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A R T I C L E  I N F O

Keywords:
KMIC
Employee’s resilience
Functional flexibility
Innovative work behavior

A B S T R A C T

This study aims to identify the specific mechanisms through which knowledge management 
infrastructure capabilities (KMIC) can affect IWB and provide insights into how organizations can 
support innovation through the development of resilient employees. Therefore, current research 
investigates the association between Knowledge-Management Infrastructure Capability (KMIC), 
Employee Resilience, Function-al-Flexibility (FF), and Innovative Work-Behavior (IWB) in the 
workplace. The data was collected through a survey of 374 employees working in tourism firms. 
For data collection, random sampling method and SEM technique was used. The outcomes 
demonstrate that KMIC has significant link with IWB; findings also present that employee’s 
resilience mediates and functional flexibility moderates in the association between KMIC and 
IWB, which in turn have a positive and significant impact on IWB. By investing in knowledge 
management practices, developing employee resilience, and enhancing functional flexibility, 
organizations can improve their competitiveness, promote growth and innovation, and enhance 
their employees’ well-being and job satisfaction. This study just explored how KMIC affected 
innovative work behavior directly and indirectly. In future additional factors such as leadership 
style and organizational culture could be explored. Additionally, the study found that functional 
flexibility moderates the relationship between employee resilience and IWB. This study finding 
offer imperative implications for organizations that aims to improve their employees’ resilience, 
functional flexibility, and IWB through knowledge management practices. Through inferring 
these dynamics, this research provides valued insights for upcoming studies on the executive 
origination and offer useful instructions for industries pursuing to raise employee determined 
invention with strong KMIC, nurturing resilience and stimulating functional flexibility.
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1. Introduction

Nowadays, individual level innovativeness performs strategic role for the success of an enterprise in the extremely competitive 
world [1]. Knowledge management infrastructure capabilities are the ability of an organization to effectively manage, share, and 
leverage its knowledge assets which is mainly depend on the procedure of the ideas generation and application of innovative ideas [2]. 
Now a day’sspeedily and frequentlyalteringorganization situation, companies are more and moreaccepting the significance of infor
mationadministrationcommunications potentials as necessary part to attain superior levels of inventive employment performance and 
preserve aggressive compensation [3]. Innovative work behavior (IWB) refers to the ability and willingness of workers to create and 
execute newest ideas, processes, products or services that improve their own work performance or the performance of their organi
zation [4]. It involves the creativity, proactivity, risk-taking, and persistence of employees in seeking new solutions to work-related 
problems or opportunities [5]. The success of an organization depends on its ability to manage and leverage its knowledge, which 
is why the implementation of a robust knowledge management infrastructure is essential [6]. A strong knowledge management 
infrastructure is one that enables employees to efficiently access and utilize relevant information, collaborate, and innovate [7]. 
Accordingly, to attain a high level of the IWB, organizations are required to increase its knowledge management skills and expertise of 
its front-line member of staffs to play manifold diverse tasks [8]. These competences motivate front-line personnel to review new 
notions for handling emergent tasks relating IWB [9]. Knowledge-management infrastructure capabilities enable workers to execute 
various tasks simultaneously and picks up its resilience level in the terms of multiple aspects perception which increases ability of 
an-individual to adapt changes in an enthusiastic way [10]. Resilient employees established a platform for the innovative thinking 
which states that workers spend appropriate time and analytically accomplish various tasks instantly and develops their IWB [11]. 
Resilience can be defined as the ability of employees to recover from setbacks, cope with challenges, and adapt to changes. It is a 
critical trait that helps employees to thrive in dynamic and unpredictable work environments [12]. KM infrastructure capabilities 
permuting distinctive advantages that offer attraction, improving level of the IWB of employees and recovers employees’ capacity to 
produce new ideas and novel work approaches which provide experience to handle several tasks that improve employee’s resilience for 
involving in IWB [13,14]. Within the present company surroundings, companies have to be capable to acclimatize to the altering 
marketplace situation and successfully administer their information possessions to keep on spirited [15]. Yet, practical suppleness is 
necessary for workers to efficiently find the way to quickly altering company surroundings [16]. While earlier investigators have 
inspected the association among KMI abilities and IWB, except it is indistinct whether the association among KMI abilities plus IWB is 
powerful for positive types of workers, such as persons by towering levels of practical suppleness, originality and knowledge. In 
addition, preceding studies contain paying attention on single-level elements that manipulate IWB, that is incentive and originality 
[17], other than contain rewarded little concentration to related elements, that is the managerial communications and worker in
dividuality. Therefore, it is essential to investigate how these con-textual factors interact to influence IWB (see Fig. 1).

