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Abstract

This research aims to reveal the effect of knowledge management on knowledge-worker
productivity which is also mediated by employees' adaptability and job satisfaction. The
research was conducted at PT. Pindad (Persero) Malang as a manufacturing industry company
based on specific knowledge. The research population is 389 employees who work in
departments that are closely related to ammunition products knowledge. Furthermore, 203
employees became the research sample which was taken proportionally and randomly using
the proportional random sampling technique. Structural equation modeling (SEM) with partial
least squares (PLS) approach was applied as a data analysis method. The results of the study
reveal that knowledge management has no significant effect on knowledge-worker
productivity, but knowledge management has a significant effect on adaptability, and
adaptability has a significant effect on knowledge-worker productivity. Knowledge
management also has a significant effect on job satisfaction, and job satisfaction also has a
significant effect on knowledge-worker productivity. Thus, adaptability and job satisfaction
have a full mediating role on the effect of knowledge management on knowledge-worker
productivity. This research contributes to the defense industry to immediately increase
knowledge-worker productivity by implementing knowledge management practices without
ignoring the importance of employees’ adaptability and job satisfaction.

Keywords: knowledge-worker productivity, knowledge management, adaptability, job

satisfaction.

Abstrak
Penelitian ini ditujukan untuk mengungkap pengaruh manajemen pengetahuan terhadap
knowledge-worker productivity yang sekaligus dimediasi oleh kemampuan adaptasi dan
kepuasan kerja karyawan. Penelitian dilaksanakan di PT. Pindad (Persero) Malang sebagai
perusahaan industri manufaktur berbasis pengetahuan spesifik. Populasi penelitian adalah
389 pegawai yang bekerja di departemen yang berkaitan erat dengan pengetahuan produk
amunisi. Selanjutnya 203 karyawan menjadi sampel penelitian yang diambil secara
proporsional dan acak dengan teknik proportional random sampling. Structural equation
modeling (SEM) dengan pendekatan partial least square (PLS) diterapkan sebagai metode
analisis data. Hasil penelitian mengungkapkan bahwa manajemen pengetahuan tidak
berpengaruh signifikan terhadap knowledge-worker productivity, tetapi manajemen
pengetahuan berpengaruh signifikan terhadap kemampuan adaptasi, dan kemampuan
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adaptasi berpengaruh signifikan terhadap knowledge-worker productivity. Manajemen
pengetahuan juga memiliki pengaruh signifikan terhadap kepuasan kerja, dan kepuasan kerja
juga memiliki pengaruh signifikan terhadap knowledge-worker productivity. Dengan
demikian, kemampuan adaptasi dan kepuasan kerja memiliki peran mediasi penuh pada
pengaruh manajemen pengetahuan terhadap knowledge-worker productivity. Penelitian ini
memberikan kontribusi pada industri pertahanan untuk segera meningkatkan knowledge-
worker productivity dengan menerapkan praktik manajemen pengetahuan tanpa
mengabaikan pentingnya kemampuan adaptasi dan kepuasan kerja karyawan.

Kata kunci: knowledge-worker productivity, manajemen pengetahuan, kemampuan adaptasi,

kepuasan kerja.
How to Cite: Wardhani, N., Noermijati, N., & Sunaryo, S. (2022). Knowledge-Worker Productivity in Defense Industry:
The Role of Knowledge Management through Employees’ Adaptability and Job Satisfaction. Media Ekonomi dan

Manajemen, 37(1), 140-160. doi: http://dx.doi.org/10.24856/mem.v37i1.2597.

INTRODUCTION

Knowledge workers, as well as their
productivity, are an important concern for
industry in developing countries in the
twenty-first century (Drucker, 1999). This
productivity is known as knowledge-
worker productivity. This condition can be
defined as a level of productivity achieved
by workers having knowledge. This
productivity is now mostly determined by
knowledge, or, to put it another way,
employee knowledge can increase their
work productivity. Quantity, quality, work
autonomy, timeliness, efficiency, effective-
ness, innovation or creativity, cost or
profitability, customer satisfaction, job
responsibilities, and employee attendance
levels are some of the conditions that can
reflect knowledge-worker productivity
(Ramirez and Nembhard, 2004).

One of the State-Owned Enterprises
in Indonesia that is in the field of defence
industry that emphasize knowledge-worker
productivity is PT. Pindad (Persero). PT.
Pindad (Persero) produces military and
commercial products, faces very complex
manufacturing dynamics because it has a
high demand for customization from
customers. PT. Pindad (Persero) has the
obligation to produce 154 variations of
defence equipment products, all of which
contain specific knowledge (PT. Pindad
(Persero), 2021). Specific knowledge is
specialized knowledge that requires an in-
depth understanding of a particular field
and is very limited and expensive to
transfer = because it  requires  an
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understanding of the dynamics of the
industrial context and technology (Becerra-
Fernandez and Sabherwal, 2015). The
large variety of products causes several
obstacles in completing production. The
average production realization in 2019 is
around 45%, while the average production
cost in 2019 has increased by around 14%
from the production cost in 2018 (PT.
Pindad (Persero), 2019). This condition is
an obstacle to achieving the effectiveness
and efficiency of the sustainability of the
production process, or, according to
Ramirez and Nembhard (2004), it can be
called as knowledge-worker productivity.
Knowledge-worker productivity
comes from organizational factors in the
form of culture, organizational strategy,
technology, reward systems, and work
environment (Bosch-Sijtsema et al., 2009),
innovation potential, information systems,
clear vision, time allocation (Antikainen
and Lonnqvist, 2006), organizational
structure, human resources, and
organizational ability to utilize workers'
knowledge to produce an innovative
product to support performance improve-
ment (Kianto et al., 2018). PT. Pindad
(Persero), as a knowledge-based company,
took a strategic step by implementing a
Knowledge Management System in 2018.
This strategy was carried out in order to
encourage employee activities to create,
store, distribute, and utilize knowledge as a
resource to improve and solve knowledge-
worker productivity problems. Implemen-
tation of knowledge management system is
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reflected in the Employee Competency
Development Program with a realization of
133.07%. In addition, the levels of job
satisfaction and employee engagement
increased by 0.04 and 0.01 points,
respectively, since the implementation of
knowledge management in 2018 (PT.
Pindad (Persero), 2019).

