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Abstract
The importance of information sharing is increasing day by day for organizations. Particularly in
providing organizational memory, healthy information sharing among internal stakeholders is taken into
consideration by management. Knowledge sharing and strong organizational memory can be regarded as
two important factors underlying innovation. If these relationships are achieved, organizations gain an
important advantage in achieving the goals and targets. The aim of the research is to analyze the
relationships between the variables that are likely to affect organizational innovation in logistics
companies in the service sector. Since the logistics companies have to follow and apply the innovations
continuously due to their important dynamic structures, the research has been done in these companies.
The questionnaires were collected from administrative staff working in service firms. The reason for
collecting questionnaires from administrative staff is that they have experience in internal knowledge
sharing and organizational innovation. SPSS 25 program was used to analyze the data obtained from the
sample population with the survey application. Factor and reliability, mean of variables loaded on each
factor, correlation and regression analyzes were done. Sobel test was also done for mediation effect. As a
result of the research, the effect of intraorganizational knowledge sharing on organizational innovation
has gained importance. The variable effects of organizational memory and resource complementarity tool
were meaningless. However, the independent variable effect of both variables has a significant and
positive effect on organizational innovation.
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1.

Introduction
Knowledge sharing is one of the most important elements of knowledge management. The fact

that knowledge is the only business entity that increases as it is used and shared, and that it is much more
important besides tangible business assets, has given special importance to knowledge sharing (Dinçmen,
2010). Generally, knowledge sharing is the information communication of people within a group. This
group can consist of members working in an enterprise. It consists of interaction between a workplace or
friends, between a minimum of two or more individuals. The main purpose of this is to actively use the
available information to improve the performance of the group (Alavi & Leidner, 2001). In this way,
organizational innovation is also positively affected by the change and development in the organization.
The main objective in ensuring organizational innovation is to meet the expectations of the organization
to respond to the needs and needs of customers. Knowledge sharing takes place at different levels
between individuals and departments in each enterprise in different ways. In the sharing of knowledge,
the stakeholder accepting the knowledge must be voluntary. In other words, knowledge exchange is an
exchange of knowledge by consensus among individuals without any coercion between the stakeholders
(Yeniçeri & Demirel, 2007). On the other hand, the concept of organizational memory has been discussed
for more than a quarter of a century and there is uncertainty about its definition (Ackerman, 1996). The
concept has been tried to be explained from the individual memory and some researchers have used the
concept only as a metaphor, while others have suggested that organizations have the ability to think. In
addition to, although it is examined in terms of content from the point of view of organizational memory
storage (Walsh & Ungson, 1991), it has started to be considered as a system in the following years (Stein
& Zwass, 1995). The reflection of the knowledge that organizations have on their competencies and
experiences is identified with the concept of organizations' memory. Organizational memory can be
mentioned when organizations can reflect the knowledge and experience gained from the past with their
memory in a positive way to their performance. It is important for organizations to use resources and to
complete their resources in the most effective way in order to be successful in their industry. The
importance of internal knowledge sharing also emerges on the completion of resources and their positive
reflection on innovation. In the research conducted by Walsh and Ungson in 1991, they stated that the
information stored in the process from the establishment of the organization to the present day is
important for making decisions about the organization (Walsh & Ungson, 1991). According to Argyris
and Schön, organizational memory is a map of the organization's past. The knowledge that constitutes
organizational memory is scattered in individuals' minds, files, documents or computer memories, and
this dispersed knowledge should be organized and translated into a whole picture for use in business
activities and learning (Argyris & Schoen, 1978). Within the scope of the research model, the
relationships between Intraorganizational knowledge sharing, Resource Complementarity, Organizational
memory and Organizational innovativeness variables are examined.
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2.

Problem Statement
2.1. Intraorganizational Knowledge Sharing
The information that companies have can be boomed as an important resource for them to