Recently, the relationship between KMI capabilities and IWB has been a topic of interest among scholars and practitioners [18]. 
However, there is barely a few evidence exist in literature which provide comprehensive understanding regarding individual-level 
invention i.e. IWB among production-line employees [19]. Therefore, this study sets prospect for management of tourism sector 
worries about making efforts to achieve economical edge and successfully dealt with IWB at workplace. However, the impact of 
knowledge management infrastructure on employee outcomes such as resilience has not been extensively studied. Additionally, it is 
unclear how these employee outcomes affect the dependent variable, innovative work behavior (IWB). While each of these constructs 
(KMI capabilities, employee resilience and IWB) has been studied independently. It has been also analyzed that research to examine the 
mutual relationships among them still lacks and need further exploration.

Despite the growing interest in KMIC, functional flexibility, employee resilience, and IWB links, there is lack of the experimental 
research that has explored these associations comprehensively. In particular, there is a lack of re-search that has been explored 
employee resilience mediating role and functional flexibility moderating role between KMIC and IWB links. This is a substantial 
research gap that needs to-be addressed to obtain a comprehensive understanding of the relationships among these variables. Thereby, 
this research investigates the influence of the knowledge-management infrastructure capabilities on IWB, focusing the mediation role 
of the employee’s resilience and moderation impact of the functional flexibility. Different prior studies have been enlightened the 
significance of the KMIC in boosting organizational innovativeness and performance, nevertheless the mechanisms underlying these 

Fig. 1. Theoretical framework.
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associations remain underexplored. Specially, the roles of the employee tractability-an employee’s capability to adjust and succeed in 
adversity and FF …. the competence to execute different tasks are not well-understood. Through addressing this gap, this research 
purposes to response three significant research questions;

• To what extent KMIC predicts IWB after controlling ER and FF?
• How ER mediates between KMIC and IWB links?
• To what extent functional flexibility strengthens the link between KMIC and IWB?

By doing so, this research gives insights into the factors that promote IWB and how organizations can develop a knowledge 
management infrastructure that fosters resilience and functional flexibility in employees. The study offers noteworthy theoretic and 
practical contributions through illuminating the links. The outcomes advance the understandings of the knowledge-management 
infrastructure-capabilities in raising innovation and provide practical perceptions for enterprises directing to leverage KMIC’s effi
ciently. This paper set up in following manner, in section 2 literature review is included; subsequently in next sections research 
methodology, findings, results and discussion is added, concluding with summary of the significant contributions and implications. 
This arrangement improves the manuscript’s impact with incorporating up-to-date literature and disclosing persistent research req
uisites, thus proposing actionable approaches for boosting innovative behavior within workplace. Accordingly, this study would help 
organizations to understand the underlying mechanisms through which KMIC and functional flexibility can promote IWB, and the role 
of employee resilience in facilitating this process. Ultimately, this under-standing would help organizations to design more effective 
strategies for knowledge management, functional flexibility, and employee development, leading to improved innovative performance 
and sustained competitive advantage.

2. Literature review

2.1. KMIC and IWB

KMI abilities submit to the managerialaptitude to expand and use information administration communications efficiently [20]. 
This comprises the ability to generate, detain, stock up, divide, and relateinformation to hold novelty actions [2,21,22]. IWB, resting 
on the further pass, comprise to the practical performance of workers meant at creating and applying new thoughts, processes, or goods 
that can progress managerialpresentation [4]. a variety of studies shows that toweringstage of KMI abilities can make easy IWB 
through given that workers with the essentialcapital, tools, and maintain to connect in inventiveactions [7,8]. Modernism work 
performance is the person’spractical performance intended at generating, upgrading, and implementinginventivethoughts, goods, and 
procedures that can get bettermanagerialpresentation [23]. While, KMI abilities can assist to promote traditions of informationdis
tribution and teamwork, allow admission to pertinent knowledge and skill, encourage testing and knowledge, and make easy the 
recognition in addition toutilization of novel chance [24]. Companies that employ in raising a vigorous KMI are additional probable to 
give confidence and allow IWB amongst their workers. Conversely, organizations that neglect and underutilize their KMI may face 
barriers to innovation, such as information overload, siloes knowledge, and lack of learning opportunities [25]. Nevertheless, KMI can 
provide employees with easy access to relevant information and expertise, organizational practices, tools, and systems designed to 
create, store, transfer, and apply knowledge effectively, and foster a culture of knowledge sharing and collaboration, support 
experimentation and learning, and help to identify new opportunities and challenges which could support in the attainment of IWB 
[26]. Thus, we can hypothesize that. 

H1. The KMIC is positively associated with IWB.

