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Abstract

Employee performance is a critical factor influencing organizational competitiveness,
particularly in manufacturing industries that require efficient knowledge utilization and skilled
human resources. However, many organizations still face challenges in effectively managing
organizational knowledge and employee talent, which may affect employee satisfaction and
performance outcomes. This study aims to examine the influence of knowledge management
and talent management on employee performance, with job satisfaction acting as a mediating
variable. A quantitative explanatory research design was applied using a cross-sectional
approach. The study was conducted in a plastic pallet manufacturing company in Sidoarjo,
Indonesia, involving all 36 employees in the production department as respondents through a
saturated sampling technique. Data were collected using structured questionnaires measured
on a five-point Likert scale and analyzed using Structural Equation Modeling based on Partial
Least Squares (SEM-PLS) with SmartPLS 4.0. The results indicate that knowledge management
and talent management both have positive and significant effects on employee performance.
Additionally, knowledge management and talent management significantly influence job
satisfaction, while job satisfaction itself positively affects employee performance. The mediation
analysis further reveals that job satisfaction partially mediates the relationship between
knowledge management and employee performance as well as between talent management
and employee performance. These findings highlight the importance of integrating knowledge
management and talent management practices with initiatives that enhance employee
satisfaction in order to improve employee performance. The study contributes to the human
resource management literature by providing empirical evidence from the manufacturing sector
and offers practical implications for organizations seeking to strengthen employee performance
through effective knowledge and talent management strategies.

@ @ Copyright: © 2025 by the authors. Submitted for possible open-access publication under the terms and conditions of the Creative

Commons Attribution (CC BY 4.0) license (https://creativecommons.org/licenses/by/4.0/).

1. Introduction

individual capabilities but also by effective human
resource management practices that support employee

Human resources (HR) is widely recognized as a
strategic asset that plays a crucial role in determining
organizational success, particularly in an increasingly
competitive global environment. Organizations must
develop competent, talented, and adaptable employees
to maintain sustainable performance and
competitiveness (Irfani, 2023). In modern organizations,
employee performance is not only influenced by

DOI: 10.62157/ijbefs.v3i1.101

development and engagement. Among these practices,
knowledge management and talent management have
received increasing attention as key drivers of
organizational performance (Gallardo-Gallardo et al.,
2020; Wulandari et al., 2023).

Knowledge management refers to a systematic
process of creating, storing, sharing, and applying
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knowledge within organizations to enhance decision-
making quality and operational effectiveness (Shabeer &
Mahmood, 2025). Effective knowledge management
practices help organizations prevent knowledge loss,
promote learning, and improve employee productivity
(Auliana & Achmad, 2023). Previous studies have
demonstrated that knowledge management contributes
positively to organizational performance by enabling
employees to access and utilize organizational
knowledge effectively (Anugrah et al., 2025; Onjolo,
2025). In addition, knowledge sharing and knowledge
application have been identified as important
mechanisms that improve innovation, efficiency, and
overall employee performance (Azizurqgi et al., 2024;
Shabeer & Mahmood, 2025).

Alongside knowledge management, talent
management has also become a critical element of
strategic human resource management. Talent
management involves a systematic process of attracting,
developing, and retaining talented employees with high
potential and valuable competencies (Gallardo-Gallardo
et al., 2020). Effective talent management practices
enable organizations to maximize employee potential
and align individual capabilities with organizational goals
(Haryanti & Junaris, 2022). Empirical studies indicate
that well-implemented talent management practices can
improve employee satisfaction, engagement, and
performance (Subroto et al., 2024; Yusuf et al., 2023).
Furthermore, organizations that invest in talent
development programs and career opportunities tend to
achieve higher levels of employee motivation and
productivity (Ramu & Anitha, 2024; Jasmoh et al., 2025).

Another important factor that influences employee
performance is job satisfaction. Job satisfaction reflects
employees’ emotional and psychological responses to
their work environment, compensation, leadership, and
organizational policies (Zakaria et al., 2024). Numerous
studies suggest that satisfied employees are more
motivated, committed, and productive, which ultimately
leads to improved organizational performance (Herawati
& Fauzan, 2024). A meta-analysis by Panda et al. (2024)
confirms that job satisfaction has a moderate yet
significant  positive  relationship  with  employee
performance across industries and cultural contexts.
Additionally, job satisfaction has been found to mediate
the relationship between human resource management
practices and employee performance outcomes (Setia et
al., 2022; Putra & Cahyani, 2024).

