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Abstract 

Organisational commitment is suggested as a remarkable variable in shaping employees’ attitudes toward 

knowledge management practices. Customer trust in services is established during a long-time relationship 

with a firm and improves the accuracy of information shared with employees. To put it in other words, cus-

tomer trust is what a service company needs to maintain its competitive advantage. On the other hand, high 

employee turnover reflects a substantial loss of knowledge. In the present study, the impact of organisational 

commitment on employees’ retention, knowledge acquisition, and sharing was examined regarding the 

moderating roles of leader-member exchange and innovation climate. The research sample encompassed 250 

employees of the leader of Iran hotel industry. Data extracted from the questionnaires were analysed using the 

partial least squares structural equation modelling method. The findings revealed that organisational commit-

ment had a positive impact on employees’ retention and knowledge acquisition and sharing, and that lead-

er-member exchange and innovation climate reinforced the connections. Managers may use the research find-

ings for the effective implementation of the knowledge management practices.  

Keywords:  Knowledge Sharing, Knowledge Acquisition, Commitment, Innovation Climate, Leader-Member 

Exchange  

 

 

1. Introduction 

Knowledge is valuable leverage for organisations 

to maintain sustainable progress while facing fast 

transmission in the business environment (Rehman et 

al., 2020). Due to the changing environment and cus-

tomer demands, service organisations now exercise the 

practice of urging their employees to innovate (Alosani 

et al., 2020). From the perspective of dynamic capabil-

ities, firms should acquire and combine knowledge 

within and outside the organisation to detect and ex-

ploit potential opportunities to innovate to survive 

(Teece, 2017). Knowledge management (KM) com-

bines knowledge acquisition, development, sharing, and 

application (Razzaq et al., 2019). Thriving innovation 

performance demands knowledge to be explored and 

exploited within a firm, and employees to be central to 

knowledge acquisition and diffusion practices (Curado 

et al., 2017). The more employees are involved in 

knowledge sharing, the more incredible deal of 

knowledge would be internalised in employees; such 

conditions benefit innovative behaviour (Ullah et al., 

2021). Employee commitment was a critical factor in 

the these individuals’ involvement in the KM practices 

(Rehman et al., 2020). Besides, employee retention 

fosters knowledge acquisition and, consequently, in-

novation performance (Papa et al., 2018). 

Meanwhile, employee commitment is reported to 

significantly influence employee retention intention 

(Pertiwi & Supartha, 2021). Employees will be more 

willing to develop an amicably interpersonal affiliation 

with their superiors, less likely to leave a specific or-

ganisation (Yildiz, 2018). Moreover, an organisational 
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climate that inspires innovation would affect employees' 

intention to engage in KM-related behaviours. A propi-

tious climate for innovation is characterised as a climate 

that promotes pro-social norms, persists on free influx 

and circulation of information, and permits justifiable 

failure (Jokanovic et al., 2020). 

Given the critical role of the hotel sector in national 

and global economies (Bazazo & Alananzeh, 2020), 

besides the under-explored role of customer commit-

ment and retention influence on knowledge sharing and 

acquisition in the hotel industry in Iran, and call for 

more investigations in the relation between human re-

sources (HR) on innovation and KM (Mahmoud et al., 

2021; Rasdi & Tangaraja, 2020; Shahzadi & Raja, 

2021), and innovation climate potential outcome at the 

organisational level (Newman et al., 2020), the present 

study aimed to address the following research questions 

to fill in the research gap: 

RQ1; How does employee commitment to the organi-

sation affect knowledge acquisition, knowledge sharing, 

employee retention, and the nexus between knowledge 

acquisition and sharing and the connection between 

employee retention and knowledge sharing? 

RQ2; Does leader-member exchange (LMX) moderate 

the employee commitment link to employee retention? 

RQ3; How does the innovation climate influence em-

ployees' commitment concerning knowledge acquisition 

sharing? 

The survey was conducted in the Iranian hotel sector 

context in Parsian Hotel Group. Present study findings 

would shed light on employee participation behaviour in 

KM practices. 

The paper is outlined as follows: In Section 1, the-

oretical background, hypotheses, and conceptual re-

search model are provided. Section 2 contains research 

methodology and sampling data. The hypothesis test is 

presented in Section 3. Theoretical and managerial 

implications and conclusions are presented in Section 4, 

and the guidelines for future researches are delineated in 

Section 5. 