Knowledge management is thus
closely related to knowledge-worker
productivity. Butt et al. (2018) prove in
their research that the knowledge
management  process can  increase
knowledge-worker productivity. Tsirikas
and Katsaros (2014), Ritsri and Meeprom
(2019) and Ibidunni et al. (2019) also
proves that employee productivity is
positively influenced by knowledge
management practices. In addition, and
more specifically, the knowledge sharing
process, also has a significant positive
effect on increasing employee productivity
(Salis and Williams, 2010; Aboelmaged,
2018; Torabi and El-Den, 2017). However,
this is different from the research of Kianto
et al. (2018) which reveals that the
productivity of knowledge workers is not
significantly affected by the knowledge
sharing process. Several knowledge
management processes such as knowledge
creation, knowledge retention, and
knowledge sharing are also proven to have
no significant positive impact on employee
productivity (Lapré and Wassenhove,
2001; Okonedo and Popoola, 2012;
Ajibade, 2016; Palvalin et al, 2018), while
Capello and Lenzi (2014) prove that the
knowledge creation process negatively
affects employee productivity. The
inconsistency of the research results allows
the existence of mediating variables that
have an important role in directing the
knowledge-worker productivity because of
the practice of knowledge management.

Research conducted by Almahamid
et al. (2010), Malik and Kanwal (2018),
and Zamir (2019) shows that knowledge
management affects adaptability, while
adaptability affects the knowledge-worker
productivity (Diamantidis and Chatzoglou,
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2019; Sony and Mekoth, 2016). In
addition, research conducted by
Almahamid et al. (2010), Kianto et al.
(2016), Malik and Kanwal (2018),
Sahibzada et al. (2020), Singh and Sharma
(2011), Trivellas et al. (2015), and Tsirikas
and Katsaros (2014) shows that knowledge
management affects job satisfaction, while
job satisfaction affects the knowledge-
worker  productivity  (Halkos  and
Bousinakis, 2010; Hoboubi et al., 2017;
Maida et al., 2017). By considering several
previous studies, this study will examine
the determination of knowledge-worker
productivity with the role of knowledge
management through adaptability and job
satisfaction as mediating variables.

LITERATURE REVIEW
Knowledge-worker Productivity

Drucker (1999) defines knowledge-
worker productivity as the condition where
there is an increase in the quality of output
by knowledge-workers who are able to
manage their work independently by being
responsible for following a continuous
learning  process  until  sustainable
innovation is achieved. According to
Antikainen and  Lonngvist  (2006),
knowledge worker productivity describes
conditions for improving the quality of an
output, efficiency, and control of working
time that involves the ability to change
employee knowledge as required by the
organization. Furthermore, Butt et al.
(2018) describe knowledge-worker pro-
ductivity as a form of worker efficiency in
using their knowledge to make effective
decisions and improvise knowledge-based
tasks.

Conditions  that can  reflect
knowledge-worker productivity include:
Job autonomy, is a condition where
employees can carry out work inde-
pendently (Drucker, 1999; Morgeson and
Humphrey, 2006); Timeliness, indicating a
situation where employees are able to
manage time according to work deadlines
(Ramirez and Nembard, 2004; Lerner et
al., 2001); Task efficiency, describes the
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ability of workers to perform tasks using
resources properly to meet all job
standards (Ramirez and Nembhard, 2004),
with reference to the minimum level of
resources theoretically required to carry
out the desired operation (Tangen, 2005).
Knowledge Management

Knowledge management is an
optimization strategy of a business system
to select, filter, store, organize, package,
and communicate important information
for the company's business for the purpose
of improving employee performance and
company  competitiveness  (Bergeron,
2003). Pandey (2016) states that
knowledge management is a broad field of
science consisting of the process of
creating, collecting, sharing, utilizing, and
capitalizing on knowledge in organi-
zations. In accordance with the opinion of
Armstrong and Taylor (2014), knowledge
management includes activities to create
knowledge, acquire and capture
knowledge, share knowledge, and use
knowledge to enhance learning and
employee performance.

Knowledge management processes
include: Knowledge discovery, is the
process of finding knowledge from data
and information to be developed into new
tacit or explicit knowledge (Becerra-
Fernandez @ and  Sabherwal, 2015);
Knowledge capture, is the process of
acquiring knowledge that exists in people
or organizations, both explicit and tacit
knowledge, which 1is facilitated by
technology and organizational mechanisms
(Becerra-Fernandez and Sabherwal, 2015);
Knowledge sharing, is the process of
sharing tacit and explicit knowledge with
others (Becerra-Fernandez and Sabherwal,
2015); Knowledge application, is the
process of individuals taking advantage of
the knowledge of others without actually
gaining the actual experience (Becerra-
Fernandez and Sabherwal, 2015).

