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Abstract: Organizations increasingly operate in environments characterized by rapid
technological change, intense competition, and evolving customer expectations. In response,
scholars have emphasized the importance of intangible organizational resources and
capabilities that enable firms to achieve and sustain superior performance. While prior studies
have independently examined the roles of organizational culture, market orientation,
organizational learning, and dynamic capabilities, limited attention has been devoted to
understanding how these factors interact within an integrated framework to drive
multidimensional competitive performance, including operational effectiveness, innovation
capability, market responsiveness, and strategic success. This conceptual paper addresses this
gap by proposing a sequential framework that links organizational culture to competitive
performance through the development of market orientation, organizational learning, and
dynamic capabilities. The proposed framework advances existing literature by integrating four
major streams of research into a coherent model and offering eight propositions for future
empirical testing. The paper contributes to theory by clarifying the mechanisms through which
intangible organizational resources translate into competitive outcomes and provides practical
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1. Introduction

Achieving and sustaining competitive performance has become increasingly
Received: 14/06/2026 challenging in contemporary business environments characterized by rapid
Accepted: 22/07/2026 technological change, evolving customer expectations, and intensified global
Published: 31/07/2026 competition. While organizations have traditionally relied on tangible resources such

as capital, technology, and infrastructure to improve performance, growing attention
has been directed toward intangible organizational assets that are more difficult for
competitors to imitate. Among these assets, organizational culture, market
orientation, organizational learning, and dynamic capabilities have emerged as
critical drivers of long-term organizational success (El Baz & Ruel, 2024; Majhi et
al., 2023). Understanding how these factors interact has therefore become an
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important concern for both scholars and practitioners seeking to explain differences
in organizational performance.

Recent examples from practice illustrate the importance of organizational
capabilities in sustaining competitiveness (Grego et al., 2025; Stadtfeld &
Gruchmann, 2024). Organizations operating in highly dynamic environments
increasingly rely on adaptive organizational cultures, continuous learning, customer-
focused strategies, and dynamic capabilities to sustain long-term competitiveness
(Verbeke et al.,, 1998). These examples highlight the growing importance of
understanding how organizational resources and capabilities interact to influence
performance outcomes.

Organizational culture has long been recognized as a fundamental element
shaping employee behavior, organizational values, and strategic decision-making. A
strong and supportive culture encourages collaboration, knowledge sharing,
innovation, and adaptability, all of which contribute to organizational effectiveness.
Ekmekcioglu and Oner (2024) argued that culture influences how organizations
perceive challenges, interpret opportunities, and respond to environmental changes.
Similarly, research has demonstrated that organizational culture can foster creativity
and innovation by creating an environment that supports experimentation and
continuous improvement. For example, Mobarakabadi and Karami (2014) found that
organizational culture plays a significant role in enhancing creativity, highlighting its
importance as a foundation for organizational development and performance
improvement.

Although organizational culture provides an internal foundation, organizations
must also develop an external orientation to remain competitive (Johnson et al.,
2025). Market orientation reflects an organization's ability to understand customer
needs, monitor competitor actions, and coordinate resources to create superior value
(Masa’deh et al., 2018). Considerable evidence suggests that market-oriented
organizations achieve stronger performance outcomes because they are better
equipped to identify emerging opportunities and respond effectively to market
changes. (Kohli & Jaworski, 1990) established market orientation as a central
strategic capability, while (Karami et al., 2016) demonstrated a positive relationship
between market orientation and organizational performance within the
manufacturing sector. These findings suggest that organizations capable of aligning
their culture with market-focused behaviors may be better positioned to achieve
sustainable competitive advantages (Borazon et al., 2022).

Beyond market awareness, organizations must continuously acquire, share, and
apply knowledge to adapt to changing environments. Organizational learning
provides a mechanism through which firms transform information into actionable
knowledge and improve their ability to respond to environmental uncertainty (Sita
Nirmala Kumaraswamy & Chitale, 2012). Learning-oriented organizations are
generally more innovative, adaptable, and capable of sustaining performance over
time. According to Huber and McDaniel (1986), organizational learning enables
firms to modify behaviors based on experience and feedback. Previous research
suggests that organizational learning strengthens the relationship between market
orientation and organizational performance by enabling firms to transform market
intelligence into actionable organizational knowledge (Rakthin et al., 2016).

The growing complexity of modern business environments has also increased
interest in dynamic capabilities, which refer to an organization's ability to integrate,
build, and reconfigure internal and external resources in response to environmental
change (Pitelis et al., 2024). Dynamic Capabilities Theory proposes that sustainable
performance is not determined solely by the possession of valuable resources but by
the organization's ability to continually renew and redeploy those resources (Teece et
al., 1997). Teece et al. (1997) and Teece (2007) emphasized that sensing
opportunities, seizing opportunities, and transforming organizational resources are
essential for maintaining competitiveness in dynamic markets. Supporting this
perspective, Karami (2026) demonstrated how market-oriented capabilities can
contribute to operational excellence through the development of dynamic capabilities
(Cordero Paez et al., 2022).
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Despite substantial research on organizational culture, market orientation,
organizational learning, and dynamic capabilities, existing studies have primarily
examined these constructs through direct or isolated relationships (Carpenter, 2017;
Corrales-Estrada et al., 2025). For example, prior research has investigated the
influence of organizational culture on performance, the impact of market orientation
on organizational outcomes, and the role of dynamic capabilities in sustaining
competitive advantage (Ekmekcioglu & Oner, 2024). While these studies have
generated valuable insights, they provide only a partial understanding of how
organizational resources are transformed into performance-enhancing capabilities
over time. Specifically, limited attention has been devoted to explaining the
sequential capability development process through which organizational culture
shapes market-oriented behaviors, facilitates organizational learning, and ultimately
contributes to the formation of dynamic capabilities (Linde et al., 2021).

