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ABSTRACT 

The proliferation of Small and Medium-Scale Enterprises in developing or developed 

countries is very important because they contribute immensely to the economic development 

of the countries. In developed or high income countries, SMEs have contributed to over 50% 

of the Gross Domestic Product (GDP) and given more than 60% of all employment.  

From the study, we deduced that enterprise learning affects firm’s performance positively.  

Enterprise learning is seen as a key component in defining a firm’s superior performance and 

long-term competitive advantage. This component promotes the development of enterprise 

competencies that are either valued by customers or difficult to imitate, adding to the firm's 

competitive edge.  

Moreover, enterprise learning also directly impacts enterprise innovation. Enterprise learning 

may help businesses introduce new knowledge, advance their knowledge and expertise, and 

improve their performance. Enterprise innovation partially mediates the relationship between 

enterprise learning and enterprise performance from the study.  

Furthermore, enterprise culture positively moderates the relationship between enterprise 

innovation and enterprise performance. The culture of an enterprise creates an environment 

that is conducive for innovation. Enterprise culture directly affects innovation since workers 

are free to come up with new ideas which improve performance of enterprises.  

Lastly, the study employed a quantitative research method. The objectives for the study were 

achieved using a cross-sectional survey design. The respondents were selected using random 

sampling technique.  The study utilized Hay’s (2017) model 3 statistical analysis using SPSS. 

All the latent variables were measured on a 5-point likert scale, with 1 being strongly 

disagree to 5 being strongly agree. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Study 

To ensure economic development in both developing and developed countries, the presence of 

SMEs is very vital due to their immense contributions (OECD, 2017). It is impossible to 

undervalue the contribution that SMEs provide to economic growth (Dogbe et al., 2021). SMEs 

account for more than 50% of GDP and more than 60% of total employment, and policymakers, 

economists, and business experts all agree that SMEs are critical drivers of economic growth in 

developed countries. Small and Medium-Sized Enterprises (SMEs) play a significant role in 

economic development and are recognized as the backbone of Asian economies (Nasir, Al 

Mamun, & Breen, 2017; Yoshino, Taghizadeh-Hesary, Charoensivakorn, & Niraula, 2016). 

(Subrahmanya, et al., 2010). SMEs contributions account for more than half of Ghana's GDP and 

approximately 70% of industrial employment. (Abor et al., 2007). In Africa, the percentage 

contribution of SMEs to business activity and employment generation is around 90% and 50%, 

respectively (Frumina & Mental, 2017). The National Board for Small Scale Industries (NBSSI) 

defined SMEs based on employee criteria. Small businesses had 6 to 29 employees, and 

medium-sized businesses had 30 to 99. (NBSSI, 1990).  

 

Moreover, this study focuses on a thorough classification of SMEs by Osei et al. (1993) using the 

employee threshold. They define small enterprises as one to six employees, whereas a medium-

scale business is the one with six to nine employees. However, if a business employs between 10 

to 29 employees, it is considered to SME according to Osei et al. (1993). This paper will 

henceforth use the Osei et al. (1993) classification of SMEs. Furthermore, the study focuses on 
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smaller enterprises rather than larger organizations. Because of their modest size, private 

ownership, and relatively flat hierarchical structures, SMEs outperform larger companies in 

terms of flexibility and adaptability (Martin et al., 2019). Financial performance (return on 

investment, profitability, etc.), shareholder return, and market performance for products and 

services are all facets of SMEs' performance (Gavrea et al., 2011). SMEs performance has 

become an essential indication for many businesses. The sustainability of a firm aids in the 

promotion and achievement of better performance and productivity in the markets 

(Ussahawanitchakit, 2017; Shpak et al., 2017; Gavurova et al., 2018). To acquire a competitive 

advantage in today's highly competitive, continuously changing markets, growth, stability, 

success, continuing existence, and increased performance are essential (Ussahawanitchakit, 

2017; Bilan et al., 2017). Performance of SMEs is influenced by diverse factors and among them 

are enterprise learning, innovation and culture (Liao et al., 2012).  Enterprise performance is also 

defined as a firm's ability to achieve its goals and objectives through talented management, good 

governance, and a consistent commitment to accomplishing corporate goals (Boyer & Skiera, 

2017). Enterprise performance can be analyzed from two perspectives: judging performance and 

objective performance (Agarwal et al., 2003; Abdi and Ali, 2013). According to Tuan et al. 

(2016) production, finance, and marketing are the three variables that can be used to determine 

an enterprise's performance in this contemporary world. Consequently, the essence of enterprise 

performance is the creation of value (Alsuwaidi et al., 2021).Therefore actual outcomes that are 

measured against predetermined goals are referred to as enterprise performance (Omar & Kilika, 

2018).  
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Enterprise learning is the process of creating, retaining, communicating, and providing new or 

information inside an organization that has a substantial impact on enterprise performance 

(Megheirkouni, 2017). Because enterprise learning has a significant impact on performance or 

competitive advantage, it is vital to the survival or existence of any type of business in a highly 

competitive market (Qi & Chau, 2018). According to Aranda et al. (2017), enterprise learning is 

crucial for both a business performance and economic growth. Thus, enterprises tend to 

transform individual knowledge in the form of personal experience and understanding into its 

knowledge to improve performance (Rechberg & Syed, 2013). Enterprise learning is also 

considered as one of the most vital factors that help businesses to achieve increased performance 

and competitive advantage (Obeidat et al., 2017). Enterprise learning application helps to prevent 

mistakes from occurring and also create strategic business benefits (Adamska & Minarova, 

2014). Employees are encouraged by their firms learning to refresh their existing knowledge, 

develop new skills, and enhance their capacity to adapt to changing environments to improve the 

firm’s performance (Pantouvakids & Bouranta, 2017). Enterprise learning is very essential for 

building job resilience continuously which helps in achieving superior performance (Nicolletti et 

al., 2019). Additionally, according to Qi and Chau (2018), enterprise learning is also an 

important performance measure since it helps to create the knowledge resources necessary to 

assure their continued success. For this reason, to improve SMEs performance, their learning 

should rely on clear goals (Qi et al., 2018). There are essentially three levels of enterprise 

learning and knowledge exchanges in every business: the individual, the group, and the 

enterprise level to affect its performance (Odor, 2018). Embedded enterprise learning improves 

enterprise performance and generates value for customers (Wheeler, 2002; Oh & Kuchinke, 

2017).  
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Additionally, employees’ social and psychological experiences generate a variety of learning 

opportunities, which ultimately result in improved enterprise performance (Oh & Kuchinke, 

2017). A substantial amount of empirical research supports the impact of enterprise learning on 

performance, and the idea of a firm's learning capability, which refers to a firm's ability to learn, 

has gained popularity for its critical role in increasing competitiveness. (crossan et al., 2011). 

This is because it allows a business to function better and adapt to changing business 

environment, which improves enterprise performance. (Milia & Birdi, 2010). The degree of 

knowledge sharing, according to Park and Kim (2015), is determined by how much people trust 

each other and the enterprise structure. Therefore, SMEs must continue to learn and gather 

knowledge to increase performance in order for them to out-perform their competitors to gain 

competitive advantage (Jasinska et al., 2015). 

 

Moreover, many SMEs continue to place a high priority on innovation with the intention of 

achieving competitive advantage and their success has been linked to its learning, or its capacity 

to learn new skills or competencies (March, 1991; Dogbe et al., 2021). Enterprise innovation is 

defined as a firm's ability to produce and develop new ideas, which are subsequently transformed 

into processes, products, and services (Simşit et al., 2014).  Similarly, Ilori et al. (2017) defined 

innovation as the implementation of new knowledge into processes, products, or services. 

According to the definitions provided, enterprise innovation is a sequential process that begins 

with the identification of a problem or the discovery of a novel concept, followed by problem-

solving and the development of productive ability to deliver innovative products and services to 

the market (Ilorin et al., 2017). Enterprise learning enables it to enhance its capabilities and 
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competencies, which is shown in the growth and enhancement of its performance and innovation 

(Serna et al., 2016, 48). In order for enterprises to compete and succeed, they must learn quicker 

and more effectively than their rivals (Santos et al., 2012). Enterprise learning can referred to a 

mechanism that sets the stage for the growth of a knowledge-based organization which positively 

affects its innovation (Mikua, et al. 2012; Abdallah et al., 2019). To sustain SMEs existence and 

improve their performance, their learning capability and innovation are two concepts that must 

be handled jointly (Zdeveciolu et al., 2012; Cherafi et al., 2018). The ability of various SMEs to 

learn acts as a foundation for the creation of novel ideas and stimulates creativity, making it one 

of the essential elements of innovation (Liao et al., 2008; Dogbe et al., 2021). Izabela et al. 

(2014) also argued that SMEs learning improves their potential to innovate. Innovation is the 

outcome of both individual and enterprise learning, and it is the only long-term source of 

competitive advantage for SMEs. (Mikua, et al., 2012; Oh & Kuchinke, 2017). Enterprise 

learning and innovation play a critical role in enhancing SMEs performance (Sanze-Valle, 2011; 

Cherafi et al., 2018). Therefore, the most crucial factor for improving SMEs performance, 

according to Liu et al. (2018), is its learning and innovation. 

 

According to Camisón et al. (2014), enterprise innovation improves an enterprise’s technical 

capacity to generate new goods and methods that result in higher performance. Piening et al. 

(2015) have demonstrated how business abilities that manage a wide range of innovation-related 

activities assist a firm in improving its performance and profit margins. The competitiveness, 

growth and success of an enterprise are all significantly influenced by innovation (Salunke et al., 

2013; Thakur & Hale, 2013).  Innovation is essential for SMEs and other established businesses 

to get a competitive advantage and improve their performance (Lichtenthaler, 2020). Innovative 
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businesses can respond to market challenges more rapidly and effectively than non-innovative 

enterprises (Faia et al., 2016). The importance of enterprise learning in achieving superior 

enterprise performance has been demonstrated by Hussain et al. (2018). In addition, enterprise 

learning is a crucial factor that leads to successful innovation as well as a substantial source of 

competitive advantage for enterprises (Tajeddini, 2016; Xian et al., 2018). It is evident that 

enterprises with higher innovation capacity can respond to environmental challenges sooner 

(Gomes & Wojahn, 2017; Herman et al., 2016), and thus perform better (Lestari et al., 2018). 

Therefore, enterprises now rely largely on innovation to achieve and retain competitiveness, 

boost productivity, and thrive in today's changing markets (Yunis et al., 2018). 

 

Lastly, enterprise culture is the signs and symbols, shared behaviors, and underlying assumptions 

of an enterprise (Howard-Greenville, 2020). The normal activities that take place in an enterprise 

are typically represented by enterprise culture (Buschgen et al., 2013). Several studies have 

looked into how enterprise culture influences the relationship between an enterprise's innovation 

and performance. (Wenjing et al., 2018; Glisson, 2007). Enterprise culture encourages 

innovation, which gives the firm a competitive advantage (Crossan & Apaydin, 2010; Wenjing et 

al., 2018). A significant amount of previous empirical research has found a positive relationship 

between company innovation and performance, and this relationship is enhanced by its culture, 

which favorably influences employee behavior (Kim et al., 2019). This implies that there is 

sufficient evidence to link an enterprise’s innovation to its performance which is also positively 

influenced by its culture (Nazarien et al., 2017).  The concept of enterprise culture nowadays is 

considered as a significant factor influencing its innovation (Jancikova & Brychta, 2009). A 

successful enterprise in its quest to innovate must adhere to the fundamental premise of having a 



7 
 

positive culture (Murras, 2017). Hogan and Coote (2014) emphasized the importance of 

enterprise learning, stating that it has a direct effect on employee attitudes and significantly 

improves enterprise performance. Therefore, enterprise learning, culture and innovation give a 

firm competitive advantage because they are difficult to imitate, very rare, valuable, etc., and 

have a direct impact on enterprise performance (March, 1991; Walley et al., 2011). 