Adaptability

Individual adaptability is the ability,
skill, motivation and willingness of
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individuals, to change themselves to
different environmental (Ployhart and
Bliese, 2006). Ployhart and Bliese (2006)
describe individual adaptability as a
combination of knowledge, attitudes,
cognitive  understanding,  personality,
values and interests, physical abilities and
other characteristics. The combination
predicts adaptive performance such as
contextual tasks, counterproductive beha-
vior, and so on, which allows for changes
in various ways and dimensions of task,
social, and environmental. Dam (2015)
says that adaptability in the work context
has a similar meaning to adaptive
performance behavior (that is, behavior
that if it leads to successful performance, it
will be considered adaptive).

Adaptability, which is closely related
to knowledge, comes from cognitive
resources (Dam, 2015) including: Learn, is
individual's ability to prepare for, and learn
what is needed for future assignments
(Pulakos et al, 2006); Creative, is the
individual's readiness to solve atypical,
unclear, and complex problems (Pulakos et
al, 2006).

Job Satisfaction

Job satisfaction is a pleasant attitude
of workers at work (Armstrong and Taylor,
2014). Job satisfaction is the view of
workers about how much work can supply
their desires (Luthans, 2011). Employees
with high job satisfaction usually have
good feelings, while employees with low
job satisfaction usually have bad feelings
about their work (Robbins and Judge,
2017). Colquitt et al (2015) present the
same thing that job satisfaction is
described as a pleasant emotion towards
his job, whether favorable or unfavorable
for him.

Job satisfaction indicators are as
follows: Nature of work, refers to
employees' feelings of pleasure towards
the characteristics of the work itself,
whether the task is useful, interesting,
meaningful, and comfortable (Spector,
1997); Communication, refers to employ-

143



Media Ekonomi dan Manajemen, Volume 37 Issue 1, January 2022, 140-160

yees' feelings of pleasure towards the flow
of information in the organization needed
to support their work (Spector, 1997);
Operating conditions, refer to employees'
feelings of pleasure towards existing work
rules and procedures to support job
completion (Spector, 1997); Contingent
rewards, refer to employees’ feelings of
pleasure for the appreciation given by the
organization such as awards or recognition
for their work (Spector, 1997).

Hypothesis Development
Effect of Knowledge Management on
Knowledge-worker Productivity

Managing knowledge effectively
enables organizations to become more
productive and efficient, generate solutions
and develop more innovative
organizational processes (Becerra-
Fernandez and Sabherwal, 2015).
Organizational practices that provide
opportunities for workers to exchange
knowledge can increase knowledge-worker
productivity (Antikainen and Lonngvist,
20006).

Organizations that have learning
strategies and practices and share
knowledge between teams will have a
good impact on the quality of work results
(Bosch-Sijtsema et al, 2009). Butt et al
(2018) prove that prove that the increase of
knowledge-worker productivity is
influenced by the knowledge management
process. Thus, the research hypothesis is
presented as follows:

HI : Knowledge management has a
significant ~ positive  effect on
knowledge-worker productivity.

Effect of Knowledge Management on
Adaptability

Knowledge management can
encourage employees to continue to learn
from each other, so that employees have
the knowledge needed to adapt whenever
there are demands from the organization
(Becerra-Fernandez and Sabherwal, 2015).
Employees with a lot of knowledge will
easily be aware of potential changes that
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are happening, so they are better prepared
to face future challenges and respond
quickly to  organizational  changes
(Becerra-Fernandez and Sabherwal, 2015).
The knowledge possessed by
workers can facilitate them in increasing
their adaptability (Ployhart and Bliese,
2006; Pulakos et al, 2006). Almahamid et
al (2010), Malik and Kanwal (2018), and
Zamir (2019) prove that knowledge
management has a great impact on
increasing adaptability. Thus, the research
hypothesis is presented as follows:
H2 : Knowledge management has a
significant ~ positive  effect on
adaptability.

Effect of Adaptability on Knowledge-
worker Productivity

Employees with good adaptability
usually have new ideas and are able to be
actively involved in the discussion process
so that they can come up with solutions to
increase work effectiveness and efficiency
(Becerra-Fernandez and Sabherwal, 2015).
Individuals with a high level of adaptation
are more resistant to work pressure and
will show better work quality and work
performance (Parent, 2010).

Diamantidis and Chatzoglou (2019),
as well as Sony and Mekoth (2016) prove
that adaptability has a positive effect on
increasing employee performance. Thus,
the research hypothesis is presented as
follows:

H3 : Adaptability has a significant
positive effect on knowledge-worker
productivity.

Effect of Knowledge Management on
Job Satisfaction

Knowledge management is able to
boost employees to increase their
knowledge so that they can successfully
complete their tasks. This success has an
effect on increasing employee motivation
and self-confidence, so employees feel
more satisfied at work (Becerra-Fernandez
and Sabherwal, 2015).
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Several approaches to knowledge
management, such as mentoring and
training, are wuseful in motivating
employees so as to increase job satisfaction
(Becerra-Fernandez and Sabherwal, 2015).
Kianto et al (2016), Sahibzada et al (2020),
Singh and Sharma (2011), Tsirikas and
Katsaros (2014) shows that the knowledge
management process is significantly
related to high job satisfaction. Thus, the
research hypothesis is presented as
follows:

H4 : Knowledge management has a
significant positive effect on job
satisfaction.