Although many studies have examined the
relationships between knowledge management, talent
management, job satisfaction, and employee
performance, the findings remain inconsistent. Some
studies report that knowledge management and talent
management have significant positive effects on
employee performance (Mantow & Nilasari, 2022;
Wulandari et al., 2023), while others show that certain
human resource management practices have
insignificant or partial effects depending on

organizational context (Pratiwi et al., 2023; Auliana &
Achmad, 2023). Moreover, several studies emphasize
that the effectiveness of knowledge and talent
management practices often depends on mediating
psychological factors, such as job satisfaction, employee
engagement, and organizational commitment (Hakro et
al., 2022; Tahir, 2023). These inconsistencies highlight
the need for further investigation into how these
variables interact in different organizational contexts,
particularly within manufacturing industries.

From a practical perspective, the plastic pallet
manufacturing company in Sidoarjo, which serves as the
context of this study, faces several challenges related to
human resource management practices. Although the
company possesses advanced production technology
and recognized quality certifications, internal evaluations
indicate that operational knowledge management
systems are not yet fully digitalized and the process of
mapping employee talents remains relatively
unstructured. These issues may potentially limit
employees’ ability to utilize knowledge effectively and
optimize their performance. In addition, the absence of a
structured knowledge-sharing culture and systematic
talent development program may affect employee
satisfaction and overall productivity.

Based on the theoretical and empirical discussion
above, a research gap emerges. First, although many
studies have examined knowledge management or
talent management individually, relatively few studies
have simultaneously analyzed both variables in relation
to employee performance within the manufacturing
sector. Second, previous research often focuses on
direct relationships between these variables, while the
mediating role of job satisfaction remains underexplored
in certain industrial contexts. Third, most empirical
studies have been conducted in service industries or
public-sector organizations, with limited attention to
manufacturing companies, particularly in Indonesia.

Therefore, this study aims to address these gaps by
examining the relationships between knowledge
management, talent management, job satisfaction, and
employee performance within the manufacturing sector.
Specifically, the objective of this study is to analyze the
influence of knowledge management and talent
management on employee performance, with job
satisfaction acting as a mediating variable, in a plastic
pallet manufacturing company in Sidoarjo. The findings
of this study are expected to contribute to the
development of human resource management literature
and provide practical insights for organizations seeking
to improve employee performance through integrated
knowledge and talent management strategies.
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2. Literature Review

2.1. Knowledge Management and Employee
Performance

Knowledge management (KM) has become an
essential strategic resource for organizations operating
in knowledge-based economies. KM refers to the
systematic process of creating, capturing, sharing, and
applying knowledge to enhance organizational
effectiveness and competitive advantage. According to
Shabeer and Mahmood (2025), knowledge management
practices such as knowledge creation, storage, sharing,
and application significantly improve employee
productivity and innovation within organizations.
Similarly, Auliana and Achmad (2023) emphasize that
knowledge management enables organizations to
effectively document and distribute knowledge, thereby
improving employee performance and decision-making
processes.

Empirical studies demonstrate that effective
knowledge management practices contribute positively
to employee performance. Mantow and Nilasari (2022)
found that knowledge management significantly
influences employee performance by facilitating
knowledge sharing and learning among employees. In
the context of micro, small, and medium enterprises
(MSMEs), Anugrah et al. (2025) found that knowledge
generation, sharing, and utilization significantly improve
organizational performance, particularly in the digital era.
Likewise, Shabeer and Mahmood (2025) reported that
knowledge application has the strongest effect on
employee performance, highlighting the importance of
applying knowledge effectively in organizational
operations.

In manufacturing  organizations, knowledge
management plays a crucial role in fostering innovation
and operational efficiency. Azizurqi et al. (2024) found
that leadership support and knowledge-sharing
mechanisms are key drivers of successful knowledge
management  implementation in  manufacturing
enterprises operating in the Industry 4.0 era. These
practices enable organizations to maintain knowledge
continuity and enhance employee capabilities.