 

1.2 Problem Statement 

SMEs achieve superior performance by having a competitive advantage over its competitors in 

this digital era (Muhammad, 2018). Performance of these enterprises can be improved through 

their learning, innovation and culture (Branganza et al., 2017). Studies on determinants of 

enterprise performance are scanty leaving a clear and in-depth review of other essential factors 

influencing enterprise performance to be lacking. Despite the crucial role enterprise learning 

plays in encouraging innovation, the majority of the studies were conducted in western cultures 

(zdeveciolu & Biçkes, 2012; Wenjing et al., 2018). Limited studies have also looked at the role 

that enterprise innovation plays in determining superior performance with the help of moderating 

variable such as enterprise culture. This study adds to existing knowledge by considering 

enterprise innovation as a vital variable that enhances performance of firms and how enterprise 

culture positively moderates this relationship (Kim & Chan, 2019). 

 

For businesses to remain competitive in the market globally, its innovation, culture and learning 

capacity have become very essential. Enterprise innovation has long been acknowledged as a 

growth driver by management academics and it is an internal resource which can produce long-

term competitive advantage in achieving high performance (Hamel, 2006; Mol & Birkinshaw, 
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2009; Malafaia et al., 2014).  Enterprise performance is directly impacted by its culture, learning, 

and innovation. An enterprise needs a stronger adaptive culture, especially in competitive 

contexts to positively influence its innovation to improve performance (Liao et al., 2012). As a 

result, the purpose of this research is to evaluate how enterprise learning and culture influence 

business performance, as well as the mediating effect of enterprise innovation among SMEs in 

Kumasi Metropolis. 

 

1.3 Research Objectives 

1 .3.1 Main Objectives 

The study's overall goal is to explain how a business's learning and culture affect its 

performance: the mediating function of enterprise innovation among SMEs in Kumasi 

Metropolis. 

 

1.3.2 Specific Objectives 

The following illustrates the specific objectives of the study. 

1. To ascertain the effect of enterprise learning on its performance. 

2. To assess the effect of enterprise learning on its innovation. 

3. To assess the effect of enterprise innovation on its performance. 

4. To assess the mediating effect of enterprise innovation in the relationship between 

enterprise learning and its performance. 

5. To ascertain the moderating effect of enterprise culture in the relationship between 

enterprise innovation and its performance. 
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1.4 Research Questions 

The following depicts the research questions of the study. 

1. What is the impact of enterprise learning on its performance? 

2. What is the impact of enterprise learning on its innovation? 

3. What is the impact of enterprise innovation on its performance? 

4. What is the mediating effect of enterprise innovation in the relationship between 

enterprise learning and its performance? 

5. What is the moderating effect of enterprise culture in the relationship between 

enterprise innovation and its performance? 

 

1.5 Significance of the Study 

This study will be extremely beneficial to the SMEs in the Kumasi Metropolis. It will assist 

them grasp the impact of enterprise learning and its culture on performance, as well as the 

mediating function of enterprise innovation. Globally, SMEs function in context marked by 

rapid technical advancements, intense competition, and constantly changing customer 

preferences (Liao et al., 2012). Due to this, all SMEs seek to improve their performance to 

have a competitive advantage over their counterparts (Droge et al., 2008). The study will 

help these SMEs to gain competitive advantage and thrive well over their competitors in the 

market. 

 

Moreover, the results that will emanate from the study could be used by SMEs in Kumasi 

Metropolis in formulating the necessary policies and strategies to improve their performance. 

This study will be useful to other researchers who may wish to do similar research in the 
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future since it will provide a better knowledge of the dynamics influencing the performance 

of SMEs in the Kumasi Metropolis. 

 

1.6 Scope of the Study 

The study focused on Small and Medium-Sized Enterprises in the Kumasi Metropolis. The 

target population consists of managers from SMEs in Kumasi Metropolis who has been with 

the enterprises for at least six months. The study focuses on how the enterprise learning and 

culture influences its performance and the mediation role of enterprise innovation among 

SMEs in Kumasi Metropolis. The study covers a period of eight (8) months from January to 

August, 2023. 

 

1.7 Limitations of the Study 

There are several drawbacks to this study. The questionnaires used in this study used a basic 

random sampling technique and consisted of closed-ended questions. As a result, it is 

possible that behavioral changes over time are not being monitored. Questions that are close-

ended restrict respondents' ability to fully express themselves. The study did not employ the 

combined approach of qualitative and quantitative approach but rather focused on only 

quantitative method to fully comprehend the topic. The study also focused on only SMEs 

operating in Kumasi Metropolis. The study did not take into consideration SMEs operating in 

the entire country of Ghana. 

1.8 Overview of Methodology 

The study's objectives were fulfilled through the use of quantitative research methods. The 

study's objectives were met utilizing a cross-sectional survey design. The respondents, 400 
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managers of small and medium-sized enterprises, were chosen at random.  The study area 

was Kumasi Metropolis, which is Ghana's second most populous region. The study employed 

Hay's (2017) model 3 statistical analysis with SPSS (v.23). The data for the study was 

gathered using a standardized questionnaire. The reliability and validity for the measurement 

items were assessed using Cronbach Alpha to check whether the measurement items had 

internal consistency in measuring the latent variables. Descriptive statistics were employed to 

evaluate the demographics of respondents. Regression analysis was used to meet the study's 

objectives.  All latent variables were measured on a 5-point likert scale, with 1 indicating 

strong disagreement and 5 indicating strong agreement. 

 

1.9 Organization of the Study 

The study is organized into five chapters. The first chapter essentially presents the research, 

identifies the fundamental topic being investigated, and raises pertinent questions. It also 

outlines the general and specific objectives, research hypotheses, study scope, significance, 

limitations, and study organization. This chapter is important to the study since it puts it in 

context and helps to identify deviations.  

 

Chapter two provides theoretical and empirical reviews of the subject. It focuses on concepts 

and actual data that demonstrate how enterprise culture and learning affect performance, as 

well as the mediating role of enterprise innovation. 

 

Furthermore, chapter three discusses the research methods. This chapter discusses the 

research design and strategy, population, sampling, and sampling procedures, data collection 
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technique, data validity and reliability, data analysis technique, model formulation, and 

chapter summary of the study. 

 

Additionally, the fourth chapter focuses on the study's research findings and discussions. The 

research findings and discussions are presented in the form of tables and figures. The tables 

illustrating the results are presented in APA style. 

In conclusion, chapter five gives a review of the findings, draws conclusions, makes 

recommendations for future research, and discusses any study limitations. This is extremely 

important since it reveals previously unknown information, so broadening the boundaries of 

existing knowledge. 

 

 

 

 

 

 

 

 

 

 

 

 

 



13 
 

CHAPTER TWO 

LITERATURE REVIEW 

2.0 This chapter examines the theory that helps us to understand enterprise performance and the 

main variables influencing it. The chapter also covers the empirical research explaining how 

enterprise learning, innovation and culture influence its performance by other academicians 

globally. The pictorial relationship between the variables and how they affect enterprise 

performance was shown by the conceptual framework. 

 

2.1 Theoretical Review 

2.1.1 Resource Based-View Theory 

Although Schumpeter (1934), Penrose (1959) and Ansoff (1965), developed the Resource 

Based-View theory, it did not achieve widespread recognition and prominence until Barney 

(1991). This study employs the resource-based view (RBV) and knowledge-based view (KBV) 

theories to explain the relationships between enterprise learning, culture, innovation, and 

performance (Maelah et al., 2021). The resource-based view (RBV) was established to explain 

how unique business-specific assets, conceptualized as resources, assist firms in achieving long-

term competitive advantage (Barney, 1991). RBV emphasizes how internal resources can affect 

an enterprise's performance and strategies (Maelah et al., 2021; Frackiewicz-Wronka & 

Szymaniec, 2012).  

 

These internal resources of a firm include enterprise culture and innovation (Barney, 1991). 

Improved enterprise performance, according to the RBV viewpoint, arises from the utilization of 

a firm's distinctive internal resources (Barney, 1991). Braganza et al. (2017) suggest that 
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enterprise culture and innovation fit the VRIN (valuable, rare, imperfect imitability, and non-

substitutability) criteria and can be used as internal resources to gain competitive advantage. 

Consequently, RBV describes how an enterprise might get a competitive edge by protecting its 

unique resources against imitation, transfer or substitution (Wheelen & Hunger, 2010). Assets, 

infrastructure, talents, values, etc. can all be considered as resources, which are often specified 

broadly in the RBV (Omalaja & Eruola, 2011). The RBV has evolved into a benchmark for 

understanding why firms in the same industry perform differently over time (Hoopes et al., 2003; 

Branganza et al., 2017). 

 

2.1.2 Knowledge Based-View Theory 

The Knowledge-Based View (KBV) is an informal elaboration of Sir Francis Bacon's 

Knowledge is Power. Grant (1996) goes so far as to say that if a single-factor theory of value 

were to be revived, the only defensible approach would be a knowledge-based theory of value, 

on the grounds that all human production is knowledge-dependent, and machines are simply 

expressions of knowledge. According to the Knowledge-Based View (KBV), knowledge is the 

most important strategic asset for an organization (De Carolis, 2002). Based to the KBV, 

enterprise knowledge is difficult to reproduce, and so has the potential to create a long-term 

competitive advantage and superior enterprise performance (Grant 1996, 2002; Kogut and 

Zander, 1992; Nickerson and Zenger, 2004). The firm's knowledge-based view (KBV) is a 

current extension of its resource-based approach (Balogun & Jenkins, 2003).  

 

Enterprise learning has been one of the key variables that set the stage for the growth of a 

knowledge-based enterprise (Nickerson & Zenger, 2004). With enterprise learning, a company 
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can acquire, modify, and maintain its skills. Knowledge creation, effective knowledge transfer 

within the company, and the conversion of individual and social expertise into commercially 

viable goods and services are all capabilities of enterprise learning (Cook & Yannow, 1995; 

Wan & Wu, 2017). This creates competitive advantage for knowledge-based firms over their 

competitors thereby improving their performance. Therefore, in order for an organization to 

function better, it must have both visible and invisible assets that are challenging for rivals to 

copy (Wan & Wu, 2017). Resources that are challenging for industry rivals to copy may be 

offered by enterprise learning. Additionally, KBV offers businesses the methods for 

maximizing the performance of their knowledge base (Adeniji et al., 2015). Enterprise 

learning, culture, and innovation provide business knowledge that may be leveraged for 

improved performance (Grant, 1996; Adeniji et al., 2015). Therefore, enterprise’s learning, 

innovation and culture are the latent variables or construct used in the theories (Braganza et al., 

(2017).  

 

Thus, this study investigates the relationship between enterprise learning, innovation, and 

performance, as well as the moderating role of enterprise culture in the relationship between 

enterprise innovation and performance among SMEs in the Kumasi Metropolis. 