This limitation is important because organizations rarely develop strategic
capabilities independently. Instead, capabilities often emerge through interconnected
organizational processes that build upon one another. Understanding this
developmental sequence may provide a more comprehensive explanation of why
some organizations are more successful than others in converting intangible
organizational resources into sustainable competitive performance. Therefore, this
paper extends existing literature by proposing an integrated framework that
conceptualizes organizational culture as the origin of a capability-building pathway
leading to competitive performance through market orientation, organizational
learning, and dynamic capabilities (Varadarajan, 2017).

Despite substantial research on organizational culture, market orientation,
organizational learning, and dynamic capabilities, existing studies have largely
examined these constructs independently or through isolated relationships (Zada et
al., 2025). Consequently, limited attention has been devoted to understanding how
these factors collectively contribute to competitive performance within a unified
framework. The absence of an integrated perspective restricts our understanding of
how organizations transform cultural values into strategic capabilities and ultimately
into superior performance outcomes. Addressing this gap is particularly important
because organizations rarely develop these capabilities in isolation; rather, they
emerge through interconnected organizational processes and behaviors.

Dynamic Capabilities Theory provides the primary theoretical foundation for
the proposed framework because it explains how organizations continuously
integrate, build, and reconfigure organizational resources to achieve sustained
competitive performance in changing environments. However, the proposed
framework also draws complementary insights from the RBV and the organizational
learning perspective. From the RBV, organizational culture is conceptualized as a
valuable, difficult-to-imitate strategic resource that creates the organizational
conditions necessary for capability development. Market orientation and
organizational learning are viewed as operational organizational capabilities that
enable firms to acquire, interpret, and apply market knowledge. Building upon these
capabilities, Dynamic Capabilities Theory explains how organizations sense
opportunities, seize emerging possibilities, and transform organizational resources to
sustain competitive performance. Together, these complementary theoretical
perspectives provide an integrated explanation of capability development rather than
relying on a single theoretical lens (Nugroho, 2018).

To address this limitation, this paper develops a conceptual framework that links
organizational culture, market orientation, organizational learning, and dynamic
capabilities as sequential drivers of competitive performance. Specifically, the paper
proposes that organizational culture serves as the foundational organizational
resource that facilitates market-oriented behaviors and learning processes, which
subsequently support the development of dynamic capabilities and enhance
competitive performance. By integrating these four influential streams of research,
the paper contributes to the literature by providing a more comprehensive explanation
of how intangible organizational resources generate sustainable performance
advantages.
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The remainder of the paper develops the proposed conceptual framework,
presents a series of theoretical propositions, discusses theoretical and managerial
implications, and identifies directions for future research. Table 1 presents the key

constructs and definitions used in the proposed framework.

Table 1. Key constructs and definitions used in the proposed framework.

Construct Definition Key Reference
Organizational Culture Shared values, beliefs, Ekmekcioglu and Oner
and norms guiding (2024)
organizational behavior
Market Orientation Customer  orientation, Narver & Slater (1990)
competitor orientation,
and interfunctional
coordination
Organizational Learning  Process of acquiring, Huber and McDaniel
sharing, and applying (1986)
knowledge
Dynamic Capabilities Ability to sense, seize, Teece (2007)

and transform resources

Competitive Firm-level competitive Ning and Yao (2023)
Performance performance reflected in
superior market,

operational, innovation,
and strategic outcomes
relative to competitors.

1.1 Theoretical Positioning and Contribution

Although organizational culture, market orientation, organizational learning,
dynamic capabilities, and competitive performance have each received substantial
scholarly attention, existing research has primarily examined these constructs
through isolated relationships or limited combinations. Previous studies have
typically focused on the influence of organizational culture on organizational
outcomes, the relationship between market orientation and performance, the role of
organizational learning in knowledge development, or the contribution of dynamic
capabilities to competitive advantage. While these studies have generated important
theoretical insights, they provide only a partial explanation of how organizations
progressively transform intangible organizational resources into sustainable
competitive performance through interconnected capability-development processes.

The present study addresses this limitation by proposing an integrated
capability-development framework that explains the sequential and complementary
relationships among these organizational capabilities. Rather than viewing
organizational culture, market orientation, organizational learning, and dynamic
capabilities as independent determinants of performance, the proposed framework
conceptualizes them as mutually reinforcing organizational capabilities that
collectively support competitive performance. Specifically, organizational culture
provides the foundational organizational context that encourages market-oriented
behaviors and organizational learning, while market orientation and organizational
learning contribute to the development of dynamic capabilities that enable
organizations to sense opportunities, seize emerging possibilities, and reconfigure
organizational resources in response to environmental change.

Accordingly, the principal theoretical contribution of this study lies not in
introducing new constructs but in providing a more comprehensive explanation of
the mechanisms through which established organizational capabilities interact to
generate competitive performance. By integrating Dynamic Capabilities Theory with
complementary insights from the Resource-Based View and organizational learning
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literature, the proposed framework advances existing theory by identifying a coherent
capability-development pathway that clarifies the antecedents of dynamic
capabilities and explains how intangible organizational resources are progressively
transformed into sustainable organizational outcomes. The framework further offers
a set of theoretically grounded propositions that provide a foundation for future
empirical research examining both the direct and indirect relationships among these
organizational capabilities.

