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Abstract 
Purpose: The present strategic management model is unable to handle 
the questions related to organizational management in a complex 
environment. Therefore, how an organization can successfully develop 
innovation capability (IC) to give rapid reaction to a dynamic and 
volatile environment and sustain competitive advantage has become a 
need of an hour. The core of this study is to discuss the aforementioned 
issues and propose a conceptual framework that centred on IC 
development through organizational learning culture (OLC) and task 
motivation (TM) to help organizations in the dynamic market 
conditions to sustain competitiveness and survive.  
 
Design/Methodology/Approach: To investigate the linkages among 
the constructs and propose a conceptual framework, a methodical 
review of the literature has been done and various theoretical as well as 
empirical studies were reviewed.  
 
Findings: This study demonstrates how OLC motivates the employees 
to perform a task and create novel ideas that facilitate IC to cope up in 
present scenario by enabling firm’s efficient reply to complex 
environment. Findings postulate the significance of OLC to develop 
TM and their dynamic role in developing IC. Results indicate that TM 
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is significant mechanism which converts the benefits of OLC into IC 
efficiently and impacts at the corporate level. 

 
Theoretical/Practical Implication: This research exhibits how OLC 
is prerequisite for highly motivated and competent manpower to 
generate and utilize the novel ideas and enhance IC. Therefore, the 
substantial implication of this research is that the practitioners in the 
knowledge economy should cultivate OLC to nurture TM and further 
to enhance IC, as both plays an important role to develop IC. 
Henceforth, this research organizes an evolving issue of real-world and 
a noteworthy area for research. 
 
Originality/Value: This research contributes to the current innovation, 
creativity and OLC literature by providing new understandings how IC 
can be developed through OLC and TM and submits valuable 
information for management practices. 
 
 
Keywords: Organization learning Culture, Task Motivation, 
Innovation Capability. 
 
 

1. Introduction 
In the present market scenario, where everything is uncertain, organizations need to 
gain competitive advantage. Here, IC plays a crucial for competitive advantage [1, 2] 
and helps organizations to continue the pace in this dynamic environment and survive 
by producing innovative outcomes and responding quickly in the market [2]. For 
gaining the flexibility and speed in the innovation process, learning holds an important 
position [3] which can be imparted within the organization through OLC. Researchers 
in the field of creativity and innovation maintain that TM works as a fuel for 
innovation [4]. Here, OLC and TM comes into the frame. Literature maintain that OLC 
motivates the employees to perform a task and create novel ideas and facilitate various 
functions like acquisition of information, interpretation and transformation into 
knowledge that exhibits innovative outcomes in the form of product and services [5], 
and thereby develops IC [6]. However, management literature submits that this 
perspective is not explained sufficiently in the complex phenomenon [7]. 

This study explore how TM enhances the effect of OLC on IC through motivated 
workforce those who are fully equipped with knowledge and skills with the help of 
OLC [8] and capable enough to innovate for getting the more specific view. However, 
there is scarcity of researches that combines OLC, TM and innovation [9] and also 
studies with reference to the organizational level factors that affecting innovation are 
scant [10].The major aim of this study is to examine the effect of OLC on TM and IC 
and proposes a framework that integrates all these. 
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2. Conceptual Framework 
In order to sustain competitive advantage, this paper conceptualizes a framework 
which aims to enhance the IC of organization through OLC and TM (creativity 
component) that enables organization to cope up in the highly competitive and 
unpredictable environment.  

OLC is an organizational level contextual factor that holds the strength to enhance 
IC and also motivate the employees to perform task creatively through various modes 
which further increases IC. Framework takes its shape through the scarcity of 
researches that explored the linkage among OLC, TM and innovation [11]. 

 
 

 
Fig. 1: Conceptual framework. 

 
 

3. Theoretical underpinnings  
3.1 Organizational Learning Culture and Task Motivation  
OLC comprises the process associated to organizational change which creates learning 
(learning organization) and specific characteristic of the organization that divulges 
learning within organization (organizational learning). OLC explains learning 
significant for the growth and success of organization and imparts learning into the 
culture to empower the individuals to discover, learn, explore, search, and extend 
capabilities [12]. Wang, (2005) identified that OLC denotes the culture deeply rooted 
in learning organizations which relates learning to the employees motivation and 
increase their interest towards their work and make them motivated intrinsically to 
instigates them to trust in the importance of their work [14, 15]. Operant theory 
maintains that all behaviours are encouraged by the rewards [16]. OLC rewards the 
efforts of the employees and makes them extrinsically motivated to create innovative 
results [14] By providing learning, OLC increases level of TM of the employees and 
built a highly motivated work force [14, 17, 18]. Emphasizing on cultural facets of 
OLC which impart learning and comprises management backing for inspiring 
employees to work together, search, interact, and seek support Gold et al., (2001) and 
Nonaka and Toyama, (2005) also maintains that OLC enlightens employees TM to 
create new ideas. Hence OLC enhances TM [21] to produce valuable outputs. 