2. Research Background 

2.1 Organisational commitment 

Oganisational commitment is theorised in various 

approaches since the 1960s. Porter et al. (1974) define it 

as the degree of an employee's identification with and 

engagement in a particular firm. Jonsson and Jeppesen 

(2013) suggested commitment as members' organisa-

tional interest and sense of belongingness to the organ-

isation. In another approach, organisation commitment 

is characterised under three subsections known as an 

affective, continuance, and normative commitment by 

Meyer and Allen (1987), adopted in the present re-

search. 

2.2 Organisational Affective Commitment 

Buchanan (1974) defines affective commitment as 

employee commitment to the "values and goals" of a 

particular firm in relation to employee own values and 

goals and commitment to the firm for its own sake, apart 

from by associated fiscal value. Another approach is 

specified it as the employee's "emotional attachment, 

identification, and involvement" with the particular firm 

and its goals (Porter et al., 1979). Robbins (2007) de-

scribed affective commitment as the extent that an em-

ployee identifies with a firm and the degree of intentions 

to continue his/her participation in the affiliated organ-

isation. 

2.3 Organisational Normative Commitment 

Wiener (1982) describes normative commitment 

as an "internalised normative pressure" oriented toward 

firm "goals and interests" and argues that employee 

normative commitment is merely through believing as a 

"right" and moral action. Meyer and Allen (1991) sup-

ported this type of approach with their definition of "a 

feeling of obligation." Prestholdt et al. (1987) identified 

normative commitment as an essential employee driver 

not to terminate membership with a particular firm. 

Robbins (2007) explained normative commitment as an 

individual commitment to stay in the organisation for 

ethical or moral causes. 

2.4 Organisational Continuance Commitment 

Continuance commitment inhibits an individual 

from altering his/her social identity due to the recogni-

tion of massive forfeits associated with alternation 

(Stebbins, 1970). Becker (1960) stated continuance 

commitment as an employee intention to "engage in 

consistent lines of activity" based on the individual's 

perception of the "costs" corollary of ending employ-

ment. When an employee faces losses for quitting the 

organisation in the form of penalties and costs, contin-

uance commitment is formed (Allen & Meyer, 1990). 

Continuance commitment results in a trade-off between 

the fiscal value of keeping membership in a particular 

firm and terminating the employment (Robbins, 2007). 

2.5 Employee Retention 

Employee retention is defined as "the propensity 

of employees to withdraw from a particular job"(Jung et 

al., 2017) or the "probability of employees leaving their 
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organisation" (Wynen et al., 2017). A committed em-

ployee is found to own higher proclivity to retain in a 

particular organisation, and retention intention kindle 

the employee to enrich their knowledge in the specific 

scope (Politis, 2003). Accordingly, provided that an 

employee possesses a strong sense of commitment and 

retention, he/she would exhibit a higher tendency to 

infer the necessity to acquire and integrate knowledge 

(Weber & Tarba, 2010). 

2.6 Knowledge Acquisition 

Knowledge acquisition is the process of infor-

mation and knowledge collecting (Huber, 1991) and 

demands searching and merging information and 

knowledge from inside and outside of the organisation 

(Scuotto et al., 2017). Employees are required to con-

trive new solutions to devise noble products/services 

tailored to customers' needs (Al-Jobor et al., 2020; 

Vrontis et al., 2017), and acquire competitive ad-

vantages. Pertinent knowledge should be elicited either 

inbound or outbound of a firm and employed as well 

(Campanella et al., 2017). 

2.7 Knowledge sharing 

Tendency to share the knowledge is quintessential 

to implement KM (Edwards, 2017) and is vital in group 

and organisation contexts to acquire a competitive and 

supreme outcome (Evwierhurhoma & Onouha, 2020). 

Knowledge sharing is continuous knowledge exchang-

ing via established networks among individuals, groups 

setting, and organisations levels (Igwe & Ononye, 2020; 

Sedighi et al., 2018). Furthermore, knowledge sharing 

behaviour facilitates access to the information and 

knowledge required by organisation members for job 

performance (Swanson et al., 2020), and the utilisation 

of knowledge-based resources (Oyemomi et al., 2016) 

consequently enhances efficiency and lead to organisa-

tional innovation (Ullah et al., 2021). 

