourism.

The proposed model can assist strategic leaders in improving knowledge manage-
ment processes through explicit and tacit knowledge value in order to achieve and increase
sustainable competitive advantage. The postulated link between strategic leadership
capabilities, knowledge management processes, and sustainable competitive advantage
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received substantial support from the study’s developed theoretical framework. Strategic
leadership is also linked to human and social capital, according to this study. Based on the
fundamental theories in this study, such as the resource-based view [32–36], knowledge-
based view [138,142], and knowledge creation theory [30,145], it is also used to improve
knowledge management processes and a sustainable competitive advantage. This research
also demonstrates that in order to improve a sustainable competitive advantage, a combi-
nation of organizational resources and competencies must be established, deployed, and
protected in the resource-based view. New knowledge is a vital strategic resource [50],
according to the resource-based view [32,33] and knowledge-based view [138]. The ac-
quisition of new knowledge is one example of gaining a competitive advantage through
learning processes achieved through the combination of strategic leadership qualities and
knowledge management processes. The subjects of sustainable competitive advantage
are RBV-based resources [32,33,52]. Resources are also referred to as “tangible resources”
and “intangible resources” by others. Both of these resources can be considered part of the
resource-based view and knowledge-based view’s captured value. Capability, competency,
and core competence are the media of sustainable competitive advantage. The crucial
question is how to turn sustainable competitive advantage issues into media, which can
also be regarded as value creation from a value chain perspective [176]. According to the
resource-based view [32,33], dynamic capability-based approach [37], and competency-
based perspective [36,40,41], subjects are transformed into media by changing resources
into capabilities, competencies, and core competencies. The active resources, dynamic
capabilities, robust competences, and core competencies of organizations are assessed to
determine the objectives for achieving a sustainable competitive advantage. In terms of
VRIO [46,52], this assessment is based on the distinctive attributes of resources, capabilities,
competencies, and core competency. To adapt to the fast-changing world, the sustainable
competitive advantage’s subject–media–objective process must be modified. As a result,
these four aspects form the foundation of the sustainable competitive advantage process,
and none of them are optional. This study’s theoretical research approach also adds to the
body of knowledge in the fields of strategic leadership, knowledge management, and sus-
tainable competitive advantage. Finally, the study concludes that strategic leadership and
knowledge management process competencies are strategic assets that must be combined
in order to achieve a sustainable competitive advantage.

This research paper offers several theoretical implications that enrich the body of
knowledge in the cross-cultural literature. It also provides a practical implication for
practitioners in their workplaces. In terms of the theoretical implication, this work made a
substantial contribution to the existing literature on strategic leadership capabilities, knowl-
edge management processes, and their effect upon sustainable competitive advantage. In
addition, it addressed the remedy for the gaps in the present literature on a comprehensive
understanding of the relationship between strategic leadership capabilities, knowledge
management processes, and the sustainable competitive advantage. Especially, previous
studies consider knowledge management processes as a mediating variable [76,177,178],
but these constructs were not tested in terms of their relationship with strategic leadership
capabilities and sustainable competitive advantage. The paper provided strong support to
the resource-based view, knowledge-based view, and knowledge creation theory by sug-
gesting that a sustainable competitive advantage could be enhanced through a combination
of organizational capabilities. The concept of strategic leadership capabilities applied in
this study focuses on value creation and extraction. The objective of strategic leadership
is to create and leverage intellectual assets and improve organizational value-creating
capabilities from a strategic perspective. Strategic leadership, as critical organizational
capabilities, can be captured as strategic capabilities to exploit, maintain, develop, and
retain the strategic assets as an organization’s human and social capital. It can also integrate
both the internal tacit knowledge and external explicit knowledge necessary to support
the knowledge management processes and provide the required knowledge values. Addi-
tionally, knowledge management was discussed from a process capabilities perspective.
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It is considered an organization’s capability to transform its tacit knowledge and explicit
knowledge into a valuable form. Knowledge is created through interactions between tacit
and explicit knowledge. Human and social capital are conceptually related and connected
to tacit and explicit knowledge. Thus, knowledge constructs the transition channels from
strategic leadership to knowledge management. Therefore, there exists evidence that strate-
gic leadership capabilities can work with knowledge management processes to impact a
sustainable competitive advantage. This study significantly contributed to assessing the
sustainable competitive advantage from the four elements used to construct the basic idea
of the sustainable competitive advantage, none of which are dispensable. These elements
are the subject, media, objective, and update process. Based on the resource-based view, this
paper focuses mostly on the review of the sustainable competitive advantage as a dynamic
process in terms of changing resources into capabilities, competencies, and core compe-
tencies. In terms of practical implications, this study provides practitioners and company
owners with information on how to use strategic leadership capabilities and knowledge
management processes to attain a sustainable competitive advantage in service industry
enterprises to combat the COVID-19 pandemic. This gives the service industry enterprises
the ability to stay ahead of present or potential competition and ensure service industry
market leadership and long-term survival. This research paper also provides visions of
how the strategic leaders in the service industry enterprises deal with the competitive
environment to tackle the difficulties of the digital and knowledge revolution in light of the
COVID-19 pandemic. It has made a large contribution to explaining and comprehending
the need for strategic leadership in managing human and social capital while dealing
with employees and clients from various cultural backgrounds, particularly in terms of
leveraging employees’ knowledge to develop internally developed core competencies that
are valuable, rare, inimitable, and organized to achieve sustainable competitiveness [46,52].
The outcomes of the research paper also practically can contribute to being a stepping stone
in formulating robust strategies for developing standardized best capabilities for strategic
leadership and knowledge management processes in service industry enterprises in an
international context to achieve sustainable competitive advantage. The current model
is conceptually and empirically applicable by practitioners in contexts extending beyond
mere service companies but also to manufacturing companies. Finally, the present study
recommends that future research be conducted to investigate empirically.
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