2. Conceptual Methodology

This conceptual paper develops an integrated theoretical framework by
synthesizing established research on organizational culture, market orientation,
organizational learning, dynamic capabilities, and competitive performance. Rather
than testing hypotheses empirically, the study follows a theory-building approach that
systematically identifies, evaluates, and integrates relevant literature to explain how
these organizational capabilities collectively contribute to competitive performance.
This approach is appropriate because the existing literature has largely examined
these constructs separately, creating the need for an integrated conceptual explanation
of their interrelationships.

2.1 Literature Identification and Selection

The literature was identified through structured searches of the Scopus and Web
of Science Core Collection databases, which were selected because they index high-
quality peer-reviewed journals in strategic management, organizational behavior,
marketing, and management. Search focused primarily on publications related to
organizational culture, market orientation, organizational learning, dynamic
capabilities, competitive performance, organizational capabilities, strategic
management, and capability development. Additional backward and forward citation
searches were conducted to identify influential theoretical and foundational studies
that have shaped the development of these research streams.

The review prioritized peer-reviewed journal articles and seminal theoretical
contributions published in internationally recognized journals. Preference was given
to studies that provided conceptual, theoretical, or empirical insights into one or more
of the focal constructs or examined relationships among them. Publications with
limited relevance to organizational capability development or competitive
performance were excluded from further consideration.

2.2 Conceptual Synthesis and Theory Development

Following the literature selection process, the identified studies were analyzed
through iterative comparison and thematic synthesis. The objective was not to
summarize individual studies but to identify recurring theoretical mechanisms that
explain how organizational capabilities develop and interact over time. Particular
attention was given to recurring relationships involving organizational culture,
market orientation, organizational learning, dynamic capabilities, and competitive
performance.

The framework was developed through an abductive theory-building process in
which evidence from multiple research streams was integrated using Dynamic
Capabilities Theory as the primary theoretical lens while drawing complementary
insights from the Resource-Based View and organizational learning literature.
Through continuous comparison of existing theoretical arguments, common patterns,
conceptual overlaps, and unresolved gaps were identified and synthesized into a
coherent capability-development framework. Based on this synthesis, eight
theoretically grounded propositions were formulated to explain the sequential and
complementary relationships among the constructs and to provide a foundation for
future empirical investigation.
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3. Conceptual Framework Development

3.1 Organizational Culture and Market Orientation

Organizational culture reflects the shared values, beliefs, and behavioral norms
that shape how employees think, communicate, and make decisions within an
organization. It influences how people respond to challenges, interact with
colleagues, and pursue organizational goals. As a result, culture plays an important
role in shaping organizational capabilities and long-term strategic direction.
Organizations characterized by adaptive, collaborative, learning-oriented, and
customer-focused cultural values are generally more responsive to environmental
changes than organizations dominated by rigid, hierarchical, or highly bureaucratic
cultures. Accordingly, the present study does not assume that all forms of
organizational culture contribute equally to performance; rather, it focuses
specifically on cultural characteristics that encourage knowledge sharing,
collaboration, adaptability, and continuous improvement. Such cultural
characteristics create an environment where employees are encouraged to share ideas,
work collectively, and contribute to continuous improvement initiatives.

Market orientation refers to an organization's commitment to understanding
customer needs, monitoring competitors, and coordinating internal activities to
deliver superior value. According to Narver and Slater (1990), market orientation
consists of customer orientation, competitor orientation, and interfunctional
coordination. Research suggests that market-oriented behaviors are strongly
influenced by organizational culture rather than emerging independently.
Organizations that encourage communication, teamwork, knowledge sharing, and
customer responsiveness are more likely to develop effective market-oriented
practices. In contrast, highly bureaucratic cultures may hinder responsiveness to
market changes. Supporting this view, (Kohli & Jaworski, 1990) found that
supportive organizational environments play a significant role in fostering market-
oriented behaviors and strategic responsiveness.

Proposition 1: Organizational culture positively influences market orientation.

3.2 Organizational Culture and Organizational Learning

Organizational learning has become increasingly important as firms navigate
technological change, market volatility, and growing competitive pressures (Park &
Kim, 2018). The ability to acquire, share, interpret, and apply knowledge helps
organizations respond more effectively to environmental challenges and identify new
opportunities for growth. However, learning does not occur automatically. Its
development depends heavily on the organizational environment and the values that
guide employee behavior. Organizational culture plays a particularly important role
because it influences how individuals communicate, collaborate, and exchange
knowledge. Cultures that encourage openness, trust, and continuous improvement
create conditions where employees feel comfortable sharing ideas, learning from
experience, and contributing to organizational development.

The connection between organizational culture and organizational learning has
been widely acknowledged in management research. Lis et al. (2014) argued that
learning organizations cultivate cultures that support knowledge exchange, systems
thinking, and continuous improvement, while Camps et al. (2016) emphasized that
learning is fundamentally shaped by shared values and collective experiences. From
a resource-based perspective, culture represents a valuable intangible asset that
facilitates knowledge creation and organizational adaptation. Organizations that
encourage participation, innovation, and collaboration tend to develop stronger
learning capabilities and greater adaptability. Supporting this perspective, Jerez-
Gomez et al. (2005) argued that organizational learning capability develops within
organizational environments that encourage participation, knowledge sharing,
experimentation, and continuous improvement, reinforcing the importance of
supportive organizational cultures for long-term organizational adaptability. In this
study, organizational learning refers specifically to the organizational processes
through which knowledge is acquired, shared, interpreted, and applied. This concept



Journal of Economics and Business Issues, 2026 48 of 72

differs from learning orientation, which reflects an organization's strategic
commitment to learning, knowledge management, which concerns the systems and
practices used to organize and distribute knowledge, and absorptive capacity, which
emphasizes the ability to recognize, assimilate, and exploit external knowledge.
While these concepts are complementary, they represent distinct organizational
phenomena and are therefore treated separately within the proposed framework.