 

2.2 Empirical Review 

The study's objectives guided the development of the empirical review.  The study investigates 

how enterprise learning effect performance, the mediation role of enterprise innovation, and the 

moderating effect of enterprise culture. 
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2.2.1 Enterprise Performance 

Enterprise performance is defined as a firm's capacity to react to its external business 

environment and develop a solid business plan in order to get a competitive advantage over its 

competitors (Zainudin and Sugiono, 2016). Enterprise performance is also defined as a firm's 

ability to achieve its goals and objectives through talented management, good governance, and 

a consistent commitment to accomplishing business goals (Boyer & Skiera, 2017). Enterprise 

performance can be analyzed from two perspectives: judging performance and objective 

performance (Agarwal et al., 2003; Abdi and Ali, 2013).According to Tuan et al. (2016) 

production, finance, and marketing are the three variables that can be used to determine an 

enterprise's performance in this contemporary world. Consequently, the essence of enterprise 

performance is the creation of value (Alsuwaidi et al., 2021). The firm's assets will remain 

valuable to the enterprise as long as the value created by assets is equal to or greater than the 

value anticipated. The enterprise becomes relevant and continues to thrive in the market (Al 

Shebli et al., 2021). Value creation is therefore an important factor in determining an 

enterprise's overall performance (Al Kurdi et al., 2020).  

 

According to Akande (2011), performance relates to the assessment of a firm's success, 

whether small or huge. The size, number of employees, working capital, and profitability of a 

business can all be taken into consideration while evaluating it (Bayer et al., 2017). Therefore, 

it follows that the success of enterprises depends on their performance. According to Trkman 

and McCormack (2009) businesses can determine whether or not they are making progress 

when they assess their level of performance. 
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Therefore, the most strategic options a firm has when addressing environmental factors that 

have a positive impact on its performance are enterprise innovation, enterprise culture, and 

enterprise learning (Ordanini et al., 2014; Abubakre et al., 2014; Siam & Hilman, 2014; Ruiz-

Jimenez & Del Mar Fuentes-Fuentes, 2013; Jimenez-Jimenez & Sanz-Valle, 2011). This study 

looks at the effect of enterprise learning and culture on performance, as well as the mediating 

role of enterprise innovation.  

 

2.2.2 Enterprise Learning 

Enterprise learning is defined as the process through which an enterprise builds up knowledge 

that employees have received and then integrates that knowledge into the firm's knowledge 

system (Chiva et al., 2014; Garca-Morales et al., 2012). , Tohidi et al. (2012) define enterprise 

learning as the process of creating, transferring, integrating, and learning in the business 

interaction process. Enterprise learning is also the process by which an enterprise consolidates 

and integrates individual knowledge into the firm's knowledge system (Chiva et al., 2014; Garca-

Morales et al., 2012). This increases the performance of small and medium-sized enterprises, 

giving them a competitive advantage. Enterprise learning is also a dynamic process of 

generating, gaining, and integrating knowledge in order to enhance organizations' resources and 

capacities, hence assisting enterprises in achieving superior performance. Furthermore, because 

of the learning environment for employees, enterprise learning is especially beneficial for 

enterprises expanding in an uncertain and dynamic environment to improve their performance 

(Megheirkouni, 2017). 
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Because of its nature as a process of generating new perspectives, enterprise learning can be used 

to generate new business knowledge (Cheng et al., 2014; Chiva et al., 2014). Enterprise learning 

can be considered as a management activity that involves regulating and planning. It focuses on a 

business's strategic knowledge creation, capture, and internalization. For enterprise learning to 

improve performance, information must be handled very well (Cheng et al., 2014). Enterprise 

learning is widely recognized as an essential enterprise tool for enhancing knowledge 

development and utilization (Wu & Chen, 2014). Adaptive learning and generative learning are 

the two approaches to learning. Adaptive learning is an accidental occurrence that causes a 

relatively distinct change in behavior and is fueled by an individual's responsiveness to various 

stimuli in their immediate surroundings. Generative learning, on the other hand, is the process by 

which an individual adds new behaviors, information, and skills to what they already have and 

applies them to varied contexts (Cummings & Whorley, 2009). Enterprise learning influences 

systems thinking and allows individuals of the business team to adopt the firm's mission as their 

own, resulting in increased personal and business growth (Martin, 2015). In a nutshell, enterprise 

learning involves individual learning, culture development, continuous improvement, innovation, 

and the use of learning systems (Cummings & Whorley, 2009). 

 

2.2.3 Enterprise Innovation 

Joseph Schumpeter (1934) was the first to distinguish between different types of innovation: 

product innovation, manufacturing methods, markets, supply sources, and business approaches. 

As a result, in order to gain a comprehensive understanding of what innovation entails, one must 

look beyond altering technology. This study also focuses on enterprise innovation, which is 

significant since it has enabled businesses to reach new performance levels (Hamel, 2006). 
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Dadfar et al. (2013) described enterprise innovation as the process of transforming possibilities 

into new ideas, the adoption of these ideas inside the enterprise, and the successful 

implementation of the resulting novelties in a way that adds value to the firm. Enterprise 

innovation is the outcome of accumulated knowledge and experience (Prifti & Alimehmeti, 

2017). Enterprise innovation therefore plays important role of increasing the performance of an 

enterprise (Drucker, 2015). 

 

Enterprise innovation is often regarded as a significant driver of economic development and 

firm’s competitiveness (Reinders et al., 2010). Enterprise innovation is obtain by the 

introduction of improved products, structures, managerial techniques, or changes in enterprise 

culture culture (Alblooshi et al., 2021). As a result, enterprise creativity is related to the degree 

of centralization and formalization, which affect the flow of ideas among members about how 

to allocate tasks and make decisions. According to Prasad and Junni (2016), enterprise 

innovation aids in dealing with market shifts and overcoming any obstacles. Furthermore, 

individual and environmental factors influence enterprise innovation (Alblooshi, 2021). 

Because enterprise innovation demands employees to resist the status quo and habits inherent 

in a system, enterprise innovation is defined as the desire to produce new ideas or techniques 

for carrying out a job (Liu et al., 2020). Enterprises are required to support open learning and 

communication while also providing individuals with the resources they require to develop new 

things (Liu et al., 2020). According to Shafique et al. (2020), creative enterprises are more 

interested in developing new ways than in employing existing processes or procedures. 
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2.2.4 Enterprise Culture 

Enterprise culture is the signs and symbols, shared behaviors, and underlying assumptions of an 

enterprise (Howard-Greenville, 2020). The normal activities that take place in an enterprise are 

typically represented by enterprise culture (Buschgen et al., 2013). It is more particularly the 

common set of beliefs and practices within an enterprise (Calciolari et al., 2018). It is also used 

to describe the set of assumptions and practices that people have adopted within an enterprise 

(Hartnell, 2011). According to Schein (2010), enterprise culture is a social phenomenon that 

consists of ideas and beliefs that hold employees together. 

 

Many researchers agree with Schein's (1985) paradigm, which states that a business culture may 

be classified into three levels: underlying assumptions and beliefs, norms and values, and 

cultural artifacts (Chatman and O'Reilly, 2016). The role of enterprise culture in gaining a 

competitive edge was first studied in the 1990s. Some academics say that in order for businesses 

to effectively respond to social and environmental issues, they must undergo a significant 

cultural revolution that abandons their old profit-first mindset (Howard-Grenville 2006). To 

ensure a smooth transition, businesses must foster a sustainable culture and actively strive to 

become more competitive (Baumgartner, 2009). A sustainable business must first establish a 

culture that promotes long-term success (Baumgartner, 2009). 

 

According to Denison et al. (2014), enterprises exhibit a consistent culture that acts as a focal 

point for collaboration, communication, integration, and control while designing systems. This 

characteristic is associated with businesses that have highly dedicated team members, a distinct 

business practice, enhancing consistent behaviors with core values, and a clear code of conduct 
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with strong responsibilities and supervision. One of the primary subjects that shape the 

relationships, working processes, decision making, and solving problems in a business is 

enterprise culture (Robbins & Timothy, 2013). Thus, enterprise culture has a substantial impact 

on a firm's performance, effectiveness, and competitive position in the marketplace (Sung & 

Choi, 2014). Building and developing an effective enterprise culture will ensure the firm's 

success (Nango & Ikyanyon 2012). 

 

2.2.5 Enterprise Learning and Enterprise Performance 

According to Hailekiros and Renyong (2016), enterprise learning is an important factor in 

determining a business superior performance and long-term competitive advantage. This 

component encourages the development of enterprise competencies that are either appreciated by 

customers or difficult to replicate, hence increasing the firm's competitive advantage (Hailekiros 

& Renyong, 2016). It is also essential for sustaining or improving performance based on prior 

experience (Chiva et al., 2014). Enterprise learning results in superior performance and long-

term competitive advantage (Do et al., 2018). Few researches examine the connection between 

enterprise learning and performance (Hsu, 2014; Poór et al., 2018). Enterprise learning is also 

seen as a potent force and as a critical element of successful business strategy (Jiménez & Sanz-

Valle, 2011; Poór et al., 2018). Learning enterprises constantly engage in open communication, 

evaluate and seek feedback which helps them increase their performance (Do et al., 2018).  

 

Additionally, most managers participate in learning programs to gain the necessary skills to 

boost an enterprise performance (Vijande & Sanchez, 2017). Moreover, the amount of trust in an 

enterprise and its members over their own performance will undoubtedly be impacted by the 
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skills and talents that are developed through ongoing learning of the firm (Rehman et al., 2019). 

Several studies have shown that enterprise learning improves performance (Ghafoor et al., 2016; 

Nafei, 2015; Rehman et al., 2019; Hao & Muehlbacher, 2012). Several enterprise learning 

metrics, such as knowledge transfer and integration, as well as managerial commitment, have 

been shown to improve enterprise performance (Cheema et al., 2016). This leads to major 

adjustments to behavior of the workers, boosting productivity and efficiency at work, and 

making it easier to achieve the firm’s goal. Enterprise learning and its performance therefore, are 

positively related, according to research done by Rose et al. (2009). Therefore, we propose the 

following hypothesis:  

H1. Enterprise learning has a significant positive effect on its performance. 

 

2.2.6 Enterprise Learning and Enterprise Innovation 

According to Ghafoor et al. (2016), enterprise learning is an enterprise's ability to maintain or 

improve performance based on experience. Enterprises require fresh perspectives and cutting-

edge solutions if they are to grow and remain competitive. If not, the risk of stagnation, a decline 

in the firm’s competitive position, or even failure exists (Ober, 2020). Enterprise learning can 

increase enterprise innovation by increasing the firm’s workers knowledge and skills (Wang & 

Ellinger, 2011). It also provides significant competitive advantage to enterprises (Lin & Lee, 

2017). Enterprise learning has the potential to assist firms in introducing new knowledge, 

advancing existing knowledge and competence, and improving their performance (Ober, 2020).  

 

In addition to influencing creativity on an individual level, enterprise learning will also influence 

creativity on an enterprise level (Wang & Ellinger, 2011). Also, according to academic research 
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conducted by Liu et al. (2012) enterprise learning enhances its innovation performance. 

Enterprise learning engenders knowledge generation which stimulates and boosts the firm's 

innovation skills (Asbari et al., 2019; Vijande & Sanchez, 2017; Lin & Lee, 2017). Enterprise 

innovation built on a learning culture that adds value will endure (Lee et al., 2016). The firm will 

connect with all members within it due to learning culture so that their prior expertise and newly 

acquired knowledge can be effectively shared and traded to foster the firm’s innovation (Lin & 

Lee, 2017; Lee et al, 2016; Chang & Lin, 2015). In other words, a firm's performance as a result 

of its innovative operations could be improved by integrating the resources required for 

innovation from the standpoint of learning (Gachanja, 2020).  