Effect of Job Satisfaction on Knowledge-
Worker Productivity

Satisfied employees will be happy to
seek and collect various information and
knowledge that supports their work, and as
a consequence are able to modify work
methods, improvise work results or work
time efficiency (Becerra-Fernandez and
Sabherwal, 2015). Workers who feel happy
and interested in their work will struggle to
produce quality assignments (Antikainen
and Lonngvist, 2006).

Organizations with satisfied
employees are usually more effective, and
individuals with higher job satisfaction
have better performance (Robbins and
Judge, 2017). Satisfied employees will
work more effectively and show more
positive performance ratings (Dipboye,
2018). Halkos and Bousinakis (2010),
Hoboubi et al (2017), and Maida et al
(2017) prove that job satisfaction has a
positive effect on employee productivity.
Thus, the research hypothesis is presented
as follows:

HS :Job satisfaction has a significant
positive effect on knowledge-worker
productivity.

Effect of Knowledge Management on

Knowledge-worker Productivity
mediated by Adaptability
Knowledge management has

succeeded in encouraging employees to
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continue learning with colleagues, so that
employees have the information and
knowledge they need to adapt. Employees
with good adaptability then have a high
level of new ideas and able to be actively
involved in the discussion process, thus
bringing up solutions to increase work
effectiveness and efficiency in dealing with
the complexities of changing organi-
zational situations (Becerra-Fernandez and
Shaberwal, 2015).

Diamantidis and Chatzoglou (2019)
show that adaptability mediates the effect
of management support on employee
performance. Zamir (2019) proves that
employee adaptation mediates knowledge
management practices on employees'
intentions to keep working. Thus, the
research hypothesis is presented as
follows:

H6 : Adaptability mediates the effect of
knowledge management on
knowledge-worker productivity.

Effect of Knowledge Management on
Knowledge-worker Productivity
mediated by Job Satisfaction

Knowledge management practices
able to increase employee knowledge and
the success of completing work, which in
turn has an effect on increasing employee
motivation and self-confidence so that
employees feel more satisfied at work.
Satisfied employees will then be happy to
seek and collect various information and
knowledge that supports their work, and
then be able to modify the way of working,
improvise work results or work time
efficiency (Becerra-Fernandez and
Sabherwal, 2015).

Sahibzada et al (2020) showed that
job satisfaction was able to mediate
knowledge management processes on
improving organizational performance.
Thus, the research hypothesis is presented
as follows:

H7 : Job satisfaction mediates the effect
of knowledge management on
knowledge-worker productivity.
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Conceptual Framework of the Research

This research investigates four main
constructs consisting of one independent
variable (knowledge management), one
dependent variable (knowledge-worker
productivity), and two mediating variables
(adaptability and job satisfaction). The
research’s  conceptual  framework is
presented in Figure 1.

RESEARCH METHODS

Explanatory research is used as a
research method. Explanatory research is
carried out by testing hypotheses for the
purpose of obtaining an overview of the
relationship between variables (Solimun et
al, 2017). Therefore, this research refers to
quantitative research.
Participants and Data Collection

The population was made up of 389
employees of PT. Pindad (Persero) Malang
who work in departments that are closely
related to the knowledge of ammunition
products, such as the departments of
research and development, engineering,
production, and product quality. Sampling
was carried out proportionally and
randomly from members of the population
using a proportionate random sampling
technique. A five-point Likert scale
questionnaire was used for data collection,
distributed as many as 270 copies, and 203

Knowledge
Management

Adaptability

questionnaires could be processed finally.
Questionnaires were distributed in the
period August 2021 to September 2021.

Instrument

Knowledge-worker productivity is
measured by three indicators: job
autonomy, timeliness, and task efficiency
using 12 statement items adapted from
Morgeson and Humphrey (2006), Lerner et
al. (2001), and Tangen (2005). Knowledge
management is measured by four
indicators: knowledge discovery,
knowledge capture, knowledge sharing,
and knowledge application using 12
statement items adapted from Tan and
Wong (2015) and Tseng and Fan (2011).
Adaptability was measured by two
indicators: learn and creative, using 10
statement items adapted from Ployhart and
Bliese (2006). Job satisfaction is measured
by four indicators: nature of work,
communication, operating conditions, and
contingent rewards using 16 statement
items adapted from Spector (1985).

Data Analysis Technique

Structural equation modeling (SEM)
with partial least squares (PLS) approach
was applied as a data analysis method
using the WarpPLS7 application.

Knowledge-
worker

X

Satisfaction

Productivity (Y)

Figure 1. Conceptual Framework of the Research
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RESULT AND DISCUSSION
Respondents’ Characteristics

The characteristics of respondents
related to personal data of employees,
including characteristics of work unit,
gender, age, education level, and years of
service, with the distribution of data
presented in Table 1.

Outer Model

The outer model is intended to
evaluate the relationship between latent
variables and their indicators through
testing the validity and reliability of
research instruments (Kock, 2011; Solimun
et al, 2017). The results of the outer model
are presented in Table 2.

A research instrument obtains
composite reliability if the composite
reliability coefficient is greater than 0.70;
obtains internal consistency reliability if
Cronbach's alpha coefficient has a value
greater than 0.60 (Kock, 2011); and
obtains convergent validity if the AVE
value is greater than 0.50 (Hair et al.,
2014).

In Table 2, it can be seen that the
composite reliability of all variables has a
coefficient value above 0.70; Cronbach's
alpha of all variables has a coefficient
value above 0.60; and AVE for all
variables has a value above 0.50. Based on
this, it can be concluded that the research
instrument was declared reliable and valid.