Furthermore, Ramadhani et al. (2020) demonstrated
that knowledge management positively influences
employee performance and employee retention.
Similarly, Wulandari et al. (2023) found that knowledge
management significantly improves employee
performance in infrastructure companies. These findings
suggest that organizations that actively manage
organizational knowledge can enhance employee
competence, efficiency, and productivity.

2.2. Talent Management and Employee Performance

Talent management (TM) has emerged as a critical
component of strategic human resource management
aimed at attracting, developing, and retaining highly

capable employees. Gallardo-Gallardo et al. (2020)
argue that talent management is increasingly important
for organizations seeking to maintain competitiveness in
dynamic business environments. Talent management
practices typically include recruitment, talent
development, performance management, and career
planning.

Several empirical studies highlight the positive
impact of talent management on employee performance.
Haryanti and Junaris (2022) found that talent
management significantly improves employee
performance by enhancing employees’ competencies
and organizational commitment. Similarly, Yusuf et al.
(2023) reported that talent management significantly
influences employee performance and organizational
effectiveness.

Subroto et al. (2024) demonstrated that talent
management practices positively influence employee
satisfaction and performance in manufacturing
companies. The study emphasized that effective talent
development programs and recognhition systems
contribute to improved employee motivation and
productivity. Likewise, Sumual et al. (2025) found that
talent management significantly influences employee
performance and happiness, thereby further enhancing
organizational productivity.

Other studies also emphasize the role of talent
management in improving employee satisfaction and
retention. Ramu and Anitha (2024) found that career
advancement opportunities and supportive
organizational culture are among the most influential
talent management practices that increase employee
satisfaction. Additionally, Indrati et al. (2025) reported
that talent management practices such as recruitment,
performance management, and compensation positively
influence job satisfaction and employee commitment.
These findings indicate that effective talent management
systems not only enhance employee performance but
also contribute to employee engagement and retention,
which are essential for long-term organizational success.

2.3. Job Satisfaction and Employee Performance

Job satisfaction refers to employees’ emotional
responses and attitudes toward their work, including
factors such as compensation, work environment,
leadership, and career opportunities. According to
Zakaria et al. (2024), job satisfaction is influenced by
several workplace factors, including work flexibility, job
characteristics, benefits, and relationships with
supervisors. A substantial body of research has
demonstrated that job satisfaction plays a critical role in
improving employee performance. Herawati and Fauzan
(2024) found that job satisfaction significantly influences
employee performance, particularly when supported by a
conducive work environment and appropriate workload
management. Similarly, Tarminah and Apriani (2024)
reported that supportive leadership, rewards, and a
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positive work environment significantly enhance
employee performance through improved job
satisfaction.

The relationship between job satisfaction and
employee performance has also been confirmed through
large-scale empirical studies. Panda et al. (2024),
through a meta-analysis of 113 studies involving more
than 38,000 employees, found a significant positive
correlation between job satisfaction and employee
performance. The study concluded that job satisfaction
is a key predictor of employee productivity across various
industries and  cultural contexts. Additionally,
Barigayomwe and Asiimwe (2024) found that knowledge
management practices such as training, communication,
and knowledge sharing significantly increase job
satisfaction among employees. These findings suggest
that job satisfaction plays a vital role in connecting
organizational practices with employee performance
outcomes.

2.4. Mediating Role of Job Satisfaction

In recent years, scholars have increasingly
emphasized the mediating role of job satisfaction in
linking human resource management practices with
employee performance outcomes. Setia et al. (2022)
found that job satisfaction mediates the relationship
between knowledge management, talent management,
and employee performance in logistics service
companies. This indicates that effective human resource
management practices enhance employee satisfaction,
thereby improving employee performance.

Similarly, Putra and Cahyani (2024) demonstrated
that job satisfaction mediates the relationship between
talent management, knowledge management, work-life
balance, and employee performance. The study
highlights the importance of integrating human resource
management strategies to create a supportive work
environment that fosters employee satisfaction and
productivity. Pratiwi et al. (2023) also examined the
mediating role of job satisfaction and found that job
satisfaction mediates the relationship between talent
management and employee performance. However, the
mediating effect between knowledge management and
employee performance was not observed, suggesting
that the effectiveness of mediating relationships may
vary across organizational contexts.