2.2. Employee’s resilience as a mediator

Employee resilience is the ability of individuals to adapt and recover from challenging situations, such as change, uncertainty, or 
setbacks [12]. KMIC is the organizational ability to develop and utilize knowledge effectively, including the capacity to create, capture, 
store, share, and apply knowledge to support innovation activities [3]. Pliantworkers have the ability to become accustomed and 
managethroughhardship and indecision in the place of work. Organizations that spend in rising KMIC beprobable to promote
betterworkerpliability, which, in twist, can guide to seniorstages of IWB [2]. Pliability can arbitrate the associationamong KMIC plus 
IWB in numerous ways. For example, pliantworkersmight be improvedoperational to manageby the challenges linked with novelty and 
alter, such as stoppage, indecision, and vagueness [27]. They mightas well be additionaleager to get risks and persevere in the 
countenance of hurdels, foremost to additionalinventiveresults [28]. Specially, we suggest that companies with towering KMIC 
resolvepromotesuperior levels of workerpliability, which in revolve will guide to seniorstages of IWB. previous studies refer that KMIC 
be able toabsolutelyswayworkerpliability by giving them by means of the essentialcapital, tackle, and hold to find the wayin addition 
tomanage with managerialhurdle’s [29]. At the similarinstance, workerpliability can absolutelycollision IWB through enabling per
sons to conquerhurdles to modernism [30]. Thus, we can hypothesize that employee resilience mediates the relationship between 
KMIC and IWB in organizations. In other words, KMIC can indirectly influence IWB by enhancing employee resilience as a mediating 
variable. 

H2. The relationship between KMIC and IWB is mediated through employee’s resilience.
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2.3. Functional flexibility as a moderator

Employees with high levels of functional flexibility may be more adept at utilizing the knowledge management infrastructure to 
support their innovative activities [31]. However, functional flexibility is an individual’s ability to adapt to changing work re
quirements and to perform a variety of tasks and roles within an organization [32]. They may also be more willing to take on diverse 
roles and responsibilities within the organization, leading to a broader range of innovative outcomes [33]. High levels of FF allow 
workers to access and utilize wide variety of the knowledge and expertise within the organization [31]. This can be particularly 
important for innovation, where combining different ideas and perspectives can lead to new and creative solutions [14]. Workers with 
practicalelasticity are improvedtalented to valveaddicted to the informationorganizationcommunicationsobtainable in their associ
ation, which can assist to hold up their inventiveactions [34]. Therefore, we suggest that associations with elevated KMIC with
personnel with elevated levels of practical flexibility will show a stronger associationamong KMIC plus IWB than associations with 
shortusefulelasticity. Practicalelasticity enables workers to get on varied roles and tasksinside the association. This can amplify the 
capacity of their labor and give them with chances to expandnovel skills and information [35]. Workers with usefulsuppleness are 
additional likely to connectinside IWB because they contain a widervariety of skills plus experiences to represent upon [16]. In general, 
practicalsuppleness can make stronger the associationflanked by KMIC plus IWB by givingworkers with the possessions and capa
bilities essential to connect in inventiveactionsefficiently. By providingadmission to variedinformation, the capability to obtain on 
varied roles, and suppleness in managing to modify, practicalsuppleness can assist to exploit the collision of KMIC resting on IWB [36]. 
Thus, we can hypothesize that; 

H3. Functional flexibility moderates the relationship between KMIC and IWB.

2.4. Theoretical model

The theoretical model shows the presentation of all hypothesis such as KMIC is independent variable; employee resilience is 
mediating construct, functional flexibility is moderating and finally IWB is dependent variable.

3. Methodology

The research design is quantitative, and data was collected through a survey. The sample size was 374, and data was collected by 
five research associates who were trained to ensure the consistency of the data collection process. We examined our hypothesis through 
focusing on tourism industry in Saudi Arabia.

3.1. Data collection and sampling

Data was collected from top ranked level of Saudi Arabia i.e. 4-star and 5-star hotels. Highly ranked hotels were chosen priority 
because most of the foreign tourists stay in 4 star and 5 star hotels. All these cities are reflects a clear picture of tourism purposes. These 
hotels manage big crowd and different events like social and cultural events, national and international conferences and business 
demonstrations. However, for data collection, 370 participants were selected who are working in four- and five-star hotels in the Saudi- 
Arabia during the course of the completion of 2023 and start of the 2024. The study participants were sensibly chosen based upon their 
proficiencies, role and experiences in the enterprise, certifying that they were eligible to give informed responses concerning KMIC, 
employee-resilience, FF and innovative work-behavior. Additionally, data admittance was stringently controlled to keep confidenti
ality, and overt consents was attained from all-participants earlier they took part within survey. The survey intended to capture detail 
understandings in to study constructs and permit for additional justification of the research findings. The cross-sectional validated 
scale was distributed mutually virtual and in-hard, certifying a varied and descriptive sample. The respondent’s privacy and informed 
consensus was prioritized. Five research assistants were appointed to gather the data form different cities. These research-assistant 
were proper proficient and trained before the data collection started. Top level employee (managerial-level) of the selected hotels 
who were involved both directly and indirectly in decision making of developmental sector were asked to provide that data. Initially 
some hurdles and problems were faced to contact and gathered that data form respondents, some respondent were timid to give their 
time and knowledge. Therefore, 370 managerial positions were communicated for data collection; however, research assistants 
collected 280 useable responses. The response rate was satisfactory. The demographic info comprising gender, educational level, age, 
income and job role was obtained from respondents. The questionnaire contains of three sections. The first segment includes demo- 
graphic information about respondents, such as age, gender, education, and income. The second section assess tourists’ satisfaction 
with their experiences in the tourism sector, including service quality, attractions, and infrastructure. The third section evaluate 
tourists’ loyalty, including their willingness to return and recommend the destination.