Proposition 2: Organizational culture positively influences organizational
learning.

3.3 Market Orientation and Organizational Learning

Market orientation and organizational learning are closely related capabilities
that help organizations remain competitive in dynamic business environments.
Market orientation enables firms to understand customer needs, monitor competitor
activities, and identify changes in the external environment, while organizational
learning allows them to interpret and apply that information effectively.
Organizations that combine these capabilities are generally better equipped to adapt
to changing market conditions and improve long-term performance. Simply
collecting market information is not enough; firms must also develop the ability to
transform that information into useful knowledge that supports decision-making,
innovation, and strategic action. In this sense, market orientation provides the input,
while organizational learning helps convert that input into organizational value.

Researchers have consistently suggested that market-oriented organizations
naturally promote learning behaviors because they maintain continuous interaction
with customers, competitors, and other stakeholders. Borazon et al. (2022) argued
that market orientation creates conditions that encourage knowledge acquisition and
learning, while Jaworski and Kohli (2017) highlighted the complementary nature of
market orientation and learning orientation. Through regular exposure to market
information, employees gain new insights and develop a deeper understanding of
environmental changes. This process encourages knowledge sharing,
experimentation, and organizational adaptation. Supporting this perspective, Anjum
et al. (2012) found that organizational learning strengthens the positive influence of
market orientation on performance outcomes (Mohamad et al., 2015). Consequently,
organizations that effectively integrate market orientation with learning processes are
more likely to enhance adaptability, innovation, and long-term competitiveness.

Importantly, the relationship between market orientation and organizational
learning should not be viewed as automatic (Alegre & Chiva, 2013). Organizations
may gather extensive market information yet fail to convert that information into
meaningful organizational knowledge. Information can remain isolated within
departments, be ignored by decision-makers, or fail to challenge existing assumptions
and routines. Consequently, the value of market orientation depends not only on
information acquisition but also on the organization's willingness and ability to learn
from that information. Firms that successfully transform market intelligence into
shared understanding are more likely to develop stronger learning capabilities and
adapt effectively to changing market conditions.

Proposition 3: Market orientation positively influences organizational learning.

3.4 Organizational Learning and Dynamic Capabilities

Organizational learning and dynamic capabilities are closely related but
conceptually distinct organizational capabilities. Organizational learning focuses on
developing, sharing, interpreting, and applying organizational knowledge, whereas
dynamic capabilities refer to the higher-order ability to integrate, renew, and
reconfigure organizational resources and operational capabilities in response to
environmental change (Migdadi, 2021; Stadtfeld & Gruchmann, 2024). According to
Teece (2007), organizations must continuously sense opportunities, seize emerging
possibilities, and transform resources to remain competitive. These activities depend
heavily on learning processes that help organizations update their knowledge base,
challenge existing assumptions, and develop a deeper understanding of changing
market conditions.



Journal of Economics and Business Issues, 2026 49 of 72

The relationship between learning and dynamic capabilities has received
considerable attention in strategic management research (Durman et al., 2025). Jerez-
Gomez et al. (2005) argued that dynamic capabilities emerge through organizational
learning mechanisms that improve routines and organizational processes over time,
while Nugroho (2018) emphasized the role of learning and knowledge integration in
supporting strategic adaptation. Organizations that actively learn from customers,
competitors, and internal experiences are generally better positioned to recognize
opportunities and respond effectively to environmental changes. By encouraging
experimentation, reflection, and knowledge sharing, learning-oriented organizations
strengthen their sensing, seizing, and reconfiguration capabilities. Consequently,
organizational learning serves as an important foundation for the development of
dynamic capabilities that support adaptability, innovation, and sustained competitive
advantage (Shuen et al., 2014).

Proposition 4: Organizational learning positively influences dynamic
capabilities.

3.5 Market Orientation and Dynamic Capabilities

Market orientation and dynamic capabilities are increasingly recognized as
complementary drivers of organizational success in rapidly changing business
environments (Ludwikowska & Tworek, 2022). Market-oriented organizations
continuously gather information from customers, competitors, suppliers, and other
stakeholders to better understand market developments and emerging opportunities.
However, collecting information alone is not sufficient to achieve superior
performance. Organizations must also possess the ability to interpret market signals,
make informed strategic decisions, and adjust resources when circumstances change.
Dynamic capabilities support this process by enabling firms to transform market
intelligence into effective organizational actions (Wilden & Gudergan, 2015).
Consequently, market orientation provides the external awareness necessary for
adaptation, while dynamic capabilities help organizations convert that awareness into
meaningful strategic responses (Matysiak et al., 2018).