Other studies have identified additional mediating
mechanisms linking talent management and employee
performance. Hakro et al. (2022) found that employee
engagement mediates the relationship between talent
management and job satisfaction, while Tahir (2023)
highlighted the importance of employee engagement in
improving performance through talent management and
training practices. These findings indicate that job
satisfaction and other psychological variables play an
important role in strengthening the relationship between

human resource management practices and employee
performance.

Although previous studies have extensively examined
the relationships between knowledge management,
talent management, job satisfaction, and employee
performance, several research gaps remain. First, many
studies focus on either knowledge management or talent
management individually, while limited research
simultaneously investigates both variables in relation to
employee performance. Second, empirical findings
regarding the mediating role of job satisfaction remain
inconsistent across different organizational contexts.
Some studies confirm the mediating effect of job
satisfaction (Setia et al., 2022; Putra & Cahyani, 2024),
while others report partial or insignificant mediation
effects (Pratiwi et al., 2023).

Third, most empirical studies have been conducted in
service sectors, public institutions, or small and medium
enterprises, with limited attention given to
manufacturing industries. Manufacturing organizations
often face unique challenges related to operational
knowledge management, workforce skills, and
technological adaptation (Azizurqi et al., 2024).

Therefore, further research is needed to examine the
integrated effects of knowledge management and talent
management on employee performance, particularly by
considering the mediating role of job satisfaction in
manufacturing organizations.

2.5. Hypothesis Development

2.5.1. Knowledge Management and Employee
Performance

Knowledge management enables organizations to
systematically manage knowledge resources, allowing
employees to access and utilize relevant information for
decision-making and  problem-solving.  Effective
knowledge sharing and knowledge utilization enhance
employees’ capabilities, productivity, and innovation.
Previous studies have found that knowledge
management positively influences employee
performance. Mantow and Nilasari (2022) reported that
knowledge = management  significantly  improves
employee performance through better knowledge
sharing practices.

Similarly, Wulandari et al. (2023) found that
knowledge management positively affects employee
performance in infrastructure organizations. Shabeer
and Mahmood (2025) also confirmed that knowledge
management practices significantly contribute to
employee productivity and innovation. Therefore, the
following hypothesis is proposed:

H1: Knowledge management has a positive effect on
employee performance.
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2.5.2. Talent Management and Employee Performance

Talent management focuses on developing and
retaining employees with high potential and
competencies. Organizations that implement effective
talent management systems are better able to maximize
employee capabilities and align employee skills with
organizational goals. Empirical evidence suggests that
talent management significantly influences employee
performance. Haryanti and Junaris (2022) found that
effective talent management enhances employee
performance by fostering competency development.
Similarly, Subroto et al. (2024) reported that talent
management positively influences employee
performance in manufacturing organizations. Yusuf et al.
(2023) also confirmed that talent management
significantly improves employee performance. Thus, the
following hypothesis is proposed:

H2: Talent management positively affects employee
performance.

2.5.3. Knowledge Management and Job Satisfaction

Knowledge management practices contribute not
only to employee performance but also to employees’
work experience and satisfaction. Employees who can
access and share knowledge effectively tend to feel more
supported in their work environment.

Barigayomwe and Asiimwe (2024) found that
knowledge sharing, communication, and training
significantly increase employees' job satisfaction.
Similarly, Onjolo (2025) reported that knowledge
management processes, such as knowledge creation
and application, positively influence employee job
satisfaction. Pratiwi et al. (2023) also found that
knowledge management significantly influences job
satisfaction in organizational settings. Therefore, the
following hypothesis is proposed:

H3: Knowledge management has a positive effect on job
satisfaction.