 

Enterprise learning is the key element for an enterprise to retain innovation and become a 

successful business, according to Tohidi and Jabbar (2012) analysis. Enterprise learning is the 

acquisition of knowledge which gives rise to innovation and assists enterprises in gaining a 

competitive advantage (Lin & Lee, 2017). Additionally, enterprise learning can successfully 

encourage innovation, according to Hung et al. (2011).  Li (2021) also confirmed that enterprise 

learning has a direct effect on business performance and that enterprise learning also directly 

influences enterprise innovation. Fang (2020) emphasized the positive role of enterprise learning 

in determining innovation performance through his research of Small and Medium-scale 

Enterprises. As a result, we propose the following hypothesis:  

H2. Enterprise learning has a significant positive effect on its innovation. 
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2.2.7 Enterprise Innovation and Enterprise Performance 

Innovation is defined as "doing something different," which may be risky, expensive or time-

consuming (Costello & Prohaska, 2013). Thus, enterprise innovation is defined as developing or 

introducing a product or service in order to gain a competitive advantage (Lee, 2010; Ober & 

Kochmanska, 2022). Enterprise innovation fosters the development of unique procedures, 

products, services, and technological improvements, resulting in increased business performance 

(Kahn, 2018). It is now commonly acknowledged that innovation is essential for competitive 

advantage and superior performances of enterprises (Aboramadan et al., 2019). By getting new 

ideas, enterprises can benefit economically and commercially from innovation (Al-hakim & 

Hassan, 2016). In light of this, managers and researchers must be mindful of innovation. 

Scholars have divided innovation into numerous categories, such as radical innovation, product 

innovation, and so on. These improve enterprise performance (El-kassar & Singh, 2019). The 

purpose of enterprise innovation is to create business value by producing valuable ideas that 

meet customers' expectations and improve the enterprise's performance (Uzkurt et al., 2013; 

Zafar et al., 2016). Businesses' long-term success is dependent on their ability to consistently 

innovate new items, processes, and services that allow each one of them to meet client 

expectations (Chang, 2008; Vijande & Sanchez, 2017). Enterprise innovation is therefore, 

associated with higher performance (Zafar et al., 2016). Enterprises that engage in higher levels 

of innovation and acquire a better reaction from the environment gain the skills necessary to not 

only improve enterprise performance, but also to build a sustainable competitive advantage 

(Laban & Deya, 2019).  According to numerous research (Al-Hakim & Hassan, 2016; El-Kassar 

& Singh, 2019; Garca-Morales et al., 2012; Nawab et al., 2015), enterprise innovation has a 

direct impact on its success.  Walker (2005) also conducted an empirical examination of 30 
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papers on enterprise innovation and performance, proposing that enterprise innovation is a path 

to better performance. As a result, we propose the following hypothesis:  

H3. Enterprise innovation has a significant positive effect on its performance. 

 

2.2.8 The Mediation role of Enterprise Innovation 

Since 1990s enterprise learning has been the focus of research, which has been primarily 

motivated by the need to maximize the application of knowledge inside companies (Chiva & 

Alegre, 2005; Nafei, 2015). Enterprise learning is a business's capacity to maintain or improve 

performance based on experience (Ghafoor et al., 2016). Enterprise learning entails learning new 

things, sharing them with others, and applying them in an organization (Fein, 2010; Abdi et al., 

2018). Enterprise learning improved its performance through innovation in an indirectly manner 

(Garcia-Morales et al., 2008). Over the last ten years, publications on enterprise learning have 

had a favorable impact on enterprise innovation (Abdi et al., 2018). The bulk of these studies 

also discovered a direct association between enterprise learning and performance through 

innovation (Sujarwo & Wahjono, 2017). An enterprise's performance can be improved by 

several forms of learning (adaptive/generative) and innovation (incremental/radical) (Osman et 

al., 2016). The level of learning that is needed to advance innovation increases along with 

enterprise performance (Bueno, 2010; Canh et al., 2019).  

 

The process of enterprise learning, which draws new information from current knowledge, serves 

as the foundation for its innovation (Abdi et al., 2018). In addition, enterprise learning increases 

the knowledge base of a firm that is required for its innovation which brings a surge or hike in 

business performance (Fein, 2010; Osman et al., 2016). According to Rehman et al. (2019) 
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enterprise innovation mediates the impact of enterprise learning on its performance. Jiménez and 

Sanz (2011) discovered comparable findings, illustrating how enterprise innovation improves 

performance and mediates the relationship between enterprise learning and performance. As a 

result, we suggest the following hypothesis:  

H4. Enterprise innovation mediates the relationship between enterprise learning and its 

performance. 

 

2.2.9 The Moderating role of Enterprise Culture 

According to Hofstede et al. (2005) enterprise culture is the shared beliefs of the individuals who 

make up a given business. Enterprise culture is a collection of beliefs, shared values (honesty, 

diligence, avoidance of discrimination, loyalty, and persistence), norms, behaviors, 

characteristics, symbols, assumptions, habits, rituals, philosophies, attitudes, and practices that 

businesses use to gain a competitive advantage (Chandani et al., 2016). An enterprise's 

effectiveness is significantly influenced by its culture (Sung & Choi, 2014). Consistency, 

adaptability, engagement, and mission are the four components of enterprise culture (Warrick, 

2017). Any enterprise's workforce exhibits behavior that reflects its culture. Employee conduct is 

influenced by the shared understanding of the organization's values (Warrick, 2017). According 

to numerous definitions of culture, an enterprise's culture is established through employee 

interaction and is taught through employee engagement. Enterprise culture guides and shapes 

employees' attitudes and behaviors (Robbins & Timothy, 2013). 

 

Enterprise culture affects creativity in any firm, according to Demircan and Erturk (2010) which 

leads to employee involvement that demonstrates indulgence, contribution, and responsibility. 
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This brings about creative problem-solving attitude in an enterprise (Chandani et al., 2016).  

Enterprise innovation emanates from a conducive environment created by enterprise culture 

(Cameron & Quinn, 2011; Kerlavaj et al., 2010). Resource-based view theory considers 

enterprise innovation as one of the key internal resources of a firm that helps it to achieve 

competitive advantage over its competitors because it is rare, unique, non-substitutable and not 

easily imitated (Barney, 1991). This helps the firm in increasing its performance (Kahn, 2018).  

Furthermore, a flexible enterprise culture can lead to more innovations in an enterprise because 

employees are free to come up with new ideas that increase firm’s performance (Naranjo-

Valencia et al., 2016). Therefore, enterprise culture which encourages efficiency, increase in 

productivity and stability and promotes stable, efficient routines will result in harnessing 

creativity in a business (Cameron & Quinn, 2011; Škerlavaj et al., 2010; Khazanchi et al., 2007; 

Robbins & Timothy, 2013). 

 

 Furthermore, creative culture is seen as a valuable resource for a business because it 

distinguishes it from competitors and has a significant impact on enterprise success. According 

to Riaz et al. (2012), the primary goal of enterprise culture is to enhance a business's 

innovativeness. Enterprise culture provides suitable environment for innovative activities in a 

firm (Lii & Kuo, 2016). The goal of enterprise culture in research is to promote innovation so 

that a company may keep a competitive edge over its rivals while simultaneously improving 

performance (Cameron & Quinn, 2011; Škerlavaj et al., 2010; Naranjo-Valencia, 2016). As a 

result, we can hypothesize that: 

H5. Enterprise culture positively moderates the relationship between enterprise innovation and 

its performance. 
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2.3 Conceptual Framework 

Figure 2.1 illustrates the study's conceptual structure. The framework demonstrates that 

enterprise learning and innovation have a favorable impact on performance. Furthermore, 

enterprise innovation facilitates the relationship between learning and performance. To conclude, 

enterprise culture directly moderates the relationship between enterprise innovation and its 

performance.  

 

 

 

                                                                                         H5 

 

 

 

Figure 2.1: Conceptual Framework  

(Source: Author’s Construct, 2023) 

 

2.4 Chapter Summary 

This chapter focuses on the theoretical and empirical review, as well as the study's underlying 

conceptual framework. This study is also well explained using the Resource-Based View and 

Knowledge-Based View theory as well as empirical literature about the latent variables studied. 

 

The Resource-Based View theory explains how enterprises attain superior performance and 

competitive advantage using its internal resources such as enterprise culture and its innovation 
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(Maelah et al., 2021). The extention of the Resource-Based View is  the Knowledge-Based View 

theory. Enterprise learning contributes to the expansion of an enterprise's knowledge base. This 

enables Small and Medium-Scaled Enterprises to get a competitive advantage over their 

competitors and improve their performance (Wan & Wu, 2017).  

 

Enterprise learning, enterprise innovation and enterprise culture are classified as the most vital 

internal resources of an enterprise that are rare, valuable, imperfect imitable and non-

substitutable (Braganza et al., 2017). These internal resources helps SMEs to achieve 

competitive advantage and also positively inflence enterprise performance in Kumasi 

Metropolis. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

The study aims to explain how a business's learning and culture affect its performance: the 

mediating function of enterprise innovation among SMEs in the Kumasi Metropolitan Area. This 

chapter covers the following topics: research design and strategy, population, sampling and 

sampling methodology, data collection technique, validity and reliability, data analysis 

technique, and chapter summary. 

 

3.2 Research Design 

The main objectives for this study were achieved using a cross-sectional research design (Salem 

et al., 2016). The survey study design was chosen because surveys are effective in describing the 

features of a large population (Osuala, 2014). Surveys offer a high level of general competency 

in representing a large population, as well as low costs and simple data collection, statistical 

significance, little or no observer subjectivity, and reliable results. The National Board for Small 

Scale Industries (NBSSI) used employee criteria to designate Small and Medium-Sized 

Enterprises. According to the NBSSI (1990), small businesses have fewer than six employees, 

whereas medium-sized enterprises have 30 to 99 employees.  

 

Moreover, this study focuses on a thorough classification of SMEs by Osei et al. (1993) using the 

employee threshold. They define small enterprises as one with one to six employees, whereas a 

medium-scale business is one with six to nine employees. However, if a business employs 

between 10 to 29 people, it can also be considered as SME according to Osei et al. (1993). This 



31 
 

paper will henceforth use the Osei et al. (1993) classification of SMEs because the study focused 

on smaller and medium-sized enterprises rather than larger organizations. 

This study also focused on enterprises that have been in operation for at least two years. The 

enterprises sampled for the study were categorised into manufacturing, services and 

merchandising.  

 

Manufacturing enterprises produce goods needed to satisfy human wants. Manufacturing firms 

convert raw materials into completed products, typically on a big scale. More machines are used 

in the production process in such businesses. Most customers in manufacturing enterprises do not 

interact directly with the firms. 

 

Service enterprises, on the other hand, renders services to the general public (Samwel et al., 

2019).  A service enterprise is made up of two or more persons who work together to deliver a 

service to a consumer. The primary goal is to satisfy a consumer. The level of interaction 

between the customer and the firm varies according to the type of service provided. Customers 

are present during the creation of service in service firms, and customer feedback can be 

leveraged to promote enterprise innovation (Sunday & Oluwaleke, 2022).  

 

Lastly, one of the most popular types of businesses in Kumasi Metropolis is merchandising. A 

merchandising enterprise is a firm that buys finished goods and resells them to customers. The 

majority of merchandising companies are wholesalers and retailers who offer for sale actual 

goods to consumers. Because merchandising firms are in the business of retailing and 
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wholesaling a product to a customer for a profit, they are commonly referred to as retailers or 

wholesalers (Samwel et al., 2019).   

 

3.3 Research Approach 

The study employed a quantitative research approach in achieving the objectives (Salem et al., 

2016). The survey study design was chosen because surveys are effective in describing the 

features of a large population (Osuala, 2014). According to some researchers (like Trochim, 

2005), a survey was an adequate method for this deductive study (theory testing). With 

quantitative approach, hypothesis are developed and tested to achieve the objectives of the study. 