2.8 Organisational Innovation Climate 

Organisational climate is defined as shared values, 

beliefs, and organization atmospheres that significantly 

impact employees' behaviours (Martin-de Castro et al., 

2013). The innovation climate provides a cultural con-

text to enable knowledge sharing, induce creativity, and 

breed innovative ideas (Popa et al., 2017). The innova-

tive climate of organisations is the degrees of innovative 

culture, job autonomy, organisational learning, and 

group cohesion in an organisational context (Balkar, 

2015). Ren & Zhang (2015) describe organisation in-

novation climate as a support for developing innova-

tions, including leadership for promoting innovation, 

infrastructure for appraising ideas, and adequate finan-

cial support for promoting innovation. A perceived 

work climate for innovation incites an employee's in-

novative behaviour (Park & Jo, 2018). Provided by an 

innovative climate, when a team is confronted with a 

particular project dilemma, the members may partici-

pate in their work teams aggressively and communicate 

with each other openly to find out appropriate solutions 

(Liu et al., 2012). On this ground, the presence of an 

innovation climate is conducive to higher organisational 

performance (Shanker et al., 2017). 

2.9 Leader-member exchange (LMX) 

LMX is an extension of employee perception of 

being supported by his/her associated supervisor (Tubay, 

2019). LMX theory shows how the leaders connected 

with employees impacting employees' attitudes and 

performance in the ascribed jobs (Graen & Uhl-Bien, 

1995). Bhal and Ansari (1996) introduced two dimen-

sions of LMX, "perceived contribution and affection." 

Dienesch and Liden (1986) consider LMX a 

three-dimensional factor, perceived contribution, loy-

alty, and affection. The four-dimensional LMX model; 

however, included "incorporating contribution (percep-

tion of the current level of work-oriented activity each 

number puts forth toward the mutual goals of the LMX 

dyad (loyalty) the expression of public support for the 

goals and personal character of the number of the dyad), 

affect (the mutual affection leader-member dyad have 

for each other based preliminary on the interpersonal 

reaction), and professional respect (perception of the 

degree to which each member of the dyad has built a 

reputation within and /or outside the organisation)" 

(Liden & Maslyn, 1998). The four-dimensional LMX 

model is adopted in the present research. 

LMX can be perceived within the high to low 

spectrum. The highest level of LMX can be attributed to 

trust, mutual respect, reciprocal obligations between 

leader and member (Loi et al., 2014), and employees’ 

more precise understanding of organisation value (Ka-

sekende et al., 2016). Under such desirable ambiance, 

employees may experience higher motivation and sat-

isfaction than those who perceived a lower level of 

support from pertinent managers (DeConinck, 2011; 

Rockstuhl et al., 2012). Owing to more outstanding 

interpersonal and psychological support, organisational 

resources granting, and higher autonomy awarding to 

the employee by the leaders in a high-quality LMX 

context, generating innovative ideas would be highly 

likely (Parzefall et al., 2008). 

3. Hypotheses and conceptual research model 
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Organisational commitment predicts the various 

scope of work such as organisational citizenship be-

haviour (Sheikh & Aghaz, 2019), quality of performing 

the ascribed job (Atmojo, 2015), higher level of en-

gagement (Albdour & Altarawneh, 2014), and the 

quality of provided service (Dhar, 2015a). Individuals 

with higher emotional attachment prioritize the organi-

sational objective over their interests and desires. 

Moreover, they are predisposed to take part in KM 

practices (Ahmed et al., 2018; Gopinath, 2019) and 

inclined to share their knowledge with their colleagues 

(Curado & Vieira, 2019; Imamoglu et al., 2019; Naeem 

et al., 2019; Rasdi & Tangaraja, 2020; Rehman et al., 

2020). 

Accordingly, the following hypothesis was proposed: 

H1. Organisational commitment positively affects 

knowledge sharing. 