2.5.4. Talent Management and Job Satisfaction

Talent management practices such as career
development opportunities, recognition, and training
programs can enhance employee satisfaction. When
employees perceive that their talents are valued and
developed by the organization, they are more likely to
experience higher job satisfaction. Ramu and Anitha
(2024) found that talent management practices, such as
career advancement opportunities and a supportive
organizational culture, significantly improve job
satisfaction. Similarly, Jasmoh et al. (2025) reported that
effective talent management practices significantly
increase employee happiness and job satisfaction. Thus,
the following hypothesis is proposed:

H4: Talent management has a positive effect on job
satisfaction.

2.5.5. Job Satisfaction and Employee Performance

Job satisfaction plays an important role in shaping
employee behavior and performance. Employees who
are satisfied with their work tend to demonstrate higher
levels of motivation, commitment, and productivity.
Herawati and Fauzan (2024) found that job satisfaction
significantly improves employee performance. Similarly,
Tarminah and Apriani (2024) reported that satisfied
employees tend to demonstrate better performance
outcomes. A meta-analysis conducted by Panda et al.
(2024) further confirmed that job satisfaction has a
significant  positive  relationship with  employee
performance across multiple industries. Therefore, the
following hypothesis is proposed:

H5: Job satisfaction has a positive effect on employee
performance.

2.5.6. Job Satisfaction as Mediator

In addition to its direct influence on employee
performance, job satisfaction can also function as a
mediating  variable  between human  resource
management practices and performance outcomes.
Setia et al. (2022) found that job satisfaction mediates
the relationship between knowledge management, talent
management, and employee performance. Similarly,
Putra and Cahyani (2024) reported that job satisfaction
plays a significant mediating role in linking talent
management and knowledge management with
employee performance. These findings suggest that
effective organizational practices enhance employee
satisfaction, thereby improving performance. Therefore,
the following hypotheses are proposed:

H6: Job satisfaction mediates the relationship between
knowledge management and employee performance.
H7: Job satisfaction mediates the relationship between
talent management and employee performance.

2.6. Conceptual Framework

Employee performance is an important indicator of
organizational effectiveness and competitiveness. In the
context of strategic human resource management,
employee performance is often influenced by
organizational practices  such as knowledge
management and talent management. These practices
support employees in developing competencies, sharing
knowledge, and maximizing their potential within the
organization. However, the effectiveness of these
practices often depends on employees’ psychological
conditions, particularly job satisfaction.

Knowledge management enables organizations to
capture, share, and apply knowledge to improve
operational efficiency and decision-making processes.
Effective knowledge management systems facilitate
learning, innovation, and collaboration among
employees, which ultimately improves individual and
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organizational performance (Shabeer & Mahmood,
2025; Anugrah et al, 2025). Similarly, talent
management focuses on identifying, developing, and
retaining talented employees to ensure that
organizations maintain a skilled and motivated workforce
(Gallardo-Gallardo et al., 2020; Subroto et al., 2024).

In addition to these organizational practices, job
satisfaction plays an important psychological role in
influencing employee behavior and performance.
Employees who experience higher job satisfaction are
more likely to demonstrate stronger motivation,
commitment, and productivity (Panda et al., 2024;
Herawati & Fauzan, 2024). Several studies also suggest
that job satisfaction can mediate the relationship
between human resource management practices and
employee performance outcomes (Setia et al., 2022;
Putra & Cahyani, 2024).

Based on theoretical and empirical literature, this
study proposes a conceptual framework in which
knowledge management and talent management
influence employee performance both directly and
indirectly through job satisfaction. The conceptual model
of this research is illustrated as follows:

."’..-Kmledge .-\T —_Hi
I"\-._ Wn'm"' "/.'__\_HE — ; :: R S e
— " T 1/5" o, L .

F Joibs B /" Employes
\_ Satistaction /e "l\ Performance
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Figure 1. Research Framework

3. Materials and Methods

This study employed a quantitative, explanatory
research design to examine the causal relationships
among knowledge management, talent management,
job satisfaction, and employee performance. A cross-
sectional design was used, where data were collected at
a single point in time. The research was conducted at a
plastic pallet manufacturing company located in
Sidoarjo, Indonesia, with the unit of analysis being
individual employees in the production department.

The study population consisted of 36 production
employees, and, due to the relatively small sample size,
the researcher used a saturated sampling technique,
including all members of the population as respondents.
Data were collected using both primary and secondary
sources. Primary data were obtained through structured
questionnaires distributed to respondents, while
secondary data were collected from company documents
and relevant academic literature.