The connection between market orientation and dynamic capabilities is well
supported in the strategic management literature (Li et al., 2025; Manzoor et al.,
2022). According to Teece (2007), dynamic capabilities involve sensing
opportunities, seizing opportunities, and transforming organizational resources to
maintain competitiveness. Market-oriented organizations are naturally better
positioned to perform these activities because they continuously monitor customer
needs and competitive conditions. This external focus helps firms identify
opportunities earlier and respond more effectively to environmental changes.
Therefore, market orientation should be viewed not only as a customer-focused
strategic orientation but also as an information-generating capability that supports
opportunity sensing, strategic responsiveness, and the subsequent development of
dynamic capabilities (Teece, 2007; Wilden & Gudergan, 2015).

Although market orientation provides access to valuable external information,
information alone does not create dynamic capabilities (Abu-Rumman et al., 2021).
Organizations must possess mechanisms that allow market knowledge to influence
strategic decisions and resource allocation. Firms that merely collect customer and
competitor information without acting upon it may gain awareness of environmental
changes but remain unable to respond effectively. Dynamic capabilities emerge when
market intelligence is integrated into organizational processes and used to support
adaptation, innovation, and resource reconfiguration. This distinction highlights why
some organizations are more successful than others in converting market awareness
into competitive advantage.

Proposition 5: Market orientation positively influences dynamic capabilities.

3.6 Dynamic Capabilities and Competitive Performance

Competitive performance remains a central objective for organizations seeking
sustainable growth and long-term success. In today's dynamic business environment,
however, superior performance depends on more than possessing valuable resources
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or strong market positions (Ghasemi et al., 2016). Organizations must also be capable
of adapting to changing circumstances and responding effectively to new
opportunities and threats. This idea lies at the heart of Dynamic Capabilities Theory,
which emphasizes an organization's ability to renew, reconfigure, and deploy
resources as conditions evolve (Dobrovnik et al., 2025). Through activities such as
sensing opportunities, seizing emerging possibilities, and transforming
organizational processes, firms can maintain alignment with changing market
demands and sustain their competitiveness over time (Teece, 2007).

In this study, competitive performance is conceptualized as a firm-level
multidimensional organizational outcome that reflects an organization's ability to
achieve superior results relative to competitors. Rather than representing a single
financial indicator, competitive performance encompasses operational effectiveness,
market responsiveness, innovation capability, and strategic success. Within the
present conceptual framework, these dimensions collectively reflect overall
competitive performance rather than functioning as independent outcome variables.
Accordingly, competitive performance is treated as an overarching organizational
construct representing the ultimate outcome of the proposed capability-development
process.

A growing body of research suggests that dynamic capabilities contribute to
multiple dimensions of organizational performance, including innovation,
operational efficiency, customer responsiveness, and strategic resilience (Tripathi et
al., 2025). Organizations that continually adapt their resources and capabilities are
often better equipped to cope with uncertainty and capitalize on emerging
opportunities. Ning and Yao (2023) argued that dynamic capabilities improve
organizational effectiveness by enhancing flexibility and supporting strategic
renewal. Similarly, Wilden and Gudergan (2015) demonstrated that dynamic
capabilities enhance organizational performance by strengthening firms' ability to
respond effectively to changing environmental conditions and market uncertainty.
Together, these findings suggest that dynamic capabilities play a vital role in
transforming organizational knowledge and resources into sustained competitive
performance, particularly in environments characterized by rapid change and
increasing complexity.

The performance benefits associated with dynamic capabilities may also vary
across organizations (Bianchi et al., 2022). Possessing dynamic capabilities does not
guarantee superior outcomes if organizations fail to deploy them effectively or align
them with strategic objectives. In some cases, excessive adaptation may create
instability, increase costs, or divert resources from core activities. Therefore, the
value of dynamic capabilities depends not only on their existence but also on how
effectively organizations apply them to support strategic goals and respond to
environmental demands.

Proposition 6: Dynamic capabilities positively influence competitive
performance.

3.7 Organizational Learning and Competitive Performance

Organizational learning has long been recognized as an important driver of
organizational adaptability and performance (Jerez-Gomez et al., 2005; Mohammadi
et al., 2016). In today's knowledge-based economy, organizations that effectively
acquire, share, and apply knowledge are generally better positioned to respond to
changing market conditions and maintain competitiveness. Learning enables firms to
transform experiences into valuable organizational assets, helping them improve
existing practices, develop innovative solutions, and respond more effectively to
emerging challenges. Unlike many tangible resources that decline in value over time,
knowledge often becomes more valuable when it is shared and integrated throughout
the organization. As a result, learning capabilities have become increasingly
important for sustaining organizational success in dynamic business environments.

The positive influence of organizational learning on performance is well
established in the management literature. Huber and McDaniel (1986) argued that
learning helps organizations improve decision-making by modifying behaviors based
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on experience, while Huber and McDaniel (1986) emphasized the importance of
knowledge acquisition and information processing in enhancing organizational
effectiveness. Learning contributes to performance by improving managerial
decisions, encouraging innovation, and strengthening organizational adaptability.
Organizations that continuously learn from successes and failures are often more
resilient and better prepared to respond to uncertainty. By promoting knowledge
sharing, employee development, and continuous improvement, organizations can
strengthen innovation capabilities, improve operational effectiveness, and achieve
higher levels of competitive performance over the long term.

Proposition 7: Organizational learning positively influences competitive
performance.

Proposition 8: Proposition 8: Organizational culture contributes to competitive
performance through complementary capability-development pathways involving
market orientation, organizational learning, and dynamic capabilities, with both
sequential and direct relationships jointly supporting competitive performance.