Inner Model (Goodness of fit)

The Goodness of Fit is a test of
measuring the goodness of latent variables
related to the assumptions (Kock, 2011;
Solimun et al, 2017). The value of
Goodness of Fit is shown in Table 3.

A research instrument can be said to
meet the criteria of Goodness of Fit if the
p-value for the Average path coefficient
(APC) and Average R-squared (ARS) is
less than 0.05 or significant. In addition,
the value of the Average block VIF (AVIF)
as an indicator of multicollinearity must be
less than 5. Sympson's paradox ratio (SPR)
is a problem that occurs when the path
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coefficients of two variables and the
correlations associated with the two
variables have different signs. The
acceptable SPR value is 0.70 (Kock, 2011;
Sholihin and Ratmono, 2020).

In Table 3, it can be seen that the
research instrument has an APC and an
ARS p-value of less than 0.001, which
means it is very significant, and the AVIF
criteria meet the ideal requirements with a
value of 1.049. The SPR value is 1, which
means the model is free from Sympson's
paradox problems. Based on the results of
these tests, it can be concluded that the
research instrument meets the criteria of
Goodness of Fit.

Hypothesis Test

Hypothesis testing is carried out with
the following assumptions (Solimun dkk,
2017): it is said to be weakly significant if
the p-value is 0.10 (an alpha of 10%); it is
said to be significant if the p-value is 0.05
(an alpha of 5%); and it is said to be highly
significant if the p-value is 0.01 (an alpha
of 1%). P-values provide the power of the
test and reflect the strength of the
relationship (Kock, 2011).

Hypothesis Test for Direct Effect

The direct effect test was carried out
to see the path coefficient and the
significance level of the influence of one
variable on the other variables according to
the hypothesis of this study. The results of
the direct effect test are shown in Figure 2.

The results of the first hypothesis test
are the relationship between knowledge
management (X) and knowledge-worker
productivity (Y) which shows a positive
path coefficient value of 0.077 (p-value of
0.132). Considering that the p-value is
above 0.10, it can be concluded that the
knowledge management variable has no
significant effect on the knowledge-worker
productivity variable. Thus, statistically,
the H1 proposed in this study was rejected.

The results of the second hypothesis
test are the relationship between
knowledge = management (X) and
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adaptability (M1), which shows a positive
path coefficient value of 0.287 (p-value
less than 0.01). Considering that the p-
value is less than 0.01, it can be concluded
that the variable knowledge management
has a significant positive effect on the
adaptability variable. Thus, statistically,
the H2 proposed in this study is accepted.

The result of the third hypothesis test
is the relationship between adaptability
(M1) and knowledge-worker productivity
(Y), which shows a positive path
coefficient value of 0.259 (p-value less
than 0.01). Considering that the p-value is
less than 0.01, it can be concluded that the
adaptability variable has a significant
positive effect on the knowledge-worker
productivity variable. Thus, statistically,
H3 proposed in this study is accepted.

The results of the fourth hypothesis
test are the relationship between
knowledge management (X) and the job
satisfaction (M2), which shows a positive
path coefficient value of 0.277 (p-value
less than 0.01). Considering that the p-
value is less than 0.01, it can be concluded
that the variable knowledge management
has a significant positive effect on job
satisfaction variables. Thus, statistically,
H4 proposed in this study is accepted.

The result of the fifth hypothesis test
is the relationship between job satisfaction
(M2) and knowledge-worker productivity
(Y), which shows a positive path
coefficient value of 0.578 (p-value less
than 0.01). Considering that the p-value is
less than 0.01, it can be concluded that the
job satisfaction variable has a significant
positive effect on the knowledge-worker
productivity variable. Thus, statistically,
HS proposed in this study is accepted.

Hypothesis Test for Indirect Effect

The indirect effect test was
conducted to examine the role of the
mediating variable as an intermediary in
the relationship between the independent
variable and the dependent variable.
Testing for the mediating effect of the
relationship between X and Y was carried
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out in two stages (Kock, 2014; Carrién et
al., 2017, Sholihin and Ratmono, 2020),
and is presented in Table 4.

The result of the sixth hypothesis test
is the relationship between knowledge
management (X) and knowledge-worker
productivity (Y), which is mediated by
adaptability (M1). The path coefficient
value of the knowledge management
variable with the knowledge-worker
productivity variable when testing the
direct effect (0.271 with p-value <0.001)
decreased in value and became
insignificant after testing the indirect effect
(0.077 with p-value 0.132). Furthermore,
the path coefficient value between the
knowledge management variable and the
adaptability variable is 0.287 with a p-
value of <0.001, and the path coefficient
value between the adaptability variable and
the knowledge-worker productivity
variable is 0.259 with a p-value of <0.001.
Based on the test results, it can be
concluded that the adaptability variable
significantly mediates the effect of the
knowledge management variable on the
knowledge-worker productivity variable
with a full mediation effect. Thus,
statistically, H6 proposed in this study was
accepted.