compete. In order for companies to be successful in their markets, they must be able to use their
knowledge infrastructure very well. In particular, the information they possess should not be imitated
easily and the knowledge acquired by developing a dynamic skill for a long time should be used (Liu &
Liang, 2015). The information that companies have can positively affect learning and development in
order to ensure innovation. However, the information possessed may need to be transparent and clear
within the organization. Because problems are likely to be experienced if information that is not clear and
understandable is shared. Information must be shared in a correct and understandable manner in order for
employees to be internalized, shared and innovated (Doz & Hamel, 1998). Knowledge-based focus on
strategy research and knowledge and ways to improve it have become an important strategic issue.
Sharing information among the strategic alliances established by firms in order to be successful in the
competitive environment can gain a competitive advantage in terms of both providing new information
flow and developing innovation. However, caution should be exercised so that information sharing
between alliances cannot be imitated by other competitors (Jiang et al., 2016). The confusion of the
business environment has made organizations' knowledge a major source of competitive advantage. In
order to meet the expectations and wishes of the consumers, organizations must constantly acquire new
information and use this information very well within the organization. Otherwise, it will be very difficult
to achieve the sustainability of the enterprises if the demands of the consumers are not met. Successful
information exchange within the organization plays a key role in gaining competitive advantage. The
function of the internal information sharing, which plays an important role in the success of the
organizations against their rivals, in the realization of the objectives and targets pushes the organizations
to dominate this field. Therefore, internal information sharing has a significant effect on organizational
memory and organizational innovation (Van Wijk et al., 2008). The research model examines the effects
of intraorganizational knowledge sharing on resource complementarity, organizational memory and
organizational innovativeness.
2.2. Resource Complementarity
Resources are anything that can be thought of as the strengths or weaknesses of an enterprise, or
are tangible and abstract entities that are partly connected to the enterprise (Wernerfelt, 1984). Resources
are inputs that participate in the production process. Resources are tangible and intangible assets that an
enterprise uses to develop and implement strategies. Resources are also valuable to the extent they create
value (Huang et al., 2015). In other words, resources are valuable to the extent that they reduce costs or
differentiate the product. On the other hand, Scarcity means that a resource is not commonly found in
competing businesses (Barney, 1991). In other words, scarcity is that the supply of a resource is less than
the demand of that resource. On the other side, Non-substitution means that a resource cannot be replaced
with a different resource that can easily create the same effects (Bowman & Ambrosini, 2003). In other
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words, if a strategy can be implemented with any of two different sources, these resources are substitutes
for each other. Complementary resources are not the same, but they concurrently complement each other
at the same time. Organizations need to use and develop their resources very well in order to gain
competitive advantage over competitors, while at the same time avoiding the reactions of competitors and
providing unimitable and unique products/services. Another important point for organizations is the
acquisition of new skills with the resources they provide, and opportunities for continuous development.
2.3. Organizational Memory
Organizational learning can be defined as the process of developing organizations' ability to learn
and information, in order to protect and add power to competitiveness of enterprises in knowledge based
economic system. Organizational learning is a widely used concept covering the experience. In
organizational learning, group learning is essential. Learning through individual work in the industrial
society education model has been replaced by teamwork in the informatics society education model. It is
important to give importance to organizational learning in enterprises, to emerge information, to make
more use of fields of organizational theory, industrial economics, business, management, quality and
innovation, but is also the focus of many different disciplines. The most distinctive feature of
organizational learning is to propose new ways of thinking in solving complex problems. Organizational
learning shows a development line in various aspects. The focal point of the process of adapting and
sustaining life is the organizational learning type advocated by Senge (1997). Organizational learning
plays an important role in the successful provision of organizational memory. Organizations need to be
able to create the organizational memory so that they can analyze the information they have and use it
clearly and understandably after making the analysis (Lee et al., 2017). Organizational memory is defined
as the place where it is stored for future use, consisting of numerical data and pictures, experiences as
knowledge, critical events, stories and details of strategic concepts.
2.4. Organizational Innovativeness
The conscious or unconscious adoption of the organizations within a social system can lead to a
relative advantage. In order to ensure organizational innovation, the organizational structure must first be
supported by the new management model. After creating a new management model, organizational
innovation can be achieved by carrying out innovation activities in products and services along with
management techniques, business models and management strategies. In their study, Wang and Ahmed
(2004) state that organizational innovation is the result of implementing new products and services as a
result of the combination of innovative behaviors and strategic orientation. For example, an innovation
that is very useful in an administrative sense to an organization may not provide an additional
contribution to the existing situation or structure of another organization. The information shared within
the organization among employees can turn into organizational information over time and this
information can be the source of organizational innovation. In addition, executives play an important role
in the adoption of organizational innovation, such as resource allocation (Azar & Ciabuschi, 2017). On
the other hand, it will be important in terms of organizations that have started to benefit from innovation
or the fact that the predominant organizations in the center of the system adopt innovation from other
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organizations before, and constitute a plan model for other actors who adopt the innovation. Accordingly,
innovation will be first adopted by the leading actors in the system, and then the pressures of the leading
actors in different directions will cause the other actors in the system to adopt innovation and there will be
a significant increase in the number of organizations that adopt them in the process. It is important how
innovation is defined and perceived by organizations in order to expand and discuss such a discussion in
the theoretical context. The reason why innovation is strategically important; it provides an advantage
over the competitors in meeting the demands and needs of the customers and gaining competitiveness
(Abdallah et al., 2019). In order for companies to be successful in competition and gain competitive
advantage, they need to successfully apply organizational innovation. When look at innovative
companies, it can be seen that they are successful in responding to the requests and needs of customers in
a timely manner and by engaging in creative activities in products/services. Imitating rivals’ innovations
or tender sources of competitive advantages can occasionally have the same effect on allied superior
performance, as being innovative. In addition, imitation, one of the causes of failure in organizational
innovation, removes the information resources and competitive advantage of the organization (Olavarrieta
& Friedmann, 2008). Therefore, the importance of researches in organizational innovation should be
emphasized (Drucker, 2012). With the spread of innovation activities within the organization, it can be
successful in organizational innovation (Rogers, 1995). However, organizational innovation is very
important in creating a working environment that encourages creative thinking as a result of different
ideas coming together to create a brainstorming.