3.2. Scale measurements

The five-point Likert scale designed to measure study’s component range between one for strongly disagreeing to 5 for strongly 
agreeing.
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3.2.1. Knowledge management infrastructure capabilities
To measure KMIC 12 items scale was used which is adapted from the studies of [37]. This construct measures the set of tools, 

technologies, processes, and systems that an organization uses to create, capture, store, share, and manage its knowledge assets. This 
scale has three sub-dimensions; organizational culture, IT infrastructure and organizational culture.

3.2.2. Employees Resilience
To measure employee resilience six Items scale were used which is adapted from Al-Omar et al. (2019); [38]. This construct 

measures a worker’s capacity to deal with difficult circumstances or failures and to recover from them. The question example is “After 
tough times, I generally recover swiftly.”

3.2.3. Functional flexibility
FF was measured with 13-item scales developed by Molleman and van den Beukel (2007) [39]; and Wojtczuk-Turek and Turek 

(2015); [40]. This variable evaluates an organization’s ability to adapt to changes in its environment by adjusting its functions and 
processes. The question item is “I can quickly adapt to new situations in the organization”.

3.2.4. Innovative work behavior
To measure IWB 6 items scale was used which is adopted from Kang and Lee (2016); [40]. This construct measures an employee’s 

propensity to engage in innovative activities in the workplace. The example question is “I look for innovative technology, procedures, 
approaches, and product concepts.”

4. Data analysis

This study conducts descriptive statistics, structural equation modeling approach (SEM) and correction results. Furthermore, the 
discriminant validity was tested through applying AMOS 7.0 with support of CFA. Preacher and Hayes analysis (2008); [42], approach 
were used to examined the mediating effect of employee resilience between knowledge management infrastructure capabilities and 
innovative work behavior and moderating effect of functional flexibility, we used hierarchical regression analysis were used.

Table 1 presents the results of discriminant and convergent validity. Fornell and Lacker (1981); [43], technique was conducted to 
examined the discriminant validity. We conduct all the reliability and validity tests and results proved it, as we have used pre-tested 
constructs and firstly face validity and content validity were ensured. For this purpose questionnaire was shown to 4 experts i.e. 2 from 
tourism industry and 2 from academia. They incorporated minor language and content changes and makes questionnaire more un
derstand able and easy to solve.

Table 1 show discriminant validity and results were satisfactory as the value of AVE and shared-variance among variables and 
model-constructs are less than the AVE-value of the observing variables showing constructs differentiations. Moreover square-root of 
AVE values is on the diagonal and correlation between variables is also shown in table below Table 2. Furthermore, the corresponding 
values are smaller than diagonal values columns and rows, which approves that discriminant validity certainly exists in this study.

Reliability was confirmed, as each item CR value ranges from 0.92 to 0.98, indicating the construct was reliable. According to 
Fornell and Larcker’s approach [43], average variance extract (AVE) > 0.72, Factor loading (FL) > 0.72, Composite Reliability (CR) >
0.92, and Cronbach’s alpha value is higher than 0.72 (See Table-2).

Table 3 presents the outcomes of Confirmatory-factor-analysis (CFA). This study connects 4-Factor model with other alternative 
models F1 = Knowledge Management Infrastructure Capabilities (KMIC). F2 = Employee Resilience (ER), F3= Functional Flexibility 
and F4 Innovative Work Behavior (IWB) are considered as individual factors. According to Joreskog and Sorbom (1996); [44]. The CFA 
results showed that this model is fitted to the data (χ2 = 1056.42; p 0 < 0.001; CFI = 0.92 and GFI = 0.93).

Table 4 displays the findings of the correlation. Knowledge Management Infrastructure Capabilities, Employee Resilience, Func
tional flexibility has positively significant with IWB. Knowledge Management Infrastructure Capabilities has positively associated with 
IWB (r = 0.26**, p = sig. Employee resilience has positively significant with innovative work behavior (r = 0.24**, p = sig). Functional 
flexibility positively linked with IWB (r = 0.36**, p = sig) The VIF values also proves that multi-collinearity is not an issue in this 
research as its value were less than 10.0.