3.8 Integrated Framework

Rather than viewing organizational success as the result of one capability alone,
the framework suggests that competitive performance emerges through a series of
interconnected organizational processes that collectively enhance adaptability,
responsiveness, and long-term effectiveness (Wilden & Gudergan, 2015). Although
these constructs have been widely discussed in the management literature, they are
often investigated separately or through isolated relationships. Consequently, our
understanding of how organizations transform intangible resources into sustainable
performance outcomes remains fragmented. To address this gap, the present study
proposes an integrated framework that links these constructs within a single
developmental pathway. Rather than viewing organizational success as the result of
one capability alone, viewed through the lens of Dynamic Capabilities Theory, the
framework explains how organizational culture initiates a capability-building process
that supports sensing, seizing, and transforming activities, ultimately leading to
superior competitive performance. Viewed through the complementary perspectives
of the Resource-Based View, organizational learning theory, and Dynamic
Capabilities Theory, the proposed framework explains how strategic organizational
resources are progressively transformed into higher-order organizational capabilities
that support sustainable competitive performance (Larabi, 2025).

The proposed framework positions organizational culture as the foundation
upon which other organizational capabilities are built. A supportive culture
encourages market-oriented behaviors, facilitates knowledge sharing, and promotes
continuous learning throughout the organization. Market orientation provides access
to valuable external information regarding customer needs and competitive
conditions, while organizational learning enables firms to convert that information
into actionable knowledge (Garcia-Morales et al., 2012). Over time, these processes
contribute to the development of dynamic capabilities that allow organizations to
sense opportunities, respond to environmental changes, and reconfigure resources
effectively (Awwad et al., 2022). Through this sequence, firms become better
equipped to improve operational effectiveness, strengthen innovation, and achieve
superior competitive performance in increasingly dynamic business environments.

Figure 1. Proposed conceptual framework illustrating the sequential
development of organizational capabilities from organizational culture to competitive
performance. The framework further acknowledges that environmental turbulence
may influence the effectiveness of market orientation, organizational learning, and
dynamic capabilities in shaping organizational outcomes. Although environmental
turbulence is recognized as an important contextual influence within Dynamic
Capabilities Theory, it is intentionally treated as an external boundary condition
rather than an explicit component of the present conceptual framework. This decision
allows the study to maintain its primary focus on capability development while
providing a foundation for future empirical research examining the moderating role
of environmental turbulence.
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Figure 1. Proposed Conceptual Framework

P7

Market Organizational Organizational Dynamic Competitive
Orientation Culture Learning Capabilities Performance
(MO) (0C) (oL) (be) (CP)
74 \ J
I A
| re 1 A
|
I
| P6 !
! I
| P7 I
| 1
I |
I |
I |
T T P e |
P8
(Overall complementary pathway)
Legend Propositions
P1: MO — OC P5: MO — OL
— Direct hypothesized relationship (P1-P7) P2: OC —» OL P6: MO — DC
=== Overall complementary pathway (P8) wor@h-ig Rl M@ <2 0P
P4: DC — CP P8: Overall complementary pathway from MO to CP
through OC, OL, and DC

Note: P8 represents the overall mediated effect of Organizational Culture on Competitive Performance through Market
Orientation, Organizational Learning, and Dynamic Capabilities

Although the framework emphasizes a progressive capability-development
sequence, it does not assume that all organizational effects occur exclusively through
sequential mediation. The proposed model incorporates both sequential and direct
relationships that are theoretically supported in the literature. Consequently, market
orientation, organizational learning, and dynamic capabilities function as
complementary organizational capabilities that jointly transmit the influence of
organizational culture on competitive performance through multiple interconnected
pathways.

The integrated framework extends existing literature by demonstrating that
competitive performance is not the result of a single organizational capability. Rather,
it emerges through a sequence of interconnected organizational processes that
collectively enhance organizational adaptability and effectiveness. For clarity, Table
2 summarizes the propositions developed throughout the conceptual framework
together with their primary theoretical foundations.

Table 2. Summary of propositions and supporting theoretical foundations.

Proposition Relationship Key Supporting Literature

P1 Organizational Culture — (Jaworski & Kohli, 1993; Kohli
Market Orientation & Jaworski, 1990)

P2 Organizational ~Culture — (Camps et al., 2016; Lis et al.,
Organizational Learning 2014)

P3 Market Orientation —  (Borazon et al., 2022; Jaworski
Organizational Learning & Kohli, 2017)

P4 Organizational Learning — (Jerez-Gomez et al.,, 2005;
Dynamic Capabilities Teece, 2007)

P5 Market Orientation — Dynamic  (Ahmadimousaabad et al., 2013;
Capabilities Teece, 2007)

P6 Dynamic  Capabilities — (Ning & Yao, 2023; Wilden &

Competitive Performance Gudergan, 2015)
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P7 Organizational Learning — (Huber & McDaniel, 1986);
Competitive Performance Huber (1991)
P8 Sequential capability Authors' conceptual integration

development pathway

4. Discussion and Implications

The purpose of this paper was to develop an integrated framework linking
organizational culture, market orientation, organizational learning, dynamic
capabilities, and competitive performance. Although previous studies have examined
these constructs individually or through isolated relationships, limited attention has
been devoted to understanding how they collectively contribute to organizational
success. The proposed framework addresses this gap by illustrating how
organizational culture serves as a foundational resource that facilitates market-
oriented behaviors, supports learning processes, and ultimately contributes to the
development of dynamic capabilities that enhance competitive performance.