3.

Research Questions
A quantitative approach has been adopted to analyze the data collected within the scope of the

research. In the research model, the relationships between variables were analyzed statistically and
hypotheses were tested (Thomas et al., 2015). As a result of the explanations mentioned, directions and
hypotheses are stated in the relationship between variables within the research model (figure 01).

Organizational
memory

H1+

Intraorganizational
knowledge sharing
H2+

H4+

H6H3+

H5+

Organizational
innovativeness

H7Resource
Complementarity
Research Model

Hypotheses examined and tested in the given theoretical context;
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H1: In order for the organizational memory to develop positively, it is necessary to knowledge
share in organizations.
H2: In order for the resource complementarity to develop positively, it is necessary to knowledge
share in organizations.
H3: In order for organizational innovation to develop positively, it is necessary to knowledge
share in organizations.
H4: Organizational memory has an impact on organizational innovativeness in the organization.
H5: Resource complementarity has an impact on organizational innovativeness in the
organization.
H6: Organizational memory must have a mediation variable effect in order to increase the positive
effect between knowledge sharing and organizational innovation in organizations.
H7: In order to increase the positive effect between knowledge sharing and organizational
innovation in organizations, resource complementarity should have a mediation variable effect.

4.

Purpose of the Study
The main purpose of this research is to obtain meaningful scientific results by obtaining data on

variables from logistics companies in Istanbul and examining these data with scientific research methods.
The question of this research is how the effects of internal information sharing on employees' usage of
resources and organizational memory and organizational innovation are shaped.

5.

Research Methods
The aim of the research is to analyze the relationships between the variables that are likely to

affect organizational innovation in logistics companies in the service sector. Since the logistics companies
have to follow and apply the innovations continuously due to their important dynamic structures, the
research has been done in these companies. Surveys were collected from administrative staff (white
collar). SPSS 25 program was used to analyze the data obtained from the sample population with the
survey application Factor and reliability, mean of variables loaded on each factor, correlation and
regression analyzes were done. Sobel test was also performed for mediation effect.
5.1. Measurement (Scales)
The survey consists of scales representing four variables. The scales used were taken from
previously published articles. Organizational memory scale was obtained from the scales in the articles
conducted by Yeung et al. (1999), Yu et al. (2013). The organizational innovativeness scale was utilized
by Hult et al. (2003). Interorganizational knowledge sharing was obtained from the scale developed by
Calantone et al. (2002), Hult and Ferrell (1997). The resource complementarity scale was developed by
using the articles conducted in Lambe et al. (2002), Srivastava et al. (2017). A 5-point Likert scale was
used, ranging from "strongly disagree" to "strongly agree".
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5.2. Sampling
Surveys were collected from the administrative staff working at the headquarters of logistics
companies in Istanbul. It has been applied to 324 white collars in different departments of the companies.
216 (73%) males and 108 (27%) females answered the questionnaire. Also, 118 (37%) of the participants
were in the 17-27 age group; 159 (49.7%) are in the 28-40 age group. The number of managers over the
age of 41 was 47 (13.3%). While 40 (12%) were college graduates, 240 (74%) were university graduates;
44 (14%) have masters degree. On the other hand, the level of achievement of the goals determined by the
employees individually; 34 participants stated that they achieved their targets as “Very Low”, 57
participants stated that they were “Low”, 137 participants stated that they were “Medium”, 126
participants stated that they were “High”, 46 participants stated that they were “Very High”.