4.1. Common method bias

The results underscore the existence of 19 factors with eigen-values were higher than 1 rather than a single–factor. Moreover, these 
19 factors brought 48 % (approximately) of total variance and first factor brought 18 % change. Consequently, common method bias is 

Table 1 
Discriminant validity.

Sr No Details 1 2 3 4

1 KMIC 0.831 ​ ​ ​
2 Employee Resilience 0.643 0.829 ​ ​
3 Functional Flexibility 0.609 0.792 0.848 ​
4 Innovative Work Behavior 0.694 0.659 0.671 0.837
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not a problem using the Harment test.
Table 5 presents the outcomes of the hypothesis testing of knowledge management infrastructure capabilities has a positively 

associated with IWB. SEM was conducted to examine the positive impact of knowledge management infrastructure capabilities on 
IWB. Table 4 specifies the results that KMIC has a positively significant with IWB and it is confirmed analytically (β value = 0.28**, so, 
H1 is proved p=<0.000).

Table 2 
Outcomes of factor loading, average-variance-extract and alpha results.

Construct Description Fac-L t Alpha CR Value AVE Value

Knowledge Management Infrastructure Capabilities ​ ​ 0.82 0.96 0.78
KMIC-1 0.88 15.4 ​ ​ ​
KMIC-2 0.82 15.5 ​ ​ ​
KMIC-3 0.76 14.5 ​ ​ ​
KMIC-4 0.74 13.6 ​ ​ ​
KMIC-5 0.88 14.6 ​ ​ ​
KMIC-6 0.82 15.2 ​ ​ ​
KMIC-7 0.84 15.8 ​ ​ ​
KMIC-8 0.87 15.6 ​ ​ ​
KMIC-9 0.78 14.5 ​ ​ ​
KMIC-10 0.74 15.2 ​ ​ ​
KMIC-11 0.86 15.4 ​ ​ ​
KMIC-12 0.84 14.5 ​ ​ ​
KMIC-13 0.86 15.3 ​ ​ ​
KMIC-14 0.84 14.6 ​ ​ ​
KMIC-15 0.81 15.2 ​ ​ ​
KMIC-16 0.87 14.5 ​ ​ ​
KMIC-17 0.82 15.5 ​ ​ ​
KMIC-18 0.72 14.6 ​ ​ ​
KMIC-19 0.74 14.6 ​ ​ ​
KMIC-20 0.78 15.5 ​ ​ ​
KMIC-21 0.82 15.5 ​ ​ ​
Employee Resilience ​ ​ 0.88 0.92 0.72
ERes-1 0.86 15.4 ​ ​ ​
ERes-2 0.78 14.8 ​ ​ ​
ERes-3 0.88 13.7 ​ ​ ​
ERes-4 0.82 14.6 ​ ​ ​
ERes-5 0.76 15.4 ​ ​ ​
ERes-6 0.84 15.6 ​ ​ ​
Functional Flexibility ​ ​ 0.86 0.94 0.76
FunFlex-1 0.82 15.4 ​ ​ ​
FunFlex-2 0.86 14.6 ​ ​ ​
FunFlex-3 0.84 15.2 ​ ​ ​
FunFlex-4 0.81 14.5 ​ ​ ​
FunFlex-5 0.78 14.7 ​ ​ ​
FunFlex-6 0.82 15.3 ​ ​ ​
FunFlex-7 0.74 15.6 ​ ​ ​
FunFlex-8 0.82 15.1 ​ ​ ​
FunFlex-9 0.78 14.3 ​ ​ ​
FunFlex-10 0.86 14.6 ​ ​ ​
FunFlex-11 0.82 15.4 ​ ​ ​
FunFlex-12 0.84 15.1 ​ ​ ​
FunFlex-13 0.86 15.4 ​ ​ ​
Innovative Work Behavior ​ ​ 0.84 0.98 0.74
IWBeh-1 0.84 15.2 ​ ​ ​
IWBeh-2 0.88 13.6 ​ ​ ​
IWBeh-3 0.78 14.5 ​ ​ ​
IWBeh-4 0.82 15.3 ​ ​ ​
IWBeh-5 0.87 14.6 ​ ​ ​
IWBeh-6 0.81 14.3 ​ ​ ​

Table 3 
Results of model Fitness.