4.1 Theoretical Implications

This paper offers several theoretical contributions to the strategic management
and organizational behavior literature. First, it integrates four important research
streams that have often evolved independently. More specifically, the framework
integrates three complementary theoretical perspectives. The Resource-Based View
explains why organizational culture constitutes a valuable strategic resource,
organizational learning theory explains how organizations acquire and develop
knowledge-based capabilities, and Dynamic Capabilities Theory explains how these
capabilities are mobilized to sense opportunities, seize strategic opportunities, and
transform organizational resources. By combining these perspectives, the framework
provides a more comprehensive theoretical explanation of organizational capability
development than any individual perspective alone. While organizational culture,
market orientation, organizational learning, and dynamic capabilities have each
received substantial scholarly attention, studies frequently examine these constructs
in separate contexts. By bringing these research streams together within a single
framework, this paper extends existing theory by providing a more integrated
explanation of how organizations transform intangible organizational resources into
competitive performance through interconnected capability-development processes.

Second, the framework extends Dynamic Capabilities Theory by identifying
organizational culture as an important antecedent of capability development (Sharma
etal., 2025). The framework also distinguishes organizational learning from dynamic
capabilities by positioning learning as an antecedent capability that generates and
refines organizational knowledge, while dynamic capabilities represent the higher-
order processes through which that knowledge is mobilized to sense opportunities,
seize emerging possibilities, and transform organizational resources. Existing
research often focuses on the role of dynamic capabilities in achieving competitive
advantage but provides less explanation regarding the organizational conditions that
facilitate their emergence. The proposed model suggests that dynamic capabilities do
not develop in isolation (Schilke, 2014). Instead, they evolve through organizational
cultures that support market awareness and continuous learning. This perspective
contributes to a deeper understanding of capability formation and organizational
adaptation.

Third, the framework highlights the mediating roles of market orientation and
organizational learning in translating organizational culture into performance
outcomes. Prior studies have frequently examined direct relationships between
culture and performance. However, organizational outcomes are often produced
through intermediate organizational processes rather than direct effects alone. The
proposed framework therefore provides a more nuanced explanation of how cultural
values influence organizational effectiveness through a sequence of interconnected
capabilities.

Finally, the framework contributes to the growing literature on organizational
competitiveness by emphasizing the cumulative nature of capability development.
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Competitive performance is presented not as the outcome of a single organizational
resource but as the result of multiple reinforcing processes that collectively enhance
organizational adaptability, responsiveness, and strategic effectiveness. The
framework also highlights the importance of considering environmental conditions
when examining organizational capabilities and performance relationships. While the
proposed model presents a general capability development pathways, its effectiveness
may vary depending on the level of environmental turbulence faced by organizations.
Recognizing such contextual influences extends the applicability of the framework
and provides opportunities for future theory development and empirical validation.

Although the proposed propositions describe the primary capability-
development relationships identified in the existing literature, the present framework
does not assume that these relationships operate uniformly across all organizational
contexts. Their strength and direction may vary according to factors such as
environmental turbulence, digital maturity, organizational size, industry
characteristics, and competitive intensity. Consequently, the framework provides a
foundational theoretical explanation that future empirical studies can extend by
examining boundary conditions, moderating influences, nonlinear relationships, and
threshold effects.

An important contribution of this paper is its emphasis on capability
development as a sequential organizational process rather than a collection of
independent organizational attributes. The framework suggests that competitive
performance emerges through the progressive interaction of organizational culture,
market orientation, organizational learning, and dynamic capabilities (Girod &
Whittington, 2017). By highlighting this developmental pathway, the study provides
a more integrated explanation of how intangible organizational resources are
transformed into sustainable organizational outcomes. The major theoretical
contributions of the proposed framework relative to existing literature are
summarized in Table 3.

Table 3. Theoretical Contributions of the Proposed Framework

Existing Limitation Contribution of This Study

Literature

Organizational Often linked directly to  Identifies culture as capability

Culture performance foundation

Market Orientation  Usually examined Positions MO within capability
independently development sequence

Organizational Studied as isolated Connects learning to dynamic

Learning capability capability formation

Dynamic Focuses on outcomes Explains antecedent capability-

Capabilities building process

Competitive Often treated as direct Explains sequential pathway to

Performance outcome performance

4.2 Managerial Implications

The proposed framework also offers several practical implications for managers
and organizational leaders. First, the framework suggests that efforts to improve
organizational performance should begin with organizational culture. Leaders often
focus on operational improvements, technological investments, or strategic initiatives
while overlooking the cultural foundations that support these activities. Developing
a culture characterized by openness, collaboration, customer focus, and continuous
improvement can create conditions that facilitate capability development throughout
the organization.

Second, managers should recognize the importance of market orientation as a
source of organizational learning and strategic adaptation. Organizations that
systematically gather and disseminate market intelligence are better positioned to
identify emerging opportunities and respond effectively to changing customer needs.
Encouraging employees to engage with customers, monitor competitors, and share
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market knowledge can strengthen organizational responsiveness and improve
decision-making.

Third, organizations should invest in learning mechanisms that support
knowledge acquisition, knowledge sharing, and organizational development.
Training programs, cross-functional collaboration, knowledge management systems,
and continuous improvement initiatives can help organizations develop stronger
learning capabilities. These investments not only enhance employee competencies
but also contribute to organizational adaptability and innovation.

Finally, managers should view dynamic capabilities as strategic assets that
require continual development. The ability to sense environmental changes, seize
opportunities, and reconfigure resources is increasingly important in volatile business
environments. Organizations that successfully integrate culture, market orientation,
and learning processes are more likely to develop the adaptive capabilities necessary
to sustain competitive performance over time.