6.

Findings
Validity is the extent to which the desired property is measured accurately (Büyüköztürk, 2009).

Although there are different types of validity in the literature, the scope and construct validity of the study
were investigated. Scope validity relates to the extent to which the items of the scale were successful in
measuring the totality of defined behaviors that were to be measured (Büyüköztürk, 2011). Factor
analysis and hypothesis testing are two commonly used methods to examine construct validity
(Büyüköztürk, 2011). One of the criteria for the suitability of the data structure for factor analysis is the
results of the KaiserMeyer-Olkin (KMO) test. Kaiser-Meyer-Olkin value indicates the predictability of
each variable in the scale by other variables. The fact that the Kaiser-Meyer-Olkin test result is less than
0.50 means that factor analysis cannot be continued (Çokluk et al., 2018). The Bartlett test examines the
probability that there are high-rate correlations between at least some of the variables in the correlation
matrix. The high correlation between the variables indicates the suitability of the data set for factor
analysis (Kalaycı, 2009). As a result of the explanations stated, it is seen that the validity of the scales is
above 0.50 (table 01).
Table 1. Rotated Component Matrixa
Rotated Component Matrixa

OM3. We have a reference knowledge base to deal with the recurring problems
the organization is experiencing.
OM2. We have the knowledge base for reference when analyzing the needs of
our customers.
OM1. Institutionalized routines are widely shared among employees.
OI1. We respond faster than competitors in terms of organizational innovation.
OI2. We are quick to offer innovative products or services.
OI3. Innovation is encouraged among employees.
IKS3. Information is shared between the departments in the activities of the
organization.
IKS4. The importance of information sharing is constantly emphasized by the
management of our company.

1
.866

Component
2
3

4

.846
.813
.828
.809
.757
.800
.784
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IKS5. Experiences are shared among the employees in the organization.
IKS1. The employees analyze the information they have learned and share it
among the departments.
IKS2. Organizational management extensively provides in-house trainings to
enable employees to share information effectively.
REC4. The resources of the organization are used correctly according to the
characteristics of the products and / or services.
REC3. The resources of the organization are considered valuable for the
employees.
REC2. The organization's resources are important in achieving performance
gains
REC1. In order for the organization to achieve its goals, it is important that the
resources are managed correctly.
Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.
a. Rotation converged in 5 iterations.
OM: Organizational memory, OI: Organizational innovativeness, IKS: Intraorganizational
sharing, REC: Resource Complementarity

.771
.641
.603
.882
.850
.808
.558

knowledge

Reliability Analysis; In order to determine whether the scales used in the surveys provide internal
consistency, reliability analysis is performed (Karasar, 2009). In other words, the consistency of the
scales that were previously relied on is reliability analysis. In the reliability analysis, the scales below
0.70 should be removed because it impairs internal consistency. For this reason, values that are generally
0.70 and above in social sciences are accepted to provide internal consistency (Özen et al., 2006). As a
result of the explanations stated, the reliability of the variables is higher than 0.70 (table 02).
Table 2. Reliability
Variables

Number of Questions

Cronbach Alfa (α) Values

Intraorganizational Knowledge Sharing
Organizational Memory
Resource Complementarity
Organizational Innovativeness

5
3
4
3

.816
.884
.853
.804

Correlation Analysis; Correlation analysis shows the direction and strength of the relationships
between variables (Çokluk et al., 2018). It is an analysis method that shows whether the relationships
between the variables are meaningful and how they are changing (Kalaycı, 2009). Regardless of the sign
of the correlation coefficient, the value being below 0.30 indicates a low, the value being between 0.30
and 0.69 indicates a medium, and a value of 0.70 and above indicates a high level of relationship (Köklü
et al., 2007). The statistical significance of the correlation requires hypothesis testing (Çokluk et al.,
2018). As a result of these explanations, the relations are explained in the correlation table (table 03).
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Table 3. Correlations
Correlations
Intraorganizational Organizational
knowledge sharing
memory
1
.241**

Intraorganizational
knowledge sharing

Pearson
Correlation
Sig. (2tailed)
N
324
Organizational
Pearson
.241**
memory
Correlation
Sig. (20.000
tailed)
N
324
Resource
Pearson
.340**
Complementarity Correlation
Sig. (20.000
tailed)
N
324
Organizational
Pearson
.586**
innovativeness
Correlation
Sig. (20.000
tailed)
N
324
**. Correlation is significant at the 0.01 level (2-tailed).