Model Description χ2 Df χ2/Df Rmesha GFI CFI

Hypothesized four-factor model 1056.42 490 2.156 0.05 0.92 0.93
Three-factor model 1145.25 385 2.975 0.13 0.86 0.82
Two-factor model 1280.52 365 3.508 0.18 0.72 0.78
Single-factor model 1485.52 350 4.244 0.22 0.64 0.68
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Employee resilience mediates between knowledge management infrastructure capabilities and innovative work behavior (Table 6). 
Preacher and Hayes (2008) [41], method was applied to test the mediation result of the employee resilience between knowledge 
management infrastructure ca-pabilities and innovative work behavior (KMIC→ER→IWB). Table 5 displays indirect effect and proved 
that employee resilience act as a mediator (β = 0.3465, Lower = 0.2657 to Upper = 0.3870). Thus, H2 was proved that KMIC and IWB 
link is mediated through employee resilience.

Table 7 demonstrates functional flexibility (FF) moderating role in the relationship between knowledge-management infrastruc
ture-capabilities (KMIC) and IWB. Hierarchal regression analysis was conducted to test the influence of knowledge management 
infrastructure capabilities on innovative work behavior through moderating role CSR functional flexibility. Results proves that 
functional flexibility were positive moderator between knowledge management infrastructurecapabilities and innovative work 
behavior i.e., (β = 0.32**, p < 0.01). Hence, H3 was accepted.

5. Discussion

The findings of this study provide support for the idea that organizations that invest in knowledge management practices can 
improve their employees’ resilience, functional flexibility, and IWB. The direct and significant relationship between KMIC and IWB 
suggests that organizations should focus on developing their knowledge management systems to enhance their employees’ ability to 
adapt to change and conquerhurdles. These studyconsequencesare stable with previousexamine that has exposedaoptimisti
cinvolvement between informationorganization and workerpliabilitythat toweringstage of KMI abilities can make easy IWB through 
giving workers with the essentialcapital, apparatus, and hold to connect in inventivebehavior (Chang and Chuang, 2011, Shafique 
et al., 2022). modernism work performance (IWB) is the personspracticalperformancemeant at producing, promoting, and imple
mentinginventivethoughts, goods, and processes so as tobe able toget bettermanagerialpresentation (Shanker et al., 2017). The penalty 
also suggested that workerpliability plays intervention in the connectionamid KMIC plus IWB. Associations that spend in informa
tionadministration practices can get better their workersaptitude to become accustomed to dissimilarwork roles and tasks and can 
attain their preferred goals and purposes by investing in essentialcapital and tackle to expand IWB abilities. This is reliable with 
precedinginvestigateso as to KMIC be the managerialaptitude to expand and useinformationefficiently, as well as the ability to 
generate, imprison, accumulate, split, and relateinformation to holdnoveltybehavior (Kmieciak, 2021). Elasticworkers have the ability 
to become accustomed and manage with misfortune and indecision in the place of work. Associations that put inrising KMIC are 
probable to furthersuperiorworkerpliability, which, in revolve, can guide to seniorstages of IWB (Suhandiah et al., 2023).

The consequences also point to that practicalsuppleness moderates the association between workerpliability and IWB, signifying 
that workers with elevatedusefulsuppleness are furthercredible to interpret its pliability into IWB. Through doing so, associations can 
get better their rivalry and endorse growth and novelty in their labor force. Result are similar with preceding studies that elevated 
stages of the FF permitpersonnel to admission and usebroaddiversity of the information and skillin the association (Cassia, Costa and 
de Oliveira Neto, 2022). This can existmainlysignificant for modernism, somewhere combining dissimilaropinion and position can 
guide to novel and originalideas (Majid, Yasir and Yasir, 2017). Workers with practicalsuppleness are improvedcapable to valve into 
the informationorganizationcommunicationsobtainable in their association, which can assist to hold up their inventiveactions 
(Waheed et al., 2021). Hence, we propose that organizations with high KMIC and a workforce with high levels of functional flexibility 

Table 4 
Correlation results, mean value and alpha.

Variable Detail Mean SD Alpha 1 2 3 4 5 6

1 Respondent Exp. 1.34 0.45 0.86 1.00 ​ ​ ​ ​ ​
2 Respondent Educ. 1.25 0.42 0.84 0.056 1.00 ​ ​ ​ ​
3 Knowledge Management IC 3.18 0.36 0.80 0.104** 0.012 1.00 ​ ​ ​
4 Employee Resilience 3.56 0.32 0.82 0.102* 0.014* 0.042 1.00 ​ ​
5 Functional Flexibility 3.25 0.42 0.86 − 0.025 0.042* 0.32** 0.34** 1.00 ​
6 IWB 1.16 0.22 0.83 0.026 0.011 0.26** 0.24* 0.36** 1.00

Note:*<0.05; **<0.000.

Table 5 
Results of KM infrastructure capabilities to innovative work behavior (H1).

Construct Detail Hypothesis Description B F T Sig Remarks

KMIC→IWB Knowledge Management IC→IWB 0.28 14.056 11.360 0.000 Accepted

Table 6 
Mediating results.