Collectively, these implications suggest that sustainable organizational success
depends on the effective alignment of cultural values, market awareness, learning
processes, and adaptive capabilities. Organizations that manage these elements as an
integrated system are likely to achieve stronger and more enduring performance
outcomes than those that address them independently.

5. Future Research Directions

Although the proposed framework offers a comprehensive perspective on the
relationships among organizational culture, market orientation, organizational
learning, dynamic capabilities, and competitive performance, several opportunities
exist for future research. First, empirical studies are needed to validate the proposed
relationships and propositions. Researchers may employ survey-based
methodologies, longitudinal research designs, or mixed-method approaches to
examine the strength and direction of the proposed relationships across different
organizational contexts.

Second, future research should examine the boundary conditions under which
the proposed relationships operate. Although the present framework advances a
general capability-development pathway, the magnitude and direction of individual
relationships may differ according to environmental turbulence, digital maturity,
organizational size, industry characteristics, competitive intensity, and institutional
conditions. Future studies may also investigate nonlinear relationships, threshold
effects, interaction effects, and alternative mediation structures that could further
refine and extend the theoretical propositions developed in this study. In particular,
environmental turbulence represents a theoretically important moderator that may
strengthen or weaken the influence of dynamic capabilities on competitive
performance and therefore warrants explicit empirical examination.

Third, future research could examine the framework in different cultural and
geographical contexts. Organizational culture and learning practices may vary
significantly across countries and industries, potentially affecting the development of
market orientation and dynamic capabilities. Comparative studies involving
organizations from developed and emerging economies could provide valuable
insights into the generalizability of the proposed model.

Fourth, researchers may explore additional outcomes beyond competitive
performance. Variables such as organizational resilience, innovation performance,
sustainability performance, employee engagement, and success of digital
transformation may further enrich understanding of the value generated through the
interaction of these organizational capabilities.

Finally, future studies may investigate alternative pathways and reciprocal
relationships among the constructs. While the present framework proposes a
sequential process, organizational capabilities often evolve simultaneously and
influence one another over time. Longitudinal studies would be particularly valuable
in capturing the dynamic nature of these relationships and enhancing understanding
of capability development processes.
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Future research may also explore the applicability of the proposed framework
within contemporary organizational contexts shaped by digital transformation and
artificial intelligence. As organizations increasingly rely on digital technologies to
support decision-making, customer engagement, and knowledge management, the
relationships among organizational culture, market orientation, organizational
learning, and dynamic capabilities may evolve in important ways. Researchers could
examine whether digitally mature organizations develop these capabilities more
effectively than less technologically advanced firms and whether artificial
intelligence enhances or alters the capability development process proposed in this
study.

Additional research could investigate the framework across different
organizational settings, including small and medium-sized enterprises, large
multinational corporations, public-sector organizations, and firms operating in
emerging economies. Resource availability, organizational structure, and
institutional conditions may influence how capabilities develop and contribute to
competitive performance. Comparative studies across industries and countries would
provide valuable insights into the robustness and generalizability of the proposed
framework.

By addressing these research opportunities, future studies can strengthen the
empirical foundation of the proposed framework and advance knowledge regarding
the mechanisms through which organizations achieve and sustain superior
performance in dynamic business environments.

6. Conclusion

Organizations operating in today's competitive and rapidly evolving business
environment face increasing pressure to develop capabilities that support long-term
success. While previous research has established the importance of organizational
culture, market orientation, organizational learning, and dynamic capabilities, these
constructs have often been examined independently (Albannai et al., 2025;
Ambrosini & Bowman, 2009). This paper addressed this limitation by proposing an
integrated conceptual framework that explains how these organizational resources
and capabilities collectively contribute to competitive performance.

The proposed framework positions organizational culture as the foundational
organizational resource that shapes market-oriented behaviors and learning
processes. These capabilities, in turn, facilitate the development of dynamic
capabilities that enable organizations to sense opportunities, seize emerging
possibilities, and reconfigure resources in response to environmental change.
Through this sequential process, organizations become better equipped to enhance
adaptability, strengthen competitiveness, and achieve superior performance
outcomes. Throughout this study, competitive performance is considered at the firm
level, representing the overall competitive outcomes generated through the
interaction of organizational capabilities rather than isolated functional or
departmental performance measures.

The paper contributes to literature in several ways. First, it integrates multiple
theoretical perspectives into a unified framework that provides an integrated
theoretical explanation of organizational performance. Second, it extends Dynamic
Capabilities Theory by highlighting the roles of organizational culture, market
orientation, and organizational learning as important antecedents of capability
development. Third, it offers a set of theoretically grounded propositions that can
guide future empirical research.

From a managerial perspective, the framework emphasizes that sustainable
performance is unlikely to result from isolated initiatives or individual capabilities.
Instead, organizations should adopt a holistic approach that aligns cultural values,
market awareness, learning processes, and adaptive capabilities. Managers who
successfully develop and integrate these elements are more likely to create
organizations capable of responding effectively to environmental challenges and
maintaining long-term competitiveness.
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In conclusion, competitive performance is not merely the outcome of possessing
valuable resources but rather the result of an organization's ability to continuously
learn, adapt, and transform those resources into strategic advantages. The framework
presented in this paper provides a foundation for future research and offers practical
insights for organizations seeking to enhance performance in increasingly dynamic
and uncertain business environments.
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