The result of the seventh hypothesis
test is the relationship between knowledge
management (X) and knowledge-worker
productivity (Y), which is mediated by job
satisfaction (M2). The path coefficient
value of the knowledge management
variable with the knowledge-worker
productivity variable when testing the
direct effect (0.271 with p-value 0.001)
decreased in  value and became
insignificant after testing the indirect effect
(0.077 with p-value 0.132). Furthermore,
the path coefficient value between the
knowledge management variable and the
job satisfaction variable is 0.277 with a p-
value of <0.001, and the path coefficient
value between the job satisfaction variable
and the knowledge-worker productivity
variable is 0.578 with a p-value of <0.001.
Based on the test results, it can be
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concluded that the job satisfaction variable with a full mediation effect. Thus,
significantly mediates the effect of the statistically, H7 proposed in this study was
knowledge management variable on the accepted.

knowledge-worker productivity variable,

Table 1. Respondents’ Characteristics

Characteristics Frequency  Percentage

Gender
Male 192 95%
Female 11 5%
Total 203 100%
Age (year)
<30 49 24%
30 -39 57 28%
40 - 49 32 16%
>50 65 32%
Total 203 100%
Education level
High school 177 87%
Diploma 4 2%
Bachelor 20 10%
Master 2 1%
Total 203 100%
Years of service
<10 96 47%
10-19 12 6%
20 -29 67 33%
>30 28 14%
Total 203 100%
Table 2. Outer Model
Composite Cronbach’s  Average Variances
Variable reliability alpha Extracted (AVE)
coefficients coefficients
Knowledge Management (X) 0.930 0.917 0.725
Adaptability (M1) 0.900 0.876 0.690
Job Satisfaction (M2) 0.933 0.924 0.685
Knowledge-worker Productivity (Y) 0.940 0.930 0.753
Table 3. Inner Model (Goodness of fit)
Model fit and quality indices Fit Criteria ?Rlzluylilss Description
Average path coefficient (APC) p <0.05 0.276 Fit
p <0.001
Average R-squared (ARS) p <0.05 0.228 Fit
p <0.001
Average block VIF (AVIF) Acicdeep;ﬁl;li 13f§ > 1.049 Ideal
Sympson’s paradox ratio (SPR) Acceptable if = 0.7, 1.000 Ideal

ideally = 1
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Figure 2. Path Model of Direct Effect Hypothesis

Table 4. Hypothesis Test for Indirect Effect

Relatli?;rlilﬁ)l]i :tween Coel?feflitclslien ¢ p-value  Analysis Results Description
Stage 1: Direct Effect
Fulfill the
X=2>Y 0.271 <0.001 Significant mediation
requirements
Stage 2: Indirect Effect
X2Y 0.077 0.132 Not significant
X > Ml 0.287 <0.001 Significant ﬁl“el d?;ggﬂ
Ml 2>Y 0.259 <0.001 Significant
X2Y 0.077 0.132 Not significant
X > M2 0.277 <0.001 Significant M2 d?‘s full
M2 Y 0.578 <0.001 Significant mediation

Discussion
Effect of Knowledge Management on
Knowledge-worker Productivity

The results of the first hypothesis test
of this study indicate that knowledge
management (X) has no significant effect
on knowledge-worker productivity (Y).

The insignificant effect is possible
because PT. Pindad (Persero) has a tight
production schedule that fulfills all
working hours, so that employees do not
have more time to explore company data,
hold  brainstorming  activities  with
colleagues, or form a new team. In
addition, knowledge management practice
is still limited in its implementation during
the COVID-19 pandemic, so it is not
possible to see its direct effect on
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increasing knowledge-worker productivity.
The insignificant effect is also predicted to
occur because the level of maturity of
knowledge management practices has
never been measured by the company.
Knowledge-worker productivity is
not significantly affected by knowledge
management because of outside influences
such as work stress due to heavy
workloads (Halkos and Bousinakis, 2010),
shift work schedules (Hoboubi et al.,
2017), leadership style (Maida et al.,
2017), and employee personal traits and
attitudes (Tsirikas and Katsaros, 2014).
The results of this study are similar
to those conducted by Lapre and
Wassenhove (2001), Okonedo and Popoola
(2012), Ajibade (2016), Kianto et al
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(2018), Palvalin et al (2018), and Capello
and Lenzi (2014) which essentially show
that knowledge management practices
have no significant positive impact on
increasing employee productivity.

Effect of Knowledge Management on
Adaptability

The results of the second hypothesis
test of this study indicate that knowledge
management (X) has a significant positive
effect on adaptability (M1).

The significant effect is possible
because employees are accustomed to
doing knowledge sharing activities with
colleagues. Awareness of the importance
of knowledge sharing activities in daily
work is also based on the fact that PT.
Pindad (Persero) Malang is a
manufacturing company that produces
ammunition and explosives with a high
level of hazard risk, so employees realize
their responsibility if the knowledge they
have mastered is not shared with
colleagues, as it will result in fatal
production failures for themselves, co-
workers, and even customers who use
ammunition and explosives.

The results confirm the statement by
Becerra-Fernandez and Sabherwal (2015)
that knowledge management has an impact
on the adaptability of employees because
its practice is able to encourage employees
to continue to learn from each other so that
employees have the information and
knowledge needed to adapt whenever there
are demands from the organization.
Employees who are active in discussing
and sharing information are quicker to
respond and accept organizational changes
so that they are better prepared to face
future challenges. The results also support
the statement presented by Jundt et al.
(2014) and Stagl et al. (2006), which states
that the learning process and appropriate
learning strategies contribute to
adaptability because individuals use
knowledge pools when looking at the
environment for change, defining the
change, and adapting to what it should be.

p-ISSN: 0854-1442 (Print) e-ISSN: 2503-4464 (Online)

The results are in line with research
conducted by Zamir (2019) which proves
that knowledge management practices
have a significant positive effect on
increasing employee adaptability. The
results are also in line with research
conducted by Almahamid et al (2010) and
Malik and Kanwal (2018) which found that
the practice of sharing knowledge was able
to foster employee adaptability.