Construct Detail Data Boot SE Lower Upper Sig

KMIC→ER→IWB 0.3465 0.3248 0.42 0.2657 0.3870 0.0000

Z Score = 4.67 P level at 0.000 Significant.
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will demonstrate a stronger relationship between KMIC and IWB than organizations with low functional flexibility. In conclusion, this 
research provides valuable insights on linkage between KMIC, employee resilience, functional flexibility, and IWB in the workplace. 
Findings also enlighten the significance of knowledge management practices in fostering employees’ resilience, functional flexibility, 
and IWB. The study provides a roadmap for organizations to enhance their employees’ competencies in these areas, which can lead to 
improved organizational performance and growth.

5.1. Theoretical implications

This study offers several theoretical implications for fields of knowledge management, organizational behavior, and innovation 
management. Firstly, this study provides a theoretical explanation of how employee resilience mediates in the link among KMIC and 
IWB. The findings suggest that KMIC positively influences employee resilience, which consecutively fosters employee’s innovative- 
work-behavior. This paper contributes to theoretical understanding on association between KMIC and IWB through recognizing 
employee resilience as a mediator that ex-plains how KMIC enhances IWB. Secondly, this study offers a theoretical explanation of the 
moderation role of function-al flexibility between KMIC and IWB link. Moreover, this study provides insight on the correlation between 
employee resilience and IWB through recognizing FF moderating role that increases the positive effect of employee resilience on IWB. 
Thirdly, this paper extends prior literature on knowledge management and employee outcomes through highlighting the importance of 
KMIC in enhancing employees’ resilience, FF, and IWB. This research con-tributes to the understanding about knowledge management 
and employee outcomes through identifying the role of KMIC as a key factor that can improve employees’ resilience and functional 
flexibility, which in line fosters their IWB. Overall, the theoretical implications of this research offer a deeper understanding of the 
relationships between KMIC, employee resilience, functional flexibility, and IWB. The findings contribute to literature on KMI, 
employee outcomes, and innovation management through providing comprehensive model for future studies in fostering innovative 
work behavior. Additionally, this research enlightens the significance of seeing both individual and structural aspects when investi
gating the antecedents of the innovative-work behavior.

5.2. Practical implications

The result of present investigation hasnumeroussensiblesuggestions for businesses that plan to improve their workers’pliability, 
practicallitheness, and pioneering work performance. Initially, this study proposes that businesses could improve its innovative 
performance through capitalizing in the strong KMIC, that comprises of emergent systems for efficient knowledge allotment and 
teamwork. Secondly, this study recommends that employee resilience with training-programs and sustenance systems can increase the 
positive impacts of the KMIC on innovativeness. Additionally, increasing functional elasticity amid employees with promoting cross 
trainings and varied skills advancements can more strengthen this linkage, facilitating enterprises to acclimatize further rapidly to
wards shifting market-conditions and innovate further successively. Organizations can spend in informationadministration practices 
that get better their KMIC toimprove their worker’spliability and practicallitheness. This containerisattained by givingworkers with 
entrance to informationdistribution platforms, contributionpreparation and growth programs, and as long asinstruction and guiding to 
help workersconstruct their pliability and handylitheness. Furthermore, companies can improve their worker’susefullitheness to 
promote their pioneering work performance. This is able to getting by givingworkers with chance to expandmultipurpose skills, 
contribution job alternation and workenhancement programs, and providing a civilization of incessantknowledge and growth. In end, 
the realisticinsinuation of this learns givesleadership to associations that plan to improve their workerspliability, practicalsuppleness, 
and inventivejobperformance. By providing in informationorganizationoperations, risingworkerpliability, and attractivepracti
callitheness, association can get better their rivalry, endorseenlargement and novelty, and improve their workerscomfort and job 
happiness.

Table 7 
Results for moderation.

Innovative Work Behavior

Detail Beta T-Value Beta T-Value Beta T-Value

Step-1
Respondent experience 0.14 0.04 0.03 0.24 1.05 1.36
Respondent education 0.16 0.24 0.18 0.85 0.08 0.14
Step 2
KM infrastructure ​ ​ 0.32a 5.86 0.28a 4.52
Functional Flexibility ​ ​ 0.26a 5.42 0.26a 4.58
Step 3
KMIC x FF ​ ​ ​ ​ 0.32b 2.24
F ​ 4.32b ​ 16.32* ​ 14.42a

R2 ​ 0.06 ​ 0.26 ​ 0.26
R2 ​ ​ ​ 0.18 ​ 0.02

Notes.
a p < 0.0001.
b P < 0.05 (two tailed).
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5.3. Policy implications

This research also offers a noteworthy policy implication. The policymakers must deliberate sponsoring frameworks that supports 
in the advancement of the KMIC within different industries, identifying its significant role in determining innovation. Strategies that 
incentivizes enterprises to finance in employee-resilience and FF could foster workers adaptability and creative capacity. Moreover, 
developing an atmosphere that backing continuous knowledge and growth can assist in sustainable long-run organizational invention 
and competitiveness.