The study involved four main variables, including two
independent variables, knowledge management (X1)
and talent management (X2), one dependent variable,
employee performance (Y), and one intervening variable,
job satisfaction (Z). Knowledge management was

measured through indicators related to knowledge
creation, storage, sharing, and utilization within the
organization. Talent management was measured using
indicators such as talent planning, competency
development, reward systems, and employee
performance evaluation. Job satisfaction was assessed
through indicators including satisfaction with the job
itself, salary, supervision, and relationships with
coworkers. Meanwhile, employee performance was
measured using indicators of work quality, work quantity,
cooperation, responsibility, and timeliness in completing
tasks.

Data were collected using a structured questionnaire
consisting of five sections. The first section captured
respondents’ demographic information, including
gender, age, education level, department, and length of
service. The second section measured knowledge
management using four statements adapted from
Anugrah et al. (2025) and Lewaherilla (2021). The third
section measured talent management through four
statements based on indicators from Gallardo-Gallardo
et al. (2020) and Tarminah and Apriani (2024). The
fourth section measured job satisfaction using four items
adapted from Nyabvudzi and Chinyamurindi (2025) and
Zakaria et al. (2024). The final section measured
employee performance using five statements derived
from Herawati and Fauzan (2024). All items were
evaluated using a five-point Likert scale, ranging from 1
(strongly disagree) to 5 (strongly agree).

Data analysis was conducted using Structural
Equation Modeling based on Partial Least Squares (SEM-
PLS) with SmartPLS 4.0. The analysis involved evaluating
both the measurement model (outer model) and the
structural model (inner model). The measurement model
assessment included validity and reliability tests.
Convergent validity was assessed using the Average
Variance Extracted (AVE) with a minimum threshold of
0.50. Reliability was evaluated using Cronbach’s Alpha
and Composite Reliability, with acceptable values
exceeding 0.70, indicating good internal consistency.
After confirming the validity and reliability of the
constructs, the model fit and predictive capability were
evaluated. Model fit was assessed using the
Standardized Root Mean Square Residual (SRMR) and
Normed Fit Index (NFI). Additionally, predictive relevance
was evaluated using the Q2 statistic, where values above
zero indicate adequate predictive capability.

The structural model evaluation examined the
strength and significance of relationships among
variables. This evaluation included assessing the
coefficient of determination (R2) to measure the model's
explanatory power, the effect size (f2) to determine the
magnitude of variable influence, and bootstrapping
procedures to test hypothesis significance. Hypotheses
were considered supported when the t-statistic exceeded
1.96, and the p-value was below 0.05. Finally, a
mediation analysis was performed to examine the role of
job satisfaction as an intervening variable in the
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relationships among knowledge management, talent
management, and employee performance.

4, Results and Discussions
4.1. Demographic Profile of Respondents

This study involved 36 employees from the
production department of a plastic pallet manufacturing
company in Sidoarjo. The demographic characteristics of
the respondents were analyzed to provide an overview of
the sample composition by gender, age, educational
background, and work experience.

Table 1. Result of the Demographic Profile of Respondents

Demographic Category Frequency Percentage

Variable
Gender Male 33 91.67
Female 3 8.33
18-25 16 44.44
years
26-35 13 36.11
Age years
36-45 4 11.11
years
>45 years 3 8.33
Junior High
School 2 5.56
Senior
Education High 27 &
Level School
Diploma 2 5.56
Bachelor’s 4 11.11
Degree
Others 1 2.78
Work < 1year 15 41.67
Experience 1-3 years 18 50
> 3 years 3 8.33

Table 1 shows the gender distribution: most
respondents were male employees (91.67%, 33
respondents), while female employees accounted for
only 8.33% (3 respondents). This distribution reflects the
typical workforce composition in the manufacturing
sector, where production-related positions are
predominantly occupied by male workers. In terms of
age, the largest proportion of respondents was in the
18-25 age group, accounting for 44.44% (16
respondents) of the sample. This was followed by
employees aged 26-35 years, comprising 36.11% (13
respondents). Meanwhile, respondents aged 36-45
years accounted for 11.11% (4 respondents), indicating
that the workforce is largely dominated by young
employees.