Whether information and knowledge are acquired from 

the inside sources, through organisation instructions on 

processes or information transferred to them from 

counterparts, or outside sources such as competitor or 

market data, in knowledge acquisition behaviour, em-

ployees’ capabilities and motivation play a vital role 

(Senge, 2006). However, knowledge acquisition is ac-

companied with tension in the organisation, which 

should be inspired through human resource manage-

ment (HRM) practices (Chesbrough et al., 2014) in 

processes and activities increasing job security, com-

mitment, and risk-taking behaviour (Wright & Nishii, 

2007). Previous studies reported a positive link between 

knowledge acquisition strategies and employee com-

mitment (Bogers et al., 2018; Khoa & Hoa, 2021). 

Accordingly, the following hypothesis was proposed: 

H2. Organisational commitment positively affects 

knowledge acquisition. 

Knowledge acquisition demands well-established 

information technology, along with auspicious culture 

and leadership support that motivate information shar-

ing (Aujirapongpan et al., 2010). Meanwhile, studies 

suggested knowledge acquisition positively affects 

attitude towards knowledge sharing (Oye et al., 2011; 

Chang & Shih, 2010). 

Accordingly, the following hypothesis was suggested: 

H3. Knowledge acquisition positively affects 

knowledge sharing. 

Promoting innovation climates is employee’s sat-

isfaction, engagement, and commitment tailwind (Kim 

& Fernandez, 2017). Organisational commitment, ena-

bled by a positive social climate that stimulates creativ-

ity, information adoption, knowledge sharing, and in-

novation, acts as stimuli for employees to fulfil the 

firm goals (Jokanovi et al., 2018; Popa et al., 2017; 

Soto-Acosta et al., 2017; Zywiolek et al., 2021). Inno-

vation climate is a critical factor in establishing a fa-

vourable attitude toward KM and succeeding action of 

embracing KM practices (Ullah et al., 2016), 

knowledge sharing (Edu-Valsania et al., 2016), and 

innovative behaviour (Dhar, 2015b). These factors can 

be achieved by prompting employee’s desire for inno-

vation, authorising risk-taking behaviour, and promot-

ing his/her confidence and safety (Kang et al., 2016). 

Accordingly, the following hypotheses were proposed: 

H1-1. Innovation climate as moderator positively af-

fects organisational commitment and knowledge shar-

ing. 

H2-1. Innovation climate as a moderator positively 

affects organisational commitment and knowledge ac-

quisition. 

High turnover in the hotel industry is a long-standing 

discussion. Turnover costs could be narrowed to de-

cline of knowledge and experience massively, risk the 

customer satisfaction, and jeopardise the brand loyalty 

and image (Dusek et al., 2014). The key to shrinking 

employee turnover is boosting employee commitment 

(Arini, 2019) as highly committed employees tend to 

show high-quality performances and low turnover rates 

(Akbar et al., 2017). According to some studies, organ-

isational commitment significantly engenders employ-

ee retention (Dewi & Riana, 2019; Naz et al., 2020; 

Putra et al., 2020). 

Accordingly, the following hypothesis was proposed: 

H4. Organisational commitment positively affects em-

ployee retention intention. 

Employee retention is widely believed to be beneficial 

to an organisation's knowledge transfer outcome. Em-

ployee turnover will be negatively associated with 

knowledge transfer (Martin-Perez & Martin-Cruz, 

2015) and absorptive capacity (Larkin & Burgess, 

2013). 

Accordingly, the following hypothesis was proposed: 

H5. Employee retention intention positively affects 

knowledge sharing. 

The concepts of LMX antecedent on employee turno-

ver intentions is an ongoing and prominent issue in 

HRM (Yildiz, 2018). The higher the employees' per-

ception of the support from leaders, the higher the em-

ployees' loyalty to the firm (Kim & Yi, 2019). LMX 

has a psychological impact on the employee, evinced in 

employee developing organisational identification, 

compassion, satisfaction, job embeddedness, and reten-

tion intention (Dechawatanapaisal, 2018; Park & Lee, 

2020). 

Accordingly, the following hypothesis was proposed: 

H5-1. LMX as a moderator positively affects organisa-

tional commitment and employee retention intention.  
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Figure 1. Study Proposed Model 

4. Research Methodology: 

The study population is 400 employees of Parsian Hotel 

Group, and according to Cochran's sample size formula, 

the sample size was calculated (Equation 1) (Cochran, 

1977). Minimum approvable sample size with z=1.96, 

p=q=0.5, and d= 0.05 and N=400 was estimated to be 

200 persons. 