Resource
Complementarity
.340**

Organizational
innovativeness
.586**

0.000

0.000

0.000

324
1

324
.779**

324
.152**

0.000

0.005

324
1

324
.181**

324
.779**
0.000

0.001

324
.152**

324
.181**

0.005

0.001

324

324

324
1

324

As a result of correlation analysis, the relationships between the variables were significant and
positive. It can be explained that internal information sharing, organizational memory, resource
complementarity, organizational innovativeness variables affect positively. As a result of the significant
relationship between the variables, regression analysis was performed to test the hypotheses mentioned in
the research model (table 04).
Table 4. Regression Analysis Results
IV

DV

Intraorganizational
Knowledge Sharing
Intraorganizational
Knowledge Sharing
Intraorganizational
Knowledge Sharing

Organizational
Memory
Resource
Complementarity
Organizational
Innovativeness
Organizational
Innovativeness
Organizational
Innovativeness

Organizational Memory
Resource
Complementarity

*: p<0.05

**:p<0.01

Standard β

Sig.

Adjusted R
Square

F Value

.241***

.000

.055

21.108

.340***

.000

.113

44.740

.586***

.000

.341

178.718

.152*

.005

.020

8.073

.181**

.001

.030

11.645

***:p<0.001

The effect of independent variables on dependent variables was examined by regression analysis,
and hypothesis results were stated as a result of these analyzes (Table 05).
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Table 5. Hypothesis
Hypothesis
H1: In order for the organizational memory to develop positively,
it is necessary to share knowledge in organizations.
H2: In order for the resource complementarity to develop
positively, it is necessary to share knowledge in organizations.
H3: In order for organizational innovation to develop positively,
it is necessary to share knowledge in organizations.
H4: Organizational memory has an impact on organizational
innovativeness in the organization.
H5: Resource complementarity has an impact on organizational
innovativeness in the organization.

Supported / Not
Supported
Supported

Significance
Level (Sig.)
P<0.001

Supported

P<0.001

Supported

P<0.001

Supported

P<0.05

Supported

P<0.01

5 hypotheses are determined outside the effect of mediation variable are supported as a result of
analysis. Regression analysis in which the mediator variable effect is tested is shown in table 06.
Table 6. The Effect of the Mediation Variable
IV

Regression

Regression

*: p<0.05

DV

Intraorganizational
Knowledge Sharing
Organizational
Innovativeness
Organizational
Memory (MV)
Intraorganizational
Knowledge Sharing
Organizational
Resource
Innovativeness
Complementarity
(MV)
**:p<0.01

Standard β

Sig.

Adjusted R
Square

F Value

.583***

.000

.341

178.718

.011

.803

.339

89.145

.593***

.000

.341

178.718

-.020

.666

.340

89.239

***:p<0.001

It was concluded that the effect of mediator variable was not effected by regression analysis and
the effect between independent and dependent variable was meaningless. However, in order to check
whether the effect of mediator variable is meaningless, sobel test was also performed (table 07). The
Sobel test includes the ratio of the product of coefficient estimates a and b to the standard error of that
product. Many formulas have been proposed to estimate this standard error; however, differences between
them often have insignificant effects on test results (MacKinnon et al., 2002; Preacher & Hayes, 2004).
As a result of the calculation, value of mediation effect is obtained. This value is used to assess that the
mediating effect is not statistically significant using the probabilities corresponding to the standard
normal distribution.
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Table 7. Sobel Test
Sobel/Aroian/Goodman Analysis; Determining whether the organizational memory mediation variable has an
effect on the relationship between intraorganizational knowledge sharing and organizational innovativeness;
Variables
Input:
Test statistic: Std. Error:
p-value:
Intraorganizational
IV
A 0.405
Sobel test:
0.24208862 0.01338353 0.8087115
Knowledge Sharing
B 0.008
Aroian test:
0.2365833
0.01369496 0.81298008
Organizational
MV
Memory
Sa 0.088 Goodman test: 0.24799706 0.01306467 0.80413668
Organizational
DV
Sb 0.033
Innovativeness
Since the p value was not less than <0.05 among the variables, there was no mediation variable effect.
Sobel/Aroian/Goodman Analysis; Determining whether the resource complementarity variable has an effect on
the relationship between intraorganizational knowledge sharing and organizational innovativeness;
Variables
Input:
Test statistic: Std. Error:
p-value:
Intraorganizational
IV
A 0.510
Sobel test:
-0.42022624 0.01941811 0.67432019
Knowledge Sharing
B -0.016
Aroian test:
-0.4156543
0.0196317 0.67766299
Resource
MV
Complementarity
Sa 0.076 Goodman test: -0.42495244 0.01920215 0.67087135
Organizational
DV
Sb 0.038
Innovativeness
Since the p value was not less than <0.05 among the variables, there was no mediation variable effect.