The results from the sample were generalised to represent all Small and Medium-Scale 

Enterprises in Kumasi Metropolis. The survey is made to be finished in one sitting. Therefore, 

the data for this study was gathered utilizing an electronic questionnaire.  

 

3.4 Study Location- Small and Medium-Scale Enterprises in Kumasi Metropolis 

The study's focus was on SMEs operating in the Kumasi Metropolitan Region. Kumasi is 

situated around 480 kilometers north of the Equator and 160 kilometers north of the Gulf of 

Guinea. It is situated between latitude 6.350 -6.400 and longitude 1.300-1.350, with an elevation 

of 250-300 metres above sea level and an area of around 254 square kilometers. The city's 

unique centrality as a transit point from all across the country makes it an appealing destination 

for many people to relocate there. The city is rapidly increasing, with a 5.47 percent annual 

growth rate (Regional Statistical Office, Kumasi). It is made up of about 90 suburbs, many of 

which were incorporated as part of the process of growth and physical expansion. Kumasi 

Metropolis was my choice for the study's location because it is Ghana's second-most populous 
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region. Small and Medium-Scale Enterprises (SMEs) are growing more prevalent in Kumasi 

(GSS, 2020). 

 

3.5 Study Population 

The study's target population was SMEs in Kumasi Metropolis. According to the Registrar 

General's Department data, about 92% of all establishments are SMEs in Ghana and the Kumasi 

Metropolis has more than 4500 registered SMEs (NBSSI, 1990). The National Board for Small 

Scale Industries (NBSSI) provided a list of registered SMEs that includes the name of the 

business, the year of registration, the kind of business, a contact name and address in Kumasi 

Metropolis. 400 managers from SMEs with at least two years of operating history and complete 

contact information (email, phone, and postal address) were selected. The average age of the 

respondents was 18years and above. This was done to make sure that the chosen managers had 

the knowledge necessary to comprehend the main concepts being researched. It is considered 

that the responses gathered from the sample respondents represent the views of all SMEs in the 

Kumasi Metropolis. 

 

3.6 Sampling Procedure and Sample Size 

The number of managers in SMEs in Kumasi Metropolis is large, due to this, 400 managers from 

the Small and Medium-Scale Enterprises were chosen using a simple random sampling 

technique. The managers were chosen randomly from SMEs in Kumasi Metropolis. The chosen 

managers were sent web link of the online questionnaire to be filled. Furthermore, the simple 

random sampling approach ensured that each unit in the sample had an equal chance of being 

included in it. This technique gives unbiased and precise parameter estimates in the case of 
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homogeneous populations (Singh, 2012). The minimum age was set at two years in order for the 

enterprises chosen to have the operational expertise for their managers to provide correct 

responses to the concepts being studied.  

 

3.7 Data Collection Instrument 

The data for this study were gathered using standardised questionnaires (Sauders et al., 2009). 

Close-ended questions were used to achieve the main goal of the study. The use of standardised 

questionnaires to collect data brings about uniformty and impartiality (Sekkaran & Bougie, 

2016). The standardized questionnaire had with five sections. The study's demographic 

characteristics were presented in Section A; questions about enterprise learning, enterprise 

innovation and enterprise culture were presented in Sections B, C, and D; and questions about 

enterprise performance were asked in Section E as well.  

 

3.8 Validity and Reliability 

Cronbach Alpha was used to examine whether the measuring items were reliable or consistent in 

assessing the latent variables. According to Cronbach Alpha, any value greater than 0.70 

suggests good reliability (Hair et al. 2010). SPSS (v.23) was used to conduct correlation analysis 

to determine the degree of correlation between any two variables investigated. Percentages and 

frequencies were also run for the demographic characteristics to determine the statistics of the 

resondents who took part in answering the questionnaires. This study focused on four latent 

variables. These latent variables include enterprise learning (EL), enterprise innovation (EI), 

enterprise culture (EC) and enterprise performance (EP).  
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This study also considered three other variables as control variables that can affect an enterprise's 

performance. The three factors were the size of the enterprise, type of enterprise, and years of  

operation of the enterprise. These control variables were employed to eliminate potential 

competing explanations for my findings, reduce error terms, and boost statistical power (Schmitt 

et al., 1991). 

 

3.9 Data Collection Procedure 

The managers of the Small and Medium-Scale Enterprises' in Kumasi Metropolis were initially 

issued a printed copy of the questionnaire, a cover letter, and a postage-paid return envelope. In 

addition, emails with a cover letter and a link to the online survey were sent to SMEs in the 

Kumasi Metropolis. This was done so that businesses could respond to the questionnaire in a 

format they prefer. The data collection period lasted for four weeks. Some of the managers were 

reluctant to participate in the data collection exercise due to their rigid schedule and their 

concern about confidentiality. This was my main challenge during the data collection. 

Moreover, from this study enterprise learning (EL) comprised 7 measurement items, enterprise 

innovation (EI) comprised 6 measurement items, enterprise culture (EC) had 7 measurement 

items and also enterprise performance also comprised 8 measurement items.  

 

3.10 Data Processing and Analysis 

The data for this investigation was analyzed using SPSS (version 23). SPSS (v.23) was also used 

to run Ordinary Least Squares regression on the numerous routes suggested in the study. This 

helps to establish the link between enterprise learning and enterprise performance. It also aided 
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in determining the relationship between enterprise learning and innovation, as well as the 

relationship between enterprise innovation and performance. Moreover, the Ordinary Least 

Square regression was used to assess the mediation effect of enterprise innovation in the 

relationship between enterprise learning and enterprise performance. Regression analysis was 

employed to examine the moderation influence of enterprise culture. 

 

In conclusion, correlation analysis, frequencies and percentages were run for the controlled 

variables or for the demographic characteristics. These also contributed immensely to the data 

analysis for this study and were run using SPSS (v.23). This study controlled for size of the 

enterprise, type of the enterprise and length of operation of the SMEs in Kumasi Metropolis. 

Therefore, the main goal for the study was ascertained using descriptive statistics like percentage 

and frequency, mean, standard deviation and regression analysis. 

 

3.11 Reliability 

The reliability analysis using Cronbach's Alpha (Cronbach, 1951) is shown in Table 3.1 above. 

Any result better than 0.70, according to Cronbach Alpha, indicates acceptable reliability (Hair et 

al., 2010). According to Table 3.1, the Cronbach's Alpha values for the latent variables were 

more than the 0.70 threshold for measuring the variables' validity and reliability (DeVellis, 

1991). The Cronbach Alpha values for enterprise learning and enterprise innovation were 0.935 

and 0.920 respectively. Additionally, enterprise culture and enterprise performance also recorded 

Cronbach Alpha values of 0.932 and 0.932 respectively. The data demonstrated internal 

consistency in assessing their respective constructs, according to Table 3.1, because the values 
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obtained were more than 0.7. As a result, the study concludes that the data fit the construct model 

correctly to achieve better outcomes for this study. 

 

Table 3.1: Reliability of Questionnaire Items for the Study Constructs 

Variable Cronbach Alpha Number of Items 

Enterprise Learning (EL) .935 7 

Enterprise Innovation (EI) .920 6 

Enterprise Culture (EC) .932 7 

Enterprise Performance (EP) .935 8 

Source: Field Data (2023) 

 

3.12 Model Specification  

The study employed regression analysis in assessing the positive or the direct relationship 

between the latent variables using Hay’s (2017) model 3 and statistical analysis. As a result, the 

various paths determined were based on Hayes (2017)'s model, which were the same as the study 

reported by Dawson and Richter (2006) on three-way interaction effect. In addition, regression 

analysis was utilized to assess the strength of the relationship between the latent variables. The 

magnitude and statistical significance of the combined effect were determined using multiple 

linear regression analysis. 

 

3.13 Estimation Technique/ Strategy 

All latent variables were assessed using a 5-point likert scale, with 1 indicating strongly disagree 

and 5 indicating strongly agree. Moreover, the interaction terms of enterprise culture and 
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enterprise innovation were measured using a residual centering technique (Cooper et al., 2014). 

The scale of enterprise learning and enterprise innovation were measured using 7 and 6 

measurement items respectively. The scale of enterprise culture was measured using 7 

measurement items whiles the scale of enterprise performance was also calculated or assessed 

using 8 measurement items. 

 

3.14 Chapter Summary 

First and foremost, the chapter three looked at research design and strategy. To achieve the main 

objectives of the study, cross-sectional design and quantitative research approach were used 

(Salem et al., 2016). As a result, data for the study was gathered via an electronic questionnaire. 

The study utilised survey design because surveys were effective in describing the features of a 

large population (Osuala, 2014). 

 

Moreover, the target population for the study was managers of Small and Medium-Scale 

Enterprises in Kumasi Metropolis. 400 managers from the SMEs with a minimum of at least two 

years operating history and complete contact information (email, phone, and postal address) were 

chosen using the random sampling technique. The respondents' average age was 18 years and 

above. In the case of homogenous populations, random sampling technique provides unbiased 

and precise parameter estimate (Singh, 2012).  

 

Furthermore, standardized questionnaires were employed to collect data (Sauders et al., 2009). 

The standard questionnaire had five sections. SPSS (v.23) was used to run the validity and 

reliability tests for this study. To determine the internal consistency of the latent variables, the 
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Cronbach's Alpha was estimated (DeVellis, 1991). Correlation analysis was run to assess the 

level of correlation between any two variables studied. The statistics for the demographic 

features was also assessed using percentage and frequency scores. Mean scores and standard 

deviation were also run for the measurement items to determine their reliability and their validity 

for the study. 

 

Finally, SPSS (v.23) was used to run Ordinary Least Squares regression on the numerous 

pathways identified in the study. Hay's model 3 was used to depict the regression results. The 

latent variables were measured using a 5-point likert scale, with 1 representing 

strongly disagreement and 5 representing high agreement. A residual centering technique was 

used to examine the interactions between enterprise culture and enterprise innovation (Cooper et 

al., 2014). 

 

 

 

 

 

 

 

 

 

 



40 
 

CHAPTER FOUR 

DATA ANALYSIS AND PRESENTATION OF RESULTS 

 

4.0 Introduction 

This chapter depicts the demographic characteristics of the respondents, descriptive analysis of 

measurement items of the latent variables, discussion of the findings in accordance to the 

research questions using regression analysis and finally gives a summary of the chapter. 

 

4.1 Socio-demographic Characteristics 

The summary of demographic characteristics of the respondents with regards to the size 

enterprise, type of enterprise and length of operation is given by Table 4.1. The frequency and 

percentage scores for the demographic characteristics were shown by table 4.1 below to assess 

the statistics of the responders who answered the questionnaires. 