       (1) 

 

Therefore, a sample of 250 employees was randomly 

selected. The fieldwork and questionnaire tools were 

applied for data collection to test the research hypothe-

ses. A partial least squares structural equation method 

(PLS-SEM) was adopted to analyse the proposed model. 

The method is a practical approach to analyse relation-

ships of a complex construct with many indicators, 

latent variables, and constructs (Hair et al., 2011). 

PLS-SEM is more accurate in analysing the reliability 

and validity in a model with moderating effect (Mar-

coulides et al., 2009). PLS-SEM can analyse the meas-

urement and structural model as well as the model's 

prediction competency (Henseler et al., 2009). 

4.1 Research setting 

In the present research, when questions were modified 

and confirmed by experts, the questionnaires were used . 

Minor changes were made to the questionnaires based 

on the pre-test. Finally, 48 questions were included and 

submitted to the participants. The main dimensions were 

knowledge sharing, innovation climate, knowledge 

acquisition, LMX, organisational affective, normative 

and continuous commitment, employee retention. 

Measurements are evaluated on a five- point Likert scale 

(i.e., "1"=strongly disagree; "5" = strongly agree). Fur-

thermore, five questions about gender, age, level of 

education, job title, and years of experience were in-

cluded in the questionnaire (see table 1). 

 

Table1. Research Questionnaire 

 

4.2 Data Analyses 

The reliability of the questionnaires content analysed 

and confirmed by experts. For the present model, in 

pre-test, Cronbach's alpha coefficient is 0.912. The 

contents of 250 questionnaires were analysed to evalu-

ate the proposed model. To fit assess the measuring 

model, three criteria such as reliability, convergent, and 

discriminant validity are extracted. Reliability is as-

sessed by factor loads in terms of Cronbach's alpha and 

composite reliability and convergent and discriminant 
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validity by assessing average variance extracted (AVE) 

factor (Chin, 1998). The structural model latent varia-

bles are examined along with the relationships between 

them. To assess the structural fit criteria such as R2 and 

Q2 will be considered. The general model fit analysis 

includes measuring model and structural model and 

when it is confirmed, fit assessment is completed. It is 

indicated under the goodness of the fit (GOF) criteria 

(Tenenhaus et al., 2005). 

4.3 Respondents 

The study sample in the present paper is 250 employees 

of Parsian Esteghlal International Hotel. Table 2 sum-

marised the demographic characteristics of the re-

sponders. 

Table 2. Demographic profile of responders (N=250) 

Descriptive statistics have been shown in table 3. 

Data average fluctuates from 3.3 to 4.2. Organisation 

normative commitment has a maximum average and 

organisation affective commitment has a minimum 

average. The data range is high and less than 4. Inno-

vation climate variable has the least range and the or-

ganisation normative commitment variance is less than 

other variables which imply the unity of opinion of 

participants. Mode indicate that majority of participants 

choose strongly agreed within the options. 

 

 

 

 

 

 

 

 

 

 

 

 

Table 3. Construction Variables Descriptive Analysis 

 

5. Measurement Model Fit Analyse 

The relation between latent variables and con-

structs exhibit in loading factor. Loading Factor less 

than 0.3 is not desirable, between 0.3 and 0.6 is ap-

provable, and above 0.6 is desirable (Kline, 2011). 

However, the main criterion to analyse the loading 

factor is t-value statistics. If the t-test statistic is higher 

than the critical value of t0.05 i.e. 1.96, thus loading 

factor is statistically significant. 

According to the measurement model shown in 

table 4, all loading factors are higher than 0.3, which 

indicate acceptable correlations between observable 

variables and their latent variables. Also, according to 

measurement model bootstrapping results, t-statistic for 

all variables is higher than a critical amount of 1.96. 

Cronbach's alpha higher than 0.7 is approvable. 

Composite reliability measures the sufficiency of items 

of latent factor (Werts et al., 1974), with Composite 

reliability higher than 0.7, the internal consistency is 

confirmed (Nunnally, 1994). Composite reliability is 

more reliable criteria than Cronbach's alpha (Vinzi et al., 

2010). As per table 4, Cronbach's alpha and composite 

reliability of all variables are in acceptable level. 
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Table 4. Measurement Model 

 

Convergent validity measures the extent of corre-

lation of multiple indicators of the subjected construct 

and it is reported in term of AVE factor and should be 

higher than 0.5 (Fornell & Larcker, 1981). As table 5 

shows all AVEs are higher than 0.5, which verify the 

convergent validity of variables. 