Effect of Adaptability on Knowledge-
worker Productivity

The results of the third hypothesis
test of this study indicate that adaptability
(M1) has a significant effect on
knowledge-worker productivity (Y).

The significant effect of adaptability
on knowledge-worker productivity is
possible because employees have become
accustomed to learning new things since
they first worked at the company. The
reason is that PT. Pindad (Persero) Malang
has knowledge of ammunition and
explosives, which are classified as specific
types of knowledge that are very limited
and expensive to transfer, so the process of
building knowledge on defence products is
carried out early on.

The results confirm the statement by
Becerra-Fernandez and Sabherwal (2015)
that organizations with employees who are
able to predict the coming problems and
are ready to adapt to changes in the future
tend to be able to maintain the
effectiveness and efficiency of the
organization's work processes. Employees
with good adaptability are able to be
actively involved in the discussion process
to come up with solutions to increase work
effectiveness and efficiency to meet
customer needs while dealing with the
complexities of changing organizational
situations. The results also support the
theory presented by Parent (2010) that
individuals who have high adaptability are
more resistant to work pressure and will
show Dbetter quality of work and
performance.
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The results are similar to the research
conducted by Diamantidis and Chatzoglou
(2019), and Sony and Mekoth (2016)
which succeeded in proving that employee
adaptability has a positive impact on
employee performance.

Effect of Knowledge Management on
Job Satisfaction

The results of the fourth hypothesis
test of this study indicate that knowledge
management (X) has a significant effect on
job satisfaction (M2).

The significant effect is possible
because of the knowledge management
practices applied by PT. Pindad (Persero)
is intended to improve employee
competence so that employees have high
motivation to study defence product
science so that they are able to present a
sense of pleasure and satisfaction at work.

The results are in accordance with
the theory proposed by Becerra-Fernandez
and Sabherwal (2015) that knowledge
management 1is able to encourage
employees to learn better, be more
prepared to face change, and be able to
solve work problems effectively, which
has an effect on increasing employee
motivation and self-confidence so that
employees feel more satisfied at work.
Several  approaches to  knowledge
management, such as mentoring and
training, are wuseful in motivating
employees, which can further increase
employee job satisfaction.

These results are in accordance with
research conducted by Kianto et al. (2016),
Sahibzada et al. (2020), Singh and Sharma
(2011), and Tsirikas and Katsaros (2014),
which have proven that an increase in job
satisfaction can be influenced by the
application of knowledge management.
The results of the study are also in line
with Almahamid et al. (2010), Malik and
Kanwal (2018), and Trivellas et al. (2015)
who found that employee job satisfaction
was able to be influenced by the practice of
sharing knowledge.
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Effect of Job Satisfaction on Knowledge-
Worker Productivity

The results of the fifth hypothesis
test of this study indicate that job
satisfaction (M2) has a significant effect on
knowledge-worker productivity (Y).

The significant effect is possible
because employees have a sense of love for
the work they do. PT. Pindad (Persero) as a
strategic industry running in the field of
manufacturing state defence and security
products makes employees have their own
pride in doing their jobs. Employees feel
that every task they do has great meaning
and contributes to the nation, thereby
creating a sense of satisfaction within
themselves. Thus, this feeling of
satisfaction encourages employees to work
according to the targets set by the
company, and in the end, they are able to
achieve high knowledge-worker
productivity.

The results are in accordance with
the theory proposed by Becerra-Fernandez
and Sabherwal (2015) that satisfied
employees will be happy to seek and
collect various types of information and
knowledge that support their work, and, as
a consequence, they are able to modify
work methods, improvise work results, or
maximize time efficiency. These results
also support Dipboye (2018) who stated
that satisfied employees will work more
effectively and produce more positive
performance ratings. Workers who feel
happy and interested in their work will
struggle to produce quality assignments
(Antikainen and Lonnqvist, 2006).

The results are similar to the research
conducted by Halkos and Bousinakis
(2010), Hoboubi et al. (2017), and Maida
et al. (2017) which succeeded in proving
that job satisfaction has a significant effect
to increase employee productivity.

Effect of Knowledge Management on
Knowledge-worker Productivity
mediated by Adaptability

The results of the sixth hypothesis
test of this study indicate that adaptability
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(M1) significantly has a full mediation role
between knowledge management (X) and
knowledge-worker productivity (Y). These
results explain that the effect of knowledge
management practices on increasing
knowledge-worker productivity can only
occur if employees have good adaptability.

The mediating effect of adaptability
is possible because employees of PT.
Pindad (Persero) Malang has a knowledge-
sharing culture that can increase awareness
of the importance of adaptability in the
workplace. Employees are aware of the
demand to master defence product
knowledge, especially in facing industry
4.0 where the company is undergoing a
gradual transformation, including updating
of ammunition and explosives production
machines based on digital technology.

The results are in accordance with
the theory proposed by Becerra-Fernandez
and Sabherwal (2015) that when
knowledge management applied by
organizations  successfully  encourages
employees to continue learning, employees
tend to have the information and
knowledge to adapt whenever needed.
Employees with good adaptability then
have a high level of awareness of new
ideas and are able to be actively involved
in the discussion process to bring up
solutions to increase work effectiveness
and efficiency in dealing with the
complexities of changing organizational
situations.

The results are similar to the research
conducted by Diamantidis and Chatzoglou
(2019) and Zamir (2019) which succeeded
in proving that adaptability is able to
mediate knowledge management practices
on employee performance.