 

According to table 4.1., under size of enterprise, enterprises with 1 to 5 employees recorded a 

frequency score of 104 and a percentage score of 25.4%. Those SMEs with 6 to 9 employees had 

a frequency of 79 and a percentage of 19.3%. Notwithstanding the above, enterprises with 10 to 

29 employees recorded a frequency score of 227 and a percentage score of 55.4%. Therefore, 

Small and Medium-Scale Enterprises (SMEs) with 10 to 29 employees got the highest frequency 

score of 227 and the highest percentage score of 55.4%. This illustrates that most of the SMEs in 

Kumasi Metropolis comprise 10 to 29 employees. 
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Table 4.1: Socio-demographic characteristics of respondents 

Demographics                Responses                 Frequencies (N)               Percentages (%) 

Size of the enterprise    1-5 employees         104                                       25.4 

                                          6-9 employees          79                                       19.3 

                                         10-29 employees      227                                      55.4 

Total                           410                                      100 

 

Type of the enterprise     Service                     129                                      31.5 

                                           Manufacturing           203                                     49.5 

                                           Merchandising           78                                      19.0                                        

Total                         410                                       100 

 

Length of operation           2 to 6 years              147                                       35.9 

                                            7 to 11 years           119                                        29.0                                     

                                            12 to 15 years         95                                          23.2 

                                            16 to 20 years         49                                          12.0 

Total                                                           410                                          100 

 

Furthermore, with regards to the type of enterprise, service enterprises had a frequency score of 

129 and a percentage score of 31.5%. Small and Medium-Scale Enterprises into manufacturing 

of goods also recorded a frequency score of 203 and a percentage score of 49.5%. Merchandising 

SMEs recorded a frequency score of 78 and a percentage score of 19.0%. Therefore, 

Source: Field Data (2023) 



42 
 

manufacturing SMEs had the greatest frequency score of 203 and a corresponding percentage 

score of 49.5%. This also shows that SMEs which are into manufacturing of goods and services 

dominate the number of SMEs in Kumasi Metropolitan area.  

 

Finally, Small and Medium-Scale Enterprises with length of operation between 2 to 6years 

recorded a frequency score of 147 and a percentage of 35.9%. Enterprises with 7 to 11 years 

operating history had a frequency of 119 and a percentage of 29.0%. Also, enterprises with 12 to 

15 years length of operation recorded a frequency score of 95 and a percentage of 23.2%. Lastly, 

Small and Medium-Scale Enterprises with 16 to 20 years operating history had a frequency of 49 

and a percentage of 12.0%. Therefore, enterprises with length of operation between 2 to 6 years 

had the greatest frequency score of 147 and the highest percentage score of 35.9%. This outcome 

confirms that majority of all the SMEs in Kumasi Metropolis have 2 to 6 years as their length of 

operation 

 

4.2 Descriptive Analysis 

4.2.1 Enterprise Learning 

The descriptive analysis of enterprise learning was illustrated by Table 4.2 below. 5-point likert 

scale was used to assess the enterprise learning measurement items for the study with 1 being 

strongly disagree to 5 being strongly agree as provided by the respondents. Mean scores greater 

than 3 were assigned to the 'agree' category, while mean scores less than 3 were assigned to the 

'disagree' category. The overall mean score for the measurement items of enterprise learning is 

3.84 and is above 3. This also shows that the individual measurement items had a mean score 

greater than 3. This indicates that the respondents agreed with the statements. 
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Table 4.2: Enterprise Learning 

Items Minimum Maximum Mean Std. Deviation 

EL1 1 5 3.63 1.478 

EL2 1 5 3.78 1.333 

EL3 1 5 3.81 1.344 

EL4 1 5 3.92 1.220 

EL5 1 5 3.91 1.326 

EL6 1 5 3.87 1.318 

EL7 1 5 3.99 1.272 

Total   3.84 1.328 

Source: Field Data (2023) 

 

4.2.2 Enterprise Innovation 

The descriptive analysis of enterprise innovation was shown by Table 4.3. The measurement 

items of enterprise innovation for the study were assessed using a likert scale with 1 being 

strongly disagree to 5 being strongly agree as provided by the respondents. The mean scores 

greater than 3 falls into the 'agree' category, while mean scores less than 3 were assigned to the 

'disagree' category. The overall mean score for the measurement items of enterprise innovation is 

3.89 and is above 3. This also shows that the individual measurement items had a mean score 

greater than 3. This indicates that the respondents agreed with the statements. 
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Table 4.3: Enterprise Innovation 

Items Minimum Maximum Mean Std. Deviation 

EI1 1 5 3.79 1.388 

EI2 1 5 3.92 1.263 

EI3 1 5 3.89 1.301 

EI4 1 5 3.95 1.258 

EI5 1 5 3.84 1.312 

EI6 1 5 3.94 1.272 

Total   3.89 1.299 

Source: Field Data (2023) 

 

4.2.3 Enterprise Culture 

The descriptive analysis of enterprise culture was shown by Table 4.4 below. 5-point likert scale 

was used to assess the measurement items of enterprise culture for the study with 1 being 

strongly disagree to 5 being strongly agree as provided by the respondents. Mean scores greater 

than 3 were assigned to the 'agree' category, while mean scores less than 3 were assigned to the 

'disagree' category. The overall mean score for the measurement items of enterprise culture is 

3.94 and is above 3. This also shows that the individual measurement items had a mean score 

greater than 3. This indicates that the respondents agreed with the statements. 
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Table 4.4: Enterprise Culture 

Items Minimum Maximum Mean Std. Deviation 

EC1 1 5 3.68 1.515 

EC2 1 5 3.94 1.213 

EC3 1 5 3.91 1.259 

EC4 1 5 3.94 1.292 

EC5 1 5 4.06 1.274 

EC6 1 5 4.02 1.259 

EC7 1 5 4.05 1.199 

Total   3.94 1.290 

Source: Field Data (2023) 

 

4.2.4 Enterprise Performance 

The descriptive analysis of enterprise performance was shown by Table 4.5 below. 5-point likert 

scale was used to assess the measurement items of enterprise performance for the study with 1 

being strongly disagree to 5 being strongly agree as provided by the respondents. Mean scores 

greater than 3 were assigned to the 'agree' category, while mean scores less than 3 were assigned 

to the 'disagree' category. The overall mean score for the measurement items of enterprise 

performance is 3.97 and is above 3. This also shows that the individual measurement items had a 

mean score greater than 3. This indicates that the respondents agreed with the statements. 
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Table 4.5: Enterprise Performance 

Items Minimum Maximum Mean Std. Deviation 

EP1 1 5 3.81 1.464 

EP2 1 5 3.92 1.238 

EP3 1 5 3.92 1.964 

EP4 1 5 3.98 1.261 

EP5 1 5 4.05 1.220 

EP6 1 5 4.09 1.205 

EP7 1 5 3.95 1.253 

EP8 

Total 

  4.00 

3.97 

1.276 

1.264 

Source: Field Data (2023) 

 

4.3 Correlation 

Correlation analysis was also run for all the variables to reveal their level of correlation between 

any two variables studied. The level of correlation among any two variabes studied can be weak, 

moderate or perfect correlation. To assess the effect of the mediation role of enterprise 

innovation in the relationship between enterprise learning and enterprise performance correlation 

analysis was run. The correlation analysis was also run to determine the effect of moderation role 

of enterprise culture in the relationship between enterprise innovation and its performance. The 

correlation analysis was run by adding up control variables to ascertain the relationships between 

the variables studied. 
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Table 4.6: Correlation Matrix 

Variables      Size      Type Length  EL EI      EC EP 

Size       1                        

Type    -.11         1                    

Length    .051                  .006           1             

EL  .212       -.069**            -.187**      1           

EI  .214**       -.038         .220**    .764**     1          

EC  .197**       -.080        -.242**    .704**   .654**        1  

EP  .220**       -.092        -.253**    ..787**   .604**       .711**     1 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

Note: Size=Size of the enterprise, Type=Type of enterprise, Length=Length of operation, 

EL=Enterprise Learning, EI=Enterprise Innovation, EC=Enterprise Culture and EP= 

Enterprise Performance. 

Source: Field Data (2023). 

 

From Table 4.6 above, any value that fall under + - 0 to 0.3 indicates weak correlation between 

any two variables. Values under + - 0.3 to 0.7 illustrates moderate correlation between any two 

variables and any value under + - 0.7 to 1 shows strong or perfect correlation between any two 

variables from the table. Any variable that correlates with itself has a correlation coefficient 

equal to 1 (one).  
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Type of enterprise negatively correlates with size of enterprise with a correlation coefficient of -

.011 which was statistically insignificant. The relationship between size of enterprise and length 

of period of operation was positive with a correlation coefficient of .051 which is statistically 

significant. The relationship between size of enterprise and enterprise learning was positive with 

a coefficient of .0212 which was found to be statistically significant. The relationship between 

size of enterprise and enterprise innovation was positive with a coefficient of .214 which was 

found to be statistically insignificant at 0.01. The relationship between size of enterprise and 

enterprise culture was positive with a coefficient of .197 which was statistically significant at 

0.01.  Also, the relationship between size of enterprise and enterprise performance was positive 

having a correlation coefficient of .220 which was found to be statistically significant at 0.01 

 

The relationship between enterprise size and type of enterprise was negative, with a correlation 

coefficient of -.11, which is statistically insignificant. The type of enterprise has a positive 

relationship with length of operation, with a correlation coefficient of.006, which is statistically 

insignificant. Type of enterprise negatively correlates enterprise learning with a correlation 

coefficient of -.067 found to be statistically insignificant. Type of enterprise negatively correlates 

enterprise innovation with a correlation coefficient of -.038 which is found to be statistically 

insignificant. There is a negative relationship between type of enterprise and enterprise culture 

with a correlation coefficient of -.080 found to be statistically insignificant. Also, type of 

enterprise has a negative relationship with enterprise performance with a correlation coefficient 

of -.092 found to be statistically insignificant. 
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Length of operation positively correlates with size of enterprise with a correlation coefficient of 

.051 which was statistically insignificant. The relationship between length of operation and type 

of enterprise was positive with a correlation coefficient of .006 which is statistically 

insignificant. The relationship between length of operation and enterprise learning was negative 

with a coefficient of -.187 which was found to be statistically significant at 0.01. The relationship 

between length of operation and enterprise innovation was negative with a coefficient of -.220 

which was found to be statistically significant at 0.01. The relationship between length of 

operation and enterprise culture was negative with a coefficient of -.242 which was statistically 

significant at 0.01.  Also, the relationship between length of operation and enterprise 

performance was negative having a correlation coefficient of -.253 which was found to be 

statistically significant at 0.01 

 

Enterprise innovation and enterprise learning have a positive correlation value of .764, which is 

statistically significant at 0.01. Enterprise culture and enterprise learning are positively 

correlated, with a correlation value of .704 that is statistically significant at 0.01. Enterprise 

culture is positively correlated with enterprise innovation, with a correlation value of .654, which 

is statistically significant at 0.01. 

 

4.4 Path Analysis 

SPSS (v.23) was used to run Ordinary Least Squares regression on the numerous pathways 

proposed in the study. Table 4.7 above summarizes the findings of this study. The study took 

into account size of enterprise, type of enterprise and length of operation as its controlled 

variables. This study's conceptual framework was based on Hayes' (2017) Model 3 and statistical 
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analysis. As a consequence, Hayes (2017) model 3 and statistical analysis were used to 

determine the different paths, which was similar to Dawson and Richter (2006)'s three-way 

interaction effect research.  

 

The influence of enterprise learning on enterprise performance was indicated in the regression 

under model 1. Model 2 illustrated the impact on enterprise learning on enterprise innovation. 

Despite this, model 3 depicted the impact of enterprise innovation on enterprise performance, the 

mediation role of enterprise innovation in the relationship between enterprise learning and its 

performance as well as the impact of the interaction term of enterprise culture and enterprise 

innovation on enterprise performance in order to achieve the study's main objectives. 

 

Table 4.7: Regression Output 

Variables  Model 1  Model 2  Model 3  VIF 

(Constant) 1.188 (8.043**) .520 (4.224**) .179 (.933)  

Size of the enterprise .062 (1.954) .034 (1.279) .031(1.533) 1.056 

Type of enterprise -.053 (-1.420) .035 (1.121) -.020(-1.026) 1.005 

Length of operation -.103 (-3.961**) -.057 (-2.615*) -.034(-1.698) 1.046 

EL .768 (31.644**) .873 (43.181**) .614 (17.805**) 1.097 

EI   .810 (33.400**) 1.112 

EC   .849 (41.376**) 1.121 

ECxEI   .093 (2.715*) 3.166 

R .865 .916 .913  

R2 .748 .839 .833  

F 301.133** 529.521** 504.448**  

Sig.     