Discriminate validity manifests the degree to 

which the particular construct has digressed from other 

constructs. To analyse the discriminant validity, the 

square root of AVE should be extracted (Fornell & 

Larcker, 1981). Numbers on the main matrix diagonal in 

table 5 show the discriminant validities. As table 5 re-

ported, discriminant validities are desirable. 

Table 5. Convergent and Discriminant Validity 

 

6. Structural Model Fit Assessment: 

R2 is the criteria to connect the measurement 

model to the structural model and indicate the effect of 

an exogenous variable on the endogenous variable 

(Chin, 1998). R2 measured to 0.19, 0.33 and 0.67 is 

considered as weak, moderate and substantial, with 

higher R2 means more appropriate model fit (Henseler et 

al., 2009). 

Structural model quality is measured by Q2. Q2 is 

measured by blindfolding method and shows the re-

flective endogenous variables prediction power or ac-

curacy of the adjusted model (Henseler et al., 2009) and 

value greater than zero is approvable (Stone, 1974; 

Geisser, 1975). Q2 amounted to 0.02, 0.15 and 0.35 is 

considered as weak, moderate and substantial (Henseler 

et al., 2009). In table 4, R2 and Q2 of the model have 

been indicated. 

GOF is a criterion to assess the general model 

performance and specify whether the model is fit or not 

(Tenenhaus et al., 2005). GOF amounted to 0.01, 0.25 

and 0.36 is considered as weak, moderate and substan-

tial. 

As per table 6, GOFs calculated from three steps 

analysis is higher than 0.36, which indicates the general 

model is substantial. 

 

Table 6. Structural Model Quality Indicators 

 

Harman's single-factor approach was applied to 

test common method variance. The common method 

bias verifies the internal validity of the self-reported 

survey, which is emerged if the majority of variances 

loaded in unique factor for all questionnaire items 

(Sharma et al., 2009). As per Kaiser Criteria, four fac-

tors were apparent in the un-rotated factor structure that 

explained 76.524% of the variance. In the present study, 

the first-factor variance is 45%, indicating that common 

method variance is not confounding the interpretation of 

the study result. 

7. Study Hypothesis Test 

The structural analysis has been applied in three 

steps by PLS. In step 1, the connections between main 

variables KS, KA, ER, OC without moderators (IC, 

LMX) are analysed; in step 2 direct impacts of moder-
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ators (IC, LMX) also are assessed, and in step 3, the 

model considering OC×IC and OC×LMX effects are 

tested. 

OC effect on ER has been analysed in 3 steps. As 

per table 7 in the first step, OC to ER analysis (β=0.63, 

p<0.001) shows a positive and significant effect of OC 

to ER (H4 supported). In step 2, considering the LMX 

the test results are as follows; OC on ER (β= 0.16, 

p<0.05), LMX on ER (β= 0.58, p<0.001) which indicate 

the positive and significant effect of OC and LMX on 

ER. And finally, in step 3, entering the LMX and ana-

lysing OC×LMX on ER reports (β= 0.14, p<0.05) which 

specifies the positive and significant effect of OC×LMX 

on ER (H5-1 supported).  

OC effect on KA has been analysed in 3 steps. As 

per table 6, in the first step OC to KA analysis (β=0.72, 

p<0.001) indicates a positive and significant effect of 

OC to KA (H2 supported). In step 2, considering the IC, 

the test results are as follows; OC on KA (β= 0.36, 

p<0.001), IC on KA (β= 0.52, p<0.001) which show the 

positive and significant effect of OC and IC on KA. 

Finally, in step 3 analysing OC×IC on KA result is (β= 

0.14, p<0.05) which specifies the positive and signifi-

cant effect of OC×IC on KA (H2-1 supported).  