As a result of the Sobel test, the mediator variable effect was tested to be insignificant and the
hypothesis was supported in table 08.
Hypothesis results;
Table 8. Mediation Variable Hypotheses Results
Hipotezler
H6: Organizational memory must have a mediation variable effect in
order to increase the positive effect between knowledge sharing and
organizational innovation in organizations.
H7: In order to increase the positive effect between knowledge sharing
and organizational innovation in organizations, resource
complementarity should have a mediation variable effect.

Supported / Not
Supported
Unsupported

Significance
Level (Sig.)

Unsupported

In the hypotheses where the mediator variable effect is tested, it is stated that there is no mediator
variable effect and the established hypotheses are not supported. The reason that the organizational
memory and resource complementarity variables do not have a mediation effect can be interpreted as the
continuous use of new information is obsolete and does not remain in the organizational memory due to
the continuous renewal of itself in a dynamic structure in the service sector. At the same time, Resource
complementarity can be explained that the effect of the service sector on the basis of constant change in
resources has disappeared.

7.

Conclusion
Organizations cannot truly absorb knowledge without knowledge sharing, in sharing information,

it should be taken into consideration that the implicit knowledge of employees about experience and
practice is at least as important as the technical information they can express clearly. Both formal tools
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such as information technologies and non-formal tools such as daily personal and group chat should be
used for sharing. On the other hand, organizational culture should also be open to knowledge sharing. In
order to share knowledge in a healthy way. The existence of reward and support mechanisms to
encourage knowledge sharing facilitates knowledge sharing (Alavi & Leidner, 2001). One of the
immediate benefits of knowledge sharing is the effective fulfillment of the task and the revelation of
innovative aspects of employees. The opportunities of knowledge sharing provide a sustainable
competitive advantage (Olavarrieta & Friedmann, 2008). As a result of the analyzes, it can be seen that
internal information sharing affects variables positively. At the same time, organizational memory and
resource complementarity variables affect organizational innovation positively. Keeping the knowledge
of organizations in a strong memory also affects the innovations of the organization positively. However,
resource complementarity, positive impact on organizational innovation, shows the importance and value
of the resources of organizations. Knowledgeable companies can create more “value inden than their
competitors by integrating and coordinating traditional resources and capabilities with new and
interesting ways. On the other hand, Successful innovation studies of organizations show that
organizational innovation is not only a commercial success, but also organizational innovation is adopted
by the employees within the organization. When we look at the main objectives in providing
organizational innovation; to reduce costs, to increase employee satisfaction and efficiency, to ensure the
sustainability of innovation activities to be successful in the industry. At the same time, it should not be
underestimated that organizational memory and internal information sharing affect organizational
innovation positively. The concept of organizational memory is interesting in that it emphasizes that a
community of individuals has a separate memory beyond the memories of individuals (Kılıç, 2007).
Organizational memory is a process for the structure of information retention and reassessment activities
and is represented at various levels at individual and organizational levels. Stored information has an
impact on the future perception and decision-making levels of the organization, so it is important to have
a structure open to development for the organization. From the organizational level, memory is a concept
related to the transfer of the knowledge accumulated by the organization to the future and incorporates the
collective belief, behavior routines and physical storage units that vary in terms of content, spread, access
and level Organizational memory reduces costs by transferring information from the past to the future,
contributes to an effective decision-making process and provides an understanding of organizational life
(Akgün et al., 2005). As a result of the analysis, we can explain the importance of both organizational
memory and resource completion in terms of organizational innovation. However, we can assume that the
loss of mediation of these variables may be due to the relationships between the employees because of the
lack of their effects as mediation variables and the effective sharing of information for the organization.
Resource complementarity and the absence of mediating variable effects of organizational memory may
be a major resource for studies planned in this area. Because of the findings to be obtained as a result of
the studies to be conducted in this field, it will be possible to reveal new concepts by making comparative
analyzes and gain them into literature.
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