Source: Field Data (2023). 
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4.4.1 Effect of Enterprise Learning on Enterprise Performance 

The relationship between enterprise learning and enterprise performance was shown under model 

1 under Table 4.7. The R indicates the level of correlation between the two variables and the R2       

represent the amount of change in the dependent variable which is attributable to the independent 

variable. The values of the R and R2 under model 1 were 0.865 and 0.748 respectively. The R 

value of 0.865 indicates perfect or high correlation between the variables in model 1 of the 

research, whereas the R2 value of 0.748 suggests that enterprise learning explains approximately 

74.8% of changes in enterprise performance. 

 

Based on the findings from the study, we postulated (H1) that enterprise learning has a positive 

significant impact on enterprise performance. According to the results of the regression table 

under model 1, enterprise learning has a positive and significant influence on enterprise 

performance. The enterprise learning coefficient and t-value were (β= 0.768; t = 31.644**) and 

were significant at 1%. This means that a one-unit change in enterprise learning results in a 0.768 

unit changes in enterprise performance. 

 

4.4.2 Effect of Enterprise Learning on Enterprise Innovation 

The relationship between enterprise learning and enterprise innovation was shown under model 

2. The R value which indicates the level of correlation between enterprise learning and enterprise 

innovation was 0.916. This shows a strong or perfect correlation between the two variables. The 

R2 indicates the explanatory power of the independent variable. The value of the R2 was 0.839 

under model 2. R2 value of 0.839 suggests that enterprise learning explains approximately 83.9% 

of changes in enterprise innovation. 
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The result from the regression table under model 2 illustrates that enterprise learning positively 

or directly affects enterprise innovation in SMEs in Kumasi Metropolis. The co-efficient for 

enterprise learning and its t-value from the regression table under model 2 were given as (β = 

0.873; t = 43.181**). The co-efficient and the t-value were significant at 1%. The co-efficient also 

indicates that 100% change in enterprise learning will lead to 87.3% changes in enterprise 

innovation among SMEs in Kumasi   Metropolis. 

 

4.4.3 Effect of Enterprise innovation on Enterprise Performance 

The relationship between enterprise innovation and enterprise performance was shown under 

model 3 from the regression Table 4.7. The R indicates the level of correlation between the two 

variables and the R2 represent the amount of change in the dependent variable which is 

attributable to the independent variable. The values of the R and R2 under model 1 were 0.913 

and 0.833 respectively. The R value of 0.913 indicates perfect or high correlation between the 

variables in model 1 of the research, whereas the R2 value of 0.833 suggests that enterprise 

innovation explains approximately 83.3% of changes in enterprise performance. 

 

Enterprise innovation has a positive impact on enterprise performance. This hypothesis was 

confirmed by the results produced from the regression table under model 3. The co-efficient of 

enterprise innovation and it t-value were given as (β = 0.810; t = 33.400**). This was significant 

at 1%. The co-efficient of enterprise innovation implies that 1 unit change in enterprise 

innovation will result in 0.810 changes in enterprise performance. 
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4.4.4 The Mediation Effect 

The mediation role of enterprise innovation in the relationship between enterprise learning and 

enterprise performance is presented by Table 4.7 under model 3. The co-efficient from the 

regression table and its t-value were given as (β = 0.614; t = 17.805**). This was significant at 

1%. This suggests that enterprise learning has a  positive impact on enterprise performance. 

Similarly, enterprise innovation has a substantial positive impact on enterprise performance. This 

regression result verifies hypothesis 4 of the study, which states that enterprise innovation 

partially mediates the association between enterprise learning and enterprise performance. 

 

4.4.5 The Moderation Effect 

The moderation role of enterprise culture in the relationship between enterprise innovation and 

enterprise performance is presented by Table 4.7 under model 3. The co-efficient of the 

interaction term of enterprise culture and enterprise innovation with its corresponding t-value 

were given as (β = 0.093; t = 2.715*). The regression results were significant at 5%. Enterprise 

culture positively moderates the relationship between enterprise innovation and performance, 

which was supported by regression results from model 3. This regression results also supports 

hypothesis 5 from the study. 

 

4.5 Discussion of Results 

Enterprise learning is seen as an important factor in understanding business performance (Kim, 

Watkins, & Lu, 2017; Qi & Chau, 2018). By attempting to analyze enterprise performance, Baia 

and Ferreira (2019) also relied solely on enterprise learning as a primary indicator of enterprise 

performance. According to Abdi et al. (2018), enterprise learning is a vital internal resource that 
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helps a business to improve its performance and maintain a competitive advantage over its 

competitors. This suggests that enterprise learning, as a means of integrating resources and 

developing new knowledge, is critical in implementing a firm's plans and establishing long-term 

competitive advantage (Akter et al., 2020). Enterprise learning also enhances individual and 

group performance and knowledge transfer to the system of the enterprise thereby boosting its 

performance (Lutsenko, 2018). The concept of knowledge management originates from the fact 

that, in the present and future, an enterprise's primary competitive assets will be intellectual or 

knowledge assets rather than physical assets. In general, knowledge management is a means of 

managing knowledge in enterprises to improve performance and strengthen the competitive 

advantage of a business (Nouri & Ghorbani, 2017; Chang et al., 2017). Thus, enterprise learning 

has a direct impact on business success as the fundamental mechanism for knowledge creation 

and development (Gerschewski et al., 2015; Abdi et al., 2018). As a result, enterprise learning 

has become a prerequisite for superior enterprise performance in Kumasi Metropolis.  

 

Moreover, enterprises require fresh ideas and innovative solutions in order to develop and remain 

competitive (Ober & Kochmanska, 2022). Enterprise learning boosts enterprise innovation by 

continuous enhancement of workers knowledge and their competencies. This assists the 

enterprise in achieving a competitive advantage and superior performance (Zacher & Rosing, 

2015). Enterprise learning also assists SMEs in introducing new knowledge, developing their and 

increasing firm’s innovation (Gachanja, 2020). Enterprise invests much in remaining creative, 

fostering innovation, and achieving long-term competitive advantage. Such a system is essential 

to achieve enhanced performance and long-term innovation (Weifu, 2017). Enterprise learning 

techniques have an impact on corporate performance because of their ability to innovate and 
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sustain the firm (Song, 2015). Enterprise learning aids in the acquisition and dissemination of 

knowledge in order to promote creativity and competitiveness through the development and 

provision of new and advanced products and services for long-term growth (Shujahat et al., 

2019). Firms with an active learning process are successful in supplying innovative products and 

services to their customers since better learning has made them capable of not missing any 

opportunity to develop products and services to fulfill ever-changing market demands (Bonfiglio 

et al., 2017). Such companies have the necessary knowledge and information to foresee and 

study customer requirements (Liao & Wu, 2010). Enterprise learning will make firms competent 

in terms of new and innovative technology, allowing them to innovate more effectively and 

sustainably (Shujahat et al., 2019). Enterprise learning will influence creativity not just at the 

individual level, but also at the enterprise level (Vijande & Sanchez, 2017). An enterprise will 

have superior value if the enterprise possesses human resources that have knowledge. Enterprise 

learning leads to the creation of new ideas and markets based on information that is distinct from 

existing business expertise, hence improving enterprise performance (Dogbe et al., 2021). This 

results in improved enterprise innovation and enhances its performance positively (Stelmaszcyk, 

2016; Weifu, 2017). According to the findings of this study, enterprise learning has a direct and 

significant relationship with enterprise innovation in SMEs (Bunea et al., 2016; Song, 2015).  

 

Furthermore, as a result of the competitive nature of markets, enterprise innovation has emerged 

as the most important factor in increasing firm’s performance (Kahn, 2018). Enterprise 

innovation boosts enterprise success by increasing market share, production efficiency, 

productivity growth, and revenue (Aboramadan et al., 2019). That is enterprise innovation 

positively influences enterprise performance (Rajapathirana & Hui, 2018). Thus, enterprise 
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innovation is seen as a key component of business effectiveness (Gunday et al., 2011; El-kasser 

& Singh, 2019). The ability to innovate is widely acknowledged as one of the most essential 

internal resources that can lead to excellent performance in Small and Medium-Scale 

Enterprises (Zouaghi et al., 2018; Santoro et al., 2017; Castela et al., 2018; Ruiz et al., 2018; 

Huesig & Endres, 2019). Wisdom et al. (2014) emphasized that an enterprises growth and 

performance are highly influenced by its innovative activities. Enterprise innovation improves 

enterprise performance in terms introducing new products, increasing revenue, and expanding 

market share (Ameme & Wireko, 2016). The crucial role of innovation in promoting greater 

enterprise performance is well acknowledged, and there is no shortage of literature emphasizing 

its significance. Thus, multiple innovation capabilities are vital for a firm, and it must constantly 

deploy, mobilize, and integrate its resources as well as dynamically align them, in order to 

innovate and generate its own competitive edge and increased performance (Van & Ratief, 

2020). As a result, enterprise innovation is a source of higher performance and also assists 

businesses in gaining a competitive advantage (Chin & Liu, 2017). This demonstrates that 

enterprise learning has a considerable positive effect on enterprise performance (Camison & 

Villar-Lopez, 2014).  

 

Additionally, enterprise learning has the ability to direct a person to develop innovative behavior 

and positively influences enterprise performance (Abdi et al., 2018; Osman et al., 2016). An 

enterprise learning process develops employee skills and capabilities so that they can use new 

things that are helpful to the enterprise (Canh et al., 2019). Enterprise innovation, according to 

Rehman et al. (2019), partially mediates the relationship between enterprise learning and 

performance. Knowledge, according to the knowledge-based-view theory, is a vital asset, and 
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enterprise learning is critical for innovation, which helps firms acquire a competitive advantage 

and increase performance (Valentim et al., 2016). Enterprise learning plays a vital role in 

determining enterprise performance in terms achieving competitive advantage and sustained 

performance through its innovative capabilities (Jyoti & Rani, 2017).  

 

Finally, managers can benefit from enterprise culture since it encourages them to accept 

innovation as an enterprise philosophy bringing about improved performance (Rezaei et al., 

2018). Enterprise culture influences the extent to which innovative ideas are promoted and 

embraced in SMEs (Naranjo-Valencia et al., 2016). Enterprise culture also facilitates the 

integration of innovative activities in any business to achieve competitive advantage and 

improved performance (Lil & Kuo, 2016; Kim & Chang, 2019). The ability of an enterprise to 

absorb new ideas has been evaluated in the context of a firm's culture, and it has been discovered 

to be an important variable determining its performance (Forés & Camison, 2016). This means 

that enterprise culture has a direct impact on creativity and performance (Shan et al., 2016; 

Hartnell et al., 2016). As a result, firms that can innovate are better able to produce new products 

and services, as well as improve procedures more swiftly to satisfy market demands. This is 

achieved by enterprise culture which positively influences its performance (Rezaei et al., 2018; 

Warrick, 2017). 

 

4.6 Chapter Summary 

This chapter looked at presentation of data for the study. The data presented were in a form of 

tables which includes correlation analysis of the variables, frequency and percentage scores for 



58 
 

the demographics, mean scores for the measurement items of the latent variables and the 

regression results.  