OC effect on KS has been analysed in 3 steps. As 

per table 6, in the first step results OC to KS (β=0.29, 

p<0.001), ER to KS (β=0.36, p<0.001) and KA to KS 

(β=0.38, p<0.001) show that positive and significant 

effect of OC to KS, ER to KS, and KA to KS (H1, H5 

and H3 supported).  In step 2, considering the IC, re-

sults are as follows, OC on KS (β= 0.27,  p<0.001)، KA 

on KS (β=0.35, p<0.001), and ER on KS (β= 0.34, 

p<0.001) which indicate the positive and significant 

effect of OC, KA and ER on KS. However, the analysis 

hasn't shown the direct positive and significant effect of 

IC on KS. Finally, in step 3, considering the moderating 

IC, analyses are as follows: OC on KS (β= 0.29, 
p<0.001), ER on KS (β= 0.32, p<0.001), KA on KS ( β= 

0.32, p<0.001) , OC×IC on KS (β= 0.13, p<0.05) which 

imply that IC reinforces the relation between OC and 

KS (H1-1 supported). Figure 2 demonstrated step 1, 

figure 3 related to step 2 and figure 4 is the result of 

step3. 

 

 

 

 

 

 

 

 

Tables 7. Structural Model Fit Asses and Moderators 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

Figure 2. Model Analysis - Step 1 

 
 

Figure 3. Model Analysis- Step 2 
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Figure 4. Model Analysis- Step 3 

8. Theoretical and managerial implications 

The present research extends the management 

literature on KM practices. The present survey results 

would benefit academicians and managers in various 

ways. 

First, the present research confirms the positive 

impact of organisational commitment on employee 

retention, in the same line with the findings of Saputra 

and Riana (2021), Sari and Gustiayumanuatidewi 

(2020), and Yao et al. (2019). Meanwhile, the LMX 

positively affects employee retention, which is similar 

to a finding reported by Tubay (2019). Furthermore, this 

research covers the gap in the literature by demonstrat-

ing the LMX as a moderator between commitment and 

employee retention. Accordingly, the organisational 

commitment and desired LMX influence employees' 

intention to keep working in the company. Leaders can 

contribute to KM by retaining employees. A sense of 

affiliation with a firm, feeling of honour of working in a 

firm, and respect for management are conducive to 

employee retention in the hospitality context (Ineson & 

Berechet, 2011). 

Second, organisational commitment inspires 

knowledge acquisition practices, an advanced finding in 

the KM studies. Committed employees are more 

risk-taker and tend to obtain information and knowledge 

about their job context. In addition, organisational 

commitment is positively linked to knowledge sharing, 

which agrees with Nielsen et al.'s (2011) finding. 

Compared to the other commitment dimensions, em-

ployees' normative commitment has the highest mean 

score. Accordingly, our research finding verifies Meyer 

and Parfyonova’s (2010) proposal indicating normative 

commitment as a more dominant aspect than the other 

dimensions. However, the affective commitment is 

reported to hold the most robust nexus to the knowledge 

sharing. This finding is in line with Marques et al. (2019) 

and Rasdi and Tangaraja (2020). Meanwhile, 

knowledge acquisition positively affects knowledge 

sharing, consistent with Oye et al. (2011) and Darroch's 

(2003) research findings. 

Given the crucial role of organisational Com-

mitment on KM implementation and the effect of HRM 

practices on employee commitment (Gaertner & Nollen, 

1989; Kinicki et al., 1992; Ogilvie, 1986), employees’ 

attitude toward KM fulfilment can be shaped using the 

HRM practices. To keep the spirit of affective com-

mitment, the organisation should melange it with trust, 

in the form of fair rewards and appreciation to employee 

contributions since trust-based affection can engender 

knowledge sharing (Naeem et al., 2019). Employees' 

satisfaction will lead to commitment in all three aspects 

and, consequently, to employee loyalty (Yao et al., 

2019). Job conditions, interpersonal relationships, em-

ployee empowerment, assigning awards to employee's 

accomplishments (Mowday et al., 2013), and education 

(Mukherjee et al., 2009) would eventually reinforce 

employee loyalty (Zeithaml et al., 1990). 

In addition, we found highly experienced em-

ployees with managerial positions are more committed 

to a firm, as Kim & Mueller (2011) formerly stated, 

while younger employees (under 25 and 26–35) have 

the lowest level of organisational commitment. It em-

phasises the significant role of age in developing com-

mitment to the organisation. To decline the turnover 

among non-management employee, some measures 

such as educating employee on organisational mission, 

vision, goals, alongside justified rewards and compen-

sation sub-systems and finally promotion are found to 

be effective (Moncarz et al., 2009). 