Regarding educational background, most
respondents had completed senior high school
education, representing 75% (27 respondents) of the
sample. Respondents with a bachelor's degree
accounted for 11.11% (4 respondents), while those with
a diploma, junior high school, or other educational
backgrounds each represented less than 6% of the
respondents. This profile indicates that the production
workforce primarily consists of employees with
secondary education qualifications.

Based on work experience, most respondents had 1-
3 years, accounting for 50% (18 respondents) of the
sample. Employees with less than 1 year of work
experience accounted for 41.67% (15 respondents),
while the remaining respondents had more than 3 years
of work experience. This distribution suggests that the
workforce is relatively new, with many employees having
limited tenure within the organization.

4.2. Hypothesis Testing

Table 2. Result of Hypothesis Testing for Direct Effect

Path Analysis S;ﬂ:‘%‘za(lo) I\/?:a:‘rr:p(ll\j) Std(.sgeDvEl?/;lon T-Statistics P-Values Decision
Knowledge
Management — 0.371 0.375 0.078 4.787 0.000 Accepted
Employee
Performance
Talent Management
— Employee 0.434 0.432 0.071 6.105 0.000 Accepted
Performance
Knowledge
Management — Job 0.428 0.425 0.081 5.263 0.000 Accepted
Satisfaction
Talent Management 0.460 0.458 0.082 5.622 0.000 Accepted
— Job Satisfaction
Job Satisfaction —
Employee 0.228 0.223 0.095 2.400 0.016 Accepted

Performance
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Table 2 presents the results of hypothesis testing for
the direct relationships  between knowledge
management, talent management, job satisfaction, and
employee performance using the Partial Least Squares
Structural Equation Modeling (PLS-SEM) approach. The
significance of the relationships was evaluated using the
t-statistic and p-value criteria: a hypothesis is considered
significant if the t-statistic is greater than 1.96 and the p-
value is less than 0.05.

The first hypothesis examines the influence of
knowledge management on employee performance. The
results indicate that knowledge management has a
positive path coefficient of 0.371, with a t-statistic value
of 4.787 and a p-value of 0.000. Since the t-statistics
exceed the 1.96 threshold and the p-value is below 0.05,
the relationship is statistically significant. Therefore, the
hypothesis stating that knowledge management
positively influences employee performance is accepted.
This finding suggests that effective knowledge
management practices, such as knowledge creation,
storage, sharing, and utilization, can improve employees’
ability to perform their tasks more efficiently and
productively.

The second hypothesis tests the effect of talent
management on employee performance. The analysis
shows that talent management has a positive path
coefficient of 0.434, with a t-statistic of 6.105 and a p-
value of 0.000. These results indicate a strong and
statistically significant relationship between talent
management and employee performance. Consequently,
the hypothesis is accepted. This finding implies that
organizations that effectively manage employee talent
through structured development programs, performance
evaluations, and reward systems are more likely to
enhance employee performance.

The third hypothesis investigates the relationship
between knowledge management and job satisfaction.
The results show a positive path coefficient of 0.428,

accompanied by a t-statistic of 5.263 and a p-value of
0.000. Since the statistical criteria are satisfied, the
hypothesis is accepted, indicating that knowledge
management significantly influences job satisfaction.
This result suggests that when organizations provide
opportunities for knowledge sharing, learning, and
access to organizational information, employees tend to
experience higher levels of work satisfaction.

The fourth hypothesis examines the influence of
talent management on job satisfaction. The findings
reveal a path coefficient of 0.460, the strongest among
the direct effects tested in this study. The t-statistic value
of 5.622 and p-value of 0.000 indicate a statistically
significant relationship. Therefore, the hypothesis is
accepted, confirming that talent management has a
positive and significant effect on job satisfaction. This
result highlights that employees are more satisfied when
organizations provide opportunities for career
development, recognition, and fair reward systems.