 
3.2 Task Motivation and Innovation Capability 
Calantone et al., (2002) defined IC as the ability of the firm to take risk and generate 
new ideas which builds innovativeness. Literature explained the degree of 
innovativeness achieved by firm as IC [1] and maintain that it is the capacity or ability 
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of the firm which leads to attain innovative outcomes constantly [2]. Researchers [22, 
23] supported that to attain innovative outcomes and to improve the IC of the firm, the 
creation of new ideas and thought are essential .It is maintained that motivation is 
essential to create and generate innovative outputs where TM plays pivotal role [24, 
25]. Motivation supports the employees' capacity to take risk and come up with the 
new ideas [26] that enhances employee’s motivation to develop creative thoughts [27] 
and thereby enhances IC. Thus, TM is obligatory in IC. If organization wishes to be 
innovative, attention is required for the TM to generate quality of ideas as well as their 
exploitation [22, 28, 29]. 

 
3.3 Organizational Learning Culture and Innovation Capability 
OLC represents the organizations, which structured learning into the organizational 
culture to embed and encourages teamwork, know-how, collaboration, and knowledge 
processes, which creates value collectively [30]. OLC is the culture executed by 
learning organization with the aim of creating a culture [13], to contribute a valued 
outcome by enhancing employee’s ability [31] and thereby boost IC as OLC is a 
precondition for innovation [7]. Learning acts as the basis to create core competencies 
such as IC to sustain competitiveness [32]. Literature advocate that OLC imparts and 
transforms learning into valued results to create value at various level [33] and further 
to enhance the performance of organizations [34, 35].  

 
 

4. Discussion 
This study explores OLC’s impact on TM and further their impact on IC, which is 
essential to become competitive, in recent multifarious environment. Findings of the 
study posits that OLC intensify the intrinsic [21] as well as extrinsic motivation level 
of individuals by creating their interest for rewards and recognition, valuing their work, 
encouraging them for accomplishing some valuable task [14, 15] and motivating them 
to take risk and develop new ideas [1, 26] which is explained as IC [36]. Results 
explain how OLC motivates the employees to perform a task and create novel ideas 
that facilitate IC to cope up in present scenario by enabling firm’s efficient reply to 
complex environment. The study maintain that TM is significant mechanism which 
converts the benefits of OLC into IC efficiently and impacts at the corporate level. In 
other words, findings postulate the significance of OLC to develop TM and their 
dynamic role in developing IC. Further this study clarifies how OLC enables 
organizations to enhance IC. Together, OLC, TM and IC enable the practitioners to 
draw deeper deductions about use of OLC and motivation to enhance IC.  
 
 
5. Implications 
This research exhibits how OLC is prerequisite for highly motivated and competent 
manpower to generate and utilize the novel ideas and enhance IC and makes a valued 
submissions towards the OLC, motivation and innovation literatures. Therefore, the 
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substantial implication of this research is that the practitioners in the knowledge 
economy should cultivate OLC to nurture TM and further to enhance IC, as both plays 
an important role to develop IC. Furthermore, the proposed framework suggest 
practitioners that organizations should motivate employees intrinsically and 
extrinsically by making investment in OLC and providing them learning, development, 
rewards and recognition and fostering IC. Moreover, future studies should empirically 
test to validate the proposed linkages contribute to the literature and industry. 
Henceforth, this research organizes an evolving issue of real-world and a noteworthy 
area for research. 

 
 

6. Conclusion 
To conclude, this study recommends that managers should foster OLC to motivate 
employees to think divergently and create new ideas to foster IC. Further, this research 
contributes to the current innovation, creativity and OLC literature by providing new 
understandings how IC can be developed through OLC and TM and submits valuable 
information for management practices. This study sustains that when OLC motivates 
workforce, organizational IC goes up. 
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