Effect of Knowledge Management on
Knowledge-worker Productivity
mediated by Job Satisfaction

The results of the seventh hypothesis
test of this study indicate that job
satisfaction (M2) significantly has a full
mediation role between knowledge
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management (X) and knowledge-worker
productivity (Y). These results explain that
the effect of knowledge management
practices on increasing knowledge-worker
productivity can only occur if employees
have high job satisfaction.

The mediating effect of job
satisfaction is possible because PT. Pindad
(Persero) Malang has implemented
knowledge management, one of which is in
education and training programs. The
program  can  improve employee
competence, so that employees feel
confident and happy in doing their jobs.
With the growing love for this job,
employees are then consciously involved
in achieving performance by increasing
knowledge-worker productivity.

These results are in accordance with
the theory of Becerra-Fernandez and
Sabherwal (2015) which says that
knowledge management practices are able
to encourage increased  employee
knowledge and successful completion of
work, which has an effect on increasing
employee motivation and self-confidence
so that employees feel more satisfied at
work. Satisfied employees will then be
happy to seek and collect various pieces of
information and knowledge that support
their work, and as a consequence, be able
to modify work methods, improvise work
results, or work efficiently.

The results are similar to the research
conducted by Sahibzada et al (2020) which
succeeded in proving that job satisfaction
is able to mediate knowledge management
processes on improving organizational
performance.

Job satisfaction is a variable that no
doubt needs to be revealed in many human
resource management studies considering
its significant consequences for employee
and organizational productivity
(Gruneberg, 1979). Noermijati and
Primasari (2015) found in their research
that job satisfaction was able to mediate
work motivation and job stress on
employee performance. Noermijati et al.
(2020) also prove in their research that
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employee job satisfaction is able to
mediate compensation justice on employee
performance with spiritual intelligence as a
moderating variable. Job satisfaction also
has a mediating role in the effect of
leadership on employee performance
(Rasmuji and Putranti, 2017).

CONCLUSION AND RECOMMEN-
DATION

This study was conducted to examine
the increase in  knowledge-worker
productivity which is influenced by
knowledge management, with a focus on
the mediating roles of adaptability and job
satisfaction. The overall research results
can be concluded as follows:

Knowledge management has no
significant effect on knowledge-worker
productivity. Therefore, it is possible to
allow mediating variables that play a role
in  increasing  knowledge  worker
productivity that is influenced by
knowledge management.

Knowledge management has a
significant positive effect on adaptability.
It indicates that the better the knowledge
management process, the greater the
employees’  adaptability.  Meanwhile,
adaptability has a significant positive effect
on knowledge-worker productivity. It
indicates that the better employees’
adaptability, the higher the knowledge-
worker productivity.

Knowledge management has a
significant  positive effect on job
satisfaction. It indicates that the better the
knowledge management process, the
higher employees’ job  satisfaction.
Meanwhile, job satisfaction has a
significant positive effect on knowledge-
worker productivity. It indicates that the
higher employees’ job satisfaction, the
higher their knowledge-worker producti-
vity.

This research  concludes  that
adaptability and job satisfaction have a full
mediating role. It indicates that the
increase in knowledge-worker productivity
influenced by knowledge management can

154

only occur if employees have good
adaptability and high job satisfaction.

This research contributes fill the
research  gap  between  knowledge
management and  knowledge-worker
productivity with the presence of
adaptability and job satisfaction as a
mediating variable.

This study proves that knowledge-
worker productivity can be influenced by
organizational and individual factors.
These results provide additional
contributions to Resources Based Theory
(RBT) which states that all available
resources and company’s capabilities is a
foundation to improve competitive
advantage (Grant, 1991).

The results showed that the
knowledge management practice in
defence industry requires top management
commitment and initiation of establishing a
system culture to encourage employees to
create and explore knowledge, share
knowledge with colleagues, and apply
existing knowledge. Other than that,
companies need to measure the maturity
level of  knowledge  management
implementation that has been applied to
see the extent of effectiveness
implementation. This is important to
prevent the loss of company knowledge
assets.

The results showed that the ability of
employees to adapt dealing with organ-
izational change is important in facilitating
the increase in  knowledge-worker
productivity that is influenced by
knowledge management of the defence
industry. Companies need to encourage the
habit of employees to learn new skills in
doing work, quickly and proficiently
perform tasks that have never been learned,
and demonstrate actions to correct
deficiencies in  work  performance.
Employee failure in anticipating the
changes in job demands can threaten
business continuity.

The results showed that the
employee's feeling of pleasure in doing
work becomes important in facilitating the
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influence of management knowledge to
increase knowledge-worker productivity in
defence industry. Company needs to
encourage the emergence of a sense of love
for employees towards the task they do, by
creating jobs with characteristics that
challenging, interesting, to be proud of,
increase personal responsibility and able to
activate the main skills of employees.
Decreased a sense of belonging towards
work has the potential to be very
dangerous  especially in  industrial
companies with a high level of work risk.

This study uses the measurement of
knowledge-worker productivity limited to
job autonomy, timeliness, and task
efficiency that are deemed appropriate with
the condition of knowledge-worker
productivity in the business unit under
study. It becomes opportunities for future
research to develop methods that rarely
used in previous studies, such as customer
satisfaction, importance of work, or work
attendance. Business units in this study is
limited to PT. Pindad (Persero) Malang.
Future research may involve employees
who work in other defence industry
companies, or knowledge-based company
engaged in the service industry.
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