Finally, the fifth hypothesis analyzes the effect of job
satisfaction on employee performance. The results show
a positive path coefficient of 0.228, with a t-statistic of
2.400 and a p-value of 0.016. Since these values meet
the significance criteria, the hypothesis is accepted. This
finding indicates that employees who experience higher
levels of job satisfaction tend to demonstrate better
performance in terms of work quality, productivity, and
responsibility.

The results demonstrate that knowledge
management and talent management significantly
influence both job satisfaction and employee
performance, while job satisfaction also significantly
contributes to improving employee performance. Among
the tested variables, talent management shows the
strongest direct effect, highlighting its critical role in
enhancing both employee satisfaction and performance
within the organization.

Table 2. Result of Hypothesis Testing for Mediating Effect of Job Satisfaction

. . Original Sample Std. Deviation T- P- L.
Path Relationship Sample 0)  Mean (M) (STDEV) Statistics  Values  DSCSion
Knowledge Management — Job 0.097 0.096 0.047 2062  0.039 Accepted
Satisfaction — Employee Performance
Talent Management — Job Satisfaction 0.105 0.104 0.051 2065  0.039 Accepted

— Employee Performance

Table 2 presents the results of the hypothesis testing
for the mediating effect of job satisfaction in the
relationship between knowledge management, talent
management, and employee performance. The
mediation analysis was conducted using the
bootstrapping procedure in the SEM-PLS method. A
mediating effect is considered significant when the t-
statistic value exceeds 1.96, and the p-value is less than
0.05.

The first mediation hypothesis examines whether job
satisfaction mediates the relationship between
knowledge management and employee performance.
The results indicate that the indirect effect has a path
coefficient of 0.097, with a t-statistic value of 2.062 and
a p-value of 0.039. Since the t-statistic exceeds the 1.96
threshold and the p-value is below 0.05, the mediation
effect is statistically significant. Therefore, the hypothesis
is accepted, indicating that job satisfaction partially
mediates the relationship between knowledge
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management and employee performance. This finding
suggests that effective knowledge management
practices can enhance employees’ satisfaction with their
work, thereby contributing to improved employee
performance.

The second mediation hypothesis tests whether job
satisfaction mediates the relationship between talent
management and employee performance. The analysis
shows a path coefficient of 0.105, with a t-statistic value
of 2.065 and a p-value of 0.039. These results confirm
that the mediation effect is statistically significant. Thus,
the hypothesis is accepted, indicating that job
satisfaction mediates the relationship between talent
management and employee performance. This result
implies that talent management practices, such as
employee development programs, recognition systems,
and career opportunities, can increase employees’ job
satisfaction, thereby enhancing their performance.

Thus, the results demonstrate that job satisfaction
functions as a significant mediating variable in the
relationships between knowledge management, talent
management, and employee performance. Although the
indirect effects are smaller than the direct effects, the
findings indicate that job satisfaction helps explain how
knowledge management and talent management
practices contribute to improved employee performance
within the organization.

5. Discussion

This study aims to examine the influence of
knowledge management and talent management on
employee performance, with job satisfaction acting as a
mediating variable. The findings provide empirical
evidence that both knowledge management and talent
management significantly influence employee
performance, either directly or indirectly through job
satisfaction. The results also demonstrate that job
satisfaction plays an important role in strengthening the
relationship between organizational management
practices and employee performance.

The first finding of this study shows that knowledge
management has a positive and significant effect on
employee performance. This result indicates that
effective knowledge management practices enable
employees to access relevant information, share
experiences, and apply organizational knowledge to
improve their work outcomes. When employees can
effectively create, store, and share knowledge, they
become better able to solve problems and make better
decisions in their daily tasks. This finding is consistent
with previous studies that highlight the strategic role of
knowledge management in improving employee
performance.

For instance, Mantow and Nilasari (2022) found that
knowledge  management  significantly  enhances
employee performance by facilitating knowledge sharing.
Similarly, Shabeer and Mahmood (2025) reported that

knowledge management practices such as knowledge
creation, sharing, and application significantly contribute
to improving employee productivity and innovation. In
addition, Wulandari et al. (2023) also demonstrated that
effective knowledge management practices positively
influence employee performance in organizational
settings. Therefore, this study's findings confirm that
knowledge management is an essential organizational
capability that supports employee productivity and