Furthermore, hotels in Iran usually pay low sala-

ries to their young and new employees than other in-

dustries. Raising fixed salaries, enhancing fringe bene-

fits, compensation, and improving work conditions 

could positively be associated with new employee 

commitment (Guan et al., 2014). 

Moreover, most Iranian young hotel staff, partic-

ularly at the operational level, are migrants dealing with 

financial and cultural adaptation challenges in their 

working environment, associated with stress and phys-

iological tension. Managers, therefore, should also 

consider the psychological needs of such employees. 

Research on the hotel industry shows that close atten-

tion to employees' independent personalities, beliefs, 

values, and self-awareness will reinforce their norma-

tive commitment. Huang and Rundle-Thiele (2014) 

suggested that the above approaches can influence em-

ployees' performance and benefit the organisational 
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outcome, especially in the hospitality sector. Ineson et al. 

(2013) reported that social involvement in the work-

place is verified to engender a more significant impact 

than that of monetary rewards on an employee to de-

velop loyal behaviour. Establishing a sense of owner-

ship for such workers boosts their organisational affec-

tive commitment. 

Third, as a moderator between organisation 

commitment and knowledge sharing and acquisition, 

the innovation climate reinforces the relations. Moreo-

ver, innovation climate influences knowledge acquisi-

tion directly and positively. It is inferred that with an 

atmosphere encouraging innovation, the individuals’ 

tendency toward knowledge acquisition is expected. 

However, our study did not reveal the same connection 

between knowledge-sharing behaviour and innovation 

climate. It could be construed to share the knowledge 

personal traits are also involved. Furthermore, Zarraga 

& Bonache (2003) stated that some other factors, in-

cluding (a)friendly relationships, the degree of an em-

ployee's perception of interpersonal communication and 

cooperation and (b)fairness; the degree of an employee's 

perception of the extent of fairness within an organisa-

tion also are of paramount importance to share the 

knowledge as well as innovation climate. 

9. Conclusion 

The conceptual framework proposed in the pre-

sent study suggests the consequences of commitment in 

KM. According to the findings, commitment plays a 

critical role in implementing the KM activities. Re-

search confirmed the impact of commitment on 

knowledge acquisition, knowledge sharing, and em-

ployee retention intention. Knowledge acquisition pos-

itively links to knowledge sharing. As a moderator, 

LMX is positively associated with employee retention 

intention. Meanwhile, employee retention intention 

impacts positively on knowledge sharing behaviour. 

Moreover, innovation climate as a moderator between 

commitment and knowledge sharing and acquisition 

acts favourably regarding employee’s involvement in 

KM. 

10. Limitations and Future Study Suggestions 

Although this study was carried out at an Iranian 

hotel and culture, the study outcomes may be different if 

conducted in another scope. The results may be varied if 

the country setting is changed. Other services such as 

medical sectors, consulting firms, or creative agencies, 

to name a few, also can be surveyed. Organisation brand 

image is confirmed to be a factor with a positive impact 

on employee commitment; therefore, the effect of brand 

image on the commitment to the KM system can be 

studied. The presence of old staff could also be exam-

ined as a factor that motivates the new employees to see 

themselves as long-time workers in the organisation. It 

can motivate them to be more open in terms of com-

mitment to KM. For future study, the effects of the 

leader style on success of KM implementation can be 

surveyed. Leaders as role models in commitment to KM 

motivate employees to be more committed to the KM 

system. 

Individuals should view knowledge sharing as a 

routine in their job environments (Ullah et al., 2016). 

Accordingly, it should be detected whether leader ac-

tivities and presence in social networks such as Twitter 

can encourage employees to act favourably toward KM 

practices. Meanwhile, via social networks, knowledge 

sharing is an everyday matter, and individuals are much 

more familiar with the knowledge sharing concept. The 

future study may consider the employees general pre-

disposition toward knowledge sharing. Moreover, it 

could be investigated whether organisation pages in 

social networks such as Facebook and Twitter imply 

information transparency and availability of infor-

mation, and it can aid the KM implementation. Further 

research is recommended to examine the effects of other 

factors such as encouraging systems, lifestyle, activities, 

ethics, work-life balance, and personality traits (e.g., 

pro-activeness in information acquisition) on complying 

with KM. 
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