 

Additionally, some of the latent variables recorded moderate correlation score between each 

other. Small and Medium-Scale Enterprises (SMEs) with 10 to 29 employees received the 

highest frequency score of 227 and the highest percentage score of 55.4%. In terms of enterprise 

type, manufacturing SMEs had the highest frequency score of 203 and a corresponding 

percentage score of 49.5%. SMEs with a length of operation of 2 to 6 years had the greatest 

frequency score of 147 and the highest percentage score of 35.9%. This also shows that the 

individual measurement items of the latent variables had a mean score greater than 3. This 

indicates that the respondents agreed with the statements presented under the main variables. 

 

Lastly, the data demonstrated a direct relationship between enterprise learning and enterprise 

performance, as well as a positive relationship between enterprise learning and its innovation. 

Enterprise innovation had a direct impact on its performance as well. The role of enterprise 

innovation in mediating the relationship between enterprise learning and performance was 

partial. According to the findings of the study, enterprise culture also positively moderates the 

relationship between enterprise innovation and its performance. 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction 

This chapter presented a summary of the research findings per each objective, theoretical 

contribution, recommendations as well as conclusion on how SMEs can achieve competitive 

advantage and improved performance by using its internal resources such as enterprise learning, 

enterprise innovation and enterprise culture. These were presented based on the specific 

objectives interpretation from the study. 

 

The study focused on analyzing the effect of enterprise learning on enterprise performance: 

the mediating role of enterprise innovation and the moderating influence of enterprise culture 

in Small and Medium-Scale Enterprises (SMEs) in Kumasi. The specific objectives for the 

study were in the following other; (1) to ascertain the effect of enterprise learning on its 

performance, (2) to assess the effect of enterprise learning on its innovation, (3) to assess the 

effect of enterprise innovation on its performance, (4) to assess the mediating effect of 

enterprise innovation in the relationship between enterprise learning and its performance and 

(5) to ascertain the moderating effect of enterprise culture in the relationship between 

enterprise innovation and its performance. 

 

5.2 Summary Findings 

The study analyzed the effect of enterprise learning on its performance in Small and 

Medium-Scale Enterprises in Kumasi Metropolis. It was discovered that enterprise learning 
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has a positive significant impact on enterprise performance. The enterprise learning 

coefficient and t-value were (β= 0.768; t = 31.644**) and were significant at 1%. 

The impact of enterprise learning on its innovation was determined using regression analysis. 

It was ascertained that enterprise learning has a significant positive effect on enterprise 

innovation (β = 0.873; t = 43.181**). This means that enterprise learning boosts enterprise 

innovation by continuous enhancement of workers knowledge and their competencies in 

SMEs in Kumasi Metropolis. 

 

The impact of enterprise innovation on enterprise performance was also assessed using 

regression analysis. It was identified that enterprise innovation has a positive significant 

effect on enterprise performance (β = 0.810; t = 33.400**). Enterprise innovation is a source 

of higher performance and also assists businesses in gaining a competitive advantage in 

SMEs in Kumasi Metropolis. 

 

Additionally, mediating effect of enterprise innovation in the relationship between enterprise 

learning and its performance was determined using regression analysis. From the analysis it was 

identified that enterprise innovation partially mediates the relationship between enterprise 

learning and enterprise performance (β = 0.614; t = 17.805**). This is because from the 

regression analysis, it was deduced that the impact of enterprise learning on its performance 

decreased from .768 in model 1 to .614 in model 3. 

 

Finally, the moderating effect of enterprise culture in the relationship between enterprise 

innovation and its performance was assessed using regression analysis. From the study it was 
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discovered that enterprise culture positively moderates the relationship between enterprise 

innovation and its performance. This is because the coefficient of the interaction term of 

enterprise culture and enterprise innovation was positive (.093). The positive result also 

shows that enterprise culture increases the relationship between enterprise innovation and its 

performance. 

 

5.3 Conclusion 

The findings of the study provided a comprehensive knowledge of the roles of enterprise 

learning, enterprise innovation, and enterprise culture in impacting business performance. 

Enterprise learning has a significant direct effect on enterprise performance. Thus, enterprise 

learning leads to knowledge development and has a direct impact on business performance.  

 

Moreover, enterprise learning positively influences enterprise innovation. Enterprise learning 

boosts enterprise innovation by improving workers knowledge and their competencies. This 

assists an enterprise in achieving a competitive advantage and higher performance. Enterprise 

innovation is a crucial factor that improves performances of enterprises. Enterprise innovation 

boosts enterprise performance by increasing market share, increasing production efficiency, 

increasing productivity growth, and increasing revenue. Enterprise innovation mediates the 

relationship between enterprise learning and enterprise performance. This suggests that 

enterprise innovation leads to improved performance via enterprise learning. Finally, enterprise 

culture positively moderates the relationship between enterprise innovation and enterprise 

performance. Enterprise culture also makes it easier to integrate new activities into any business 

in order to attain competitive advantage and improved performance. 
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5.4 Recommendations 

Several recommendations may be made as a result of the findings from the study. The following 

are the recommendations emanating from the results from the study. 

1. In this competitive global world, managers of SMEs in Kumasi Metropolis should 

understand that enterprise learning is required to ensure growth and continuity in every 

business. Persistent enterprise learning helps businesses to achieve competitive advantage 

and superior performance. Therefore, for enterprises to thrive enterprise learning should 

be lifeblood of the business. 

2. SMEs in Kumasi Metropolis should prioritize enterprise learning as a prerequisite to 

foster creativity as well as developing fresh concepts to achieve competitive advantage 

and increased performance. Businesses should cultivate the culture of learning to enhance 

their ability to innovate. 

3. The managers of SMEs in Kumasi should note that, their innovation capability will 

enhance their business performance positively. Enterprises should make innovation their 

priority because they can benefit economically and commercially from innovation by 

gaining fresh ideas. 

4. Enterprises should need a stronger adaptive culture, which fosters creativity and 

innovation to improve its performance. Enterprise learning, enterprise culture and 

enterprise innovation are seen as a source of competitive advantage and increased 

performance for a firm, since it is hard to copy, rare, valuable etc. which directly 

influenced enterprise performance. 
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5.5 Theoretical Contribution 

This study contributes to knowledge in several ways. Enterprise learning, enterprise innovation 

and enterprise culture are distinctive assets of a business which helps it to achieve competitive 

advantage and increased performance. These internal resources positively influence enterprise 

performance. This is because they valuable, rare, imperfectly imitable and non-substitutable. 

Enterprise learning is seen as a way of developing new knowledge which is critical in 

implementing a firm's plans and establishing long-term competitive advantage and increased 

performance. Enterprise learning boosts enterprise innovation by continuous enhancement of 

workers knowledge and their competencies. This positively influences business performance. 

The ability to innovate is widely acknowledged as one of the most essential internal 

resources that can lead to superior performance in Small and Medium-Scale Enterprises in 

Kumasi Metropolis.  

 

Enterprise learning plays an important role in determining enterprise performance in terms 

achieving competitive advantage and increased performance through its innovation. 

Enterprise culture also encourages innovative activities in SMEs to achieve competitive 

advantage and improved performance. 

 

5.6 Suggestions for Further Research 

There are several limitations to this study. This study's questionnaires were made up of closed-

ended questions and used a basic random sampling technique. As a result, it is possible that 

behavioural changes are not being recorded over time. Closed-ended questions limit respondents' 

ability to fully express themselves.  
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Future study should use both quantitative and qualitative approach to ascertain a thorough 

understanding about how SMEs attain competitive advantage and increased performance. 

Moreover, while this study focused on SMEs in Kumasi Metropolis, more research in different 

sectors both within and outside of Ghana is needed, particularly among government and private 

enterprises. Future research should look at a broader range of variables that influence enterprise 

performance rather than only enterprise learning, enterprise innovation, and enterprise culture. 
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APPENDIX 

A STUDY ON THE IMPACT OF ENTERPRISE LEARNING ON ENTERPRISE 

PERFORMANCE: THE MEDIATING ROLE OF ENTERPRISE INNOVATION AND 

THE MODERATING INFLUENCE OF ENTERPRISE CULTURE IN SMALL AND 

MEDIUM-SCALE ENTERPRISES  IN KUMASI. 

SURVEY QUESTIONNAIRE 

This study is intended to find out the impact of enterprise learning on enterprise performance: the 

mediating role of enterprise innovation and the moderating influence of enterprise culture in 

Small and Medium-Scale Enterprises in Kumasi. The study will also contribute to general and 

applied research in management. I would be grateful if you could kindly participate in this 

survey.  

Demographics  

1. Size of the enterprise: 1-5 employees [   ] 6-9 employees [   ] 10-29 employees [   ] 

2. Type of the enterprise: Service [  ] Manufacturing [   ] Merchandising [  ]   

3. Length of operation: 2 to 6years [   ] 7 to 11years [   ] 12 to 15years [   ] 16 to 20years [    

] 

4. Indicate in the following table, the level of importance of enterprise learning on a scale of 

1 to 5 as follows: 1= strongly disagree; 2= disagree; 3= neutral 4= agree; 5= strongly 

agree 
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Enterprise learning 1 2 3 4 5 

Much new and relevant knowledge over has been 

acquired by my enterprise over the past years. 

     

Critical capacities and skills have been acquired by my 

enterprise over the past years. 

     

Over the previous years my enterprise’s performance 

has been influenced by new learning. 

     

Leaders generally support requests for learning 

opportunities and training in my enterprise,. 

     

My enterprise encourages people to get answers from 

across the enterprise when solving problems. 

     

 Product development skills and processes entirely new 

to the industry are learn by my enterprise. 

     

My enterprise takes the lead to learn new skills in 

certain domains. 
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5. Indicate in the following table, the level of importance of enterprise innovation on a scale 

of 1 to 5 as follows: 1= strongly disagree; 2= disagree; 3= neutral 4= agree; 5= strongly 

agree. 

Enterprise innovation 1 2 3 4 5 

In my enterprise there is assistance in developing new 

ideas. 

     

My enterprise encourages creativity.      

Flexibility and continually adapting to change is the main 

feature of my enterprise. 

     

People are allowed to try to solve the same problems in 

different ways in my enterprise. 

     

In my enterprise funding is available to investigate 

creative ideas.  

     

This enterprise is open and responsive to change.      
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6. Indicate in the following table, the level of importance of enterprise culture on a scale of 

1 to 5 as follows: 1= strongly disagree; 2= disagree; 3= neutral 4= agree; 5= strongly 

agree. 

Enterprise culture 1 2 3 4 5 

Loyalty and tradition in our 

daily activities are valued by my enterprise. 

     

My enterprise sticks its neck out and takes risks.      

My enterprise is committed to innovation 

and development. 

     

My enterprise follows formal rules and policies.      

Permanence and stability are valued by my enterprise.      

My enterprise is output driven.      

My enterprise places high importance on accomplishing 

goals. 
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7. Indicate in the following table, the level of importance of the enterprise performance on a 

scale of 1 to 5 as follows: 1= strongly disagree; 2= disagree; 3= neutral 4= agree; 5= 

strongly agree. 

Enterprise performance 1 2 3 4 5 

In my enterprise, return on investment has improved.      

In my enterprise, productivity per employee/volunteer has 

improved. 

     

The number of skilled workers is greater as compared to the 

other enterprises in my enterprise. 

     

Financial resources are used more effectively in my enterprise.      

 The cost per business transaction has improved in my 

enterprise. 

     

The new services are designed to achieve the mission in my 

enterprise. 

     

The percentage of total spending devoted to technology and 

information processing has improved in my enterprise. 

     

Response time for customer complaints is better than in 

previous years in my enterprise. 

     

 