6. Future research directions and conclusion

This learning has a variety of limitations that must to be in use keen on explanation when understand the result. Firstly, the in
formation was composed by determining questionnaires, which canister initiate answer partiality and communal appeal partiality. 
Viewpoint studies conserve use additional objectives actions of KMIC, worker pliability, practical suppleness, and pioneering work 
performance to authenticate the result of this learning. Secondly, in this study quantitative design is used for data collection. Hence, 
future studies can use longitudinal designs to examine the causal relationships between KMIC, employee resilience, functional flex
ibility, and innovative work behavior over time. This can provide a more robust test of the theoretical model proposed in this study. 
Thirdly, this study only looked at how KMIC affected innovative work behavior directly and indirectly. Future research could 
investigate the moderating effects of additional factors in the relationship between KMIC, employee resilience, functional flexibility, 
and innovative work behavior, such as leadership style and organizational culture. Finally, this learning was managed in an exact 
business and confined site, which restrictions the validity of the result. Future studies can replicate this study in different industries and 
geographic locations to assess the generalizability of the findings. Through focusing on these restrictions and finding novel paths, 
upcoming researches could shape on these findings to more explicate the mechanisms determining IWB and foster the practical ap
plications of the KMIC within different backgrounds. The research examines the relations amid knowledge-management infrastruc
ture-capabilities, ER, functional flexibility and IWB within the perspective of the 5-star hotels in the Saudi-Arabia. This study outcomes 
proposes that KMIC definitely affects the IWB, with employee’s flexibility acting as a significant intermediary and FF as a substantial 
moderation. Accordingly, these findings add to the understandings of the how knowledge management infrastructure-capabilities 
could be leveraged to boost innovation in the organization.
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Section 1Respondent

Q1. Respondent Experience.
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1 1 years–5 years
2 6 years–10 years
3 11 years–15 years
4 16 years–20 years
5 More than 21 years

Q2. Respondent Education.

1 Matric/Secondary School Certificate/10 Year Education
2 Intermediate/Higher Secondary School Certificate/12 Year Education
3 Bachelor/Graduate/14 Year Education
4 Master/16 Year Education
5 MS/M. Phil/18 Year Education
6 PhD

Section 2 Respondent

Please select your level of agreement with the following statement using the scale below, 1 is strongly disagree (SD) and 7 
is strongly agree (SA)

Knowledge Management Infrastructure Capabilities—12 items.
Organizational Culture (4 items)
Employees in our company understand the importance of knowledge sharing tocorporate success.

Employees in our company are encouraged to participate in seminars and groupdiscussion

Employees in our company are generally trust worthy.
Employees in our company are willing to support and help each other.
IT Infrastructure (4 items)
The company has invested in effective knowledge management technologies to enable knowledge sharing between employees (e.g. 

intranets/extranets, groupware, repositories, etc)
Information technology plays a critical role in facilitating knowledge sharing.
Our company has technological systems that help us communicate outside and inside the organization.
Our company uses technology that allows us as a learning group from several sources at different times.
Organizational Structure (4 items)
Organizational structure is flat (Few management levels)
Organizational structure is flat (Few management levels)
Decision making is decentralized.
The organizational structure facilitates knowledge discovery and creation.
Employees Resilience—6 items.
I have a hard time making it through stressful events.
I tend to take a long time to get over set-backs in my life.
I usually come through difficult times with little trouble.
It is hard for me to snap back when something bad happens.
It does not take me long to recover from a stressful event.
After tough times, I generally recover swiftly.
Functional Flexibility—13 items.
I am broadly skilled and can carry out several tasks in this organization.
I can quickly adapt to new situations in the organization.
I am ready for a change of my job position of tasks within my organization.
I am willing to devote time and energy to education in order to develop myself for a future job.
With my knowledge and experience, I would be able to change to another job within the organization.
I have competence to deal with customers and sell products at low cost. I can deliver best quality performance through wide range 

of skills. I can develop novel products and services. I can decide how to perform my work flexibly. I determine the order of performing 
my tasks. I am careful about performing different tasks. I have control over my plans of working.

I can do numerous tasks in my team.
Innovative Work Behavior—6 items.
I search out new technologies, process, techniques or product ideas?
I develop adequate plans and schedules for the implementation of new ideas.
I take notice of the problems which are not part of the routine work.
I focus on how belongings could be enhanced.
I discover new techniques and methods of working.

A.A. Nassani et al.                                                                                                                                                                                                     Heliyon 10 (2024) e38742 

10 



I make innovative solutions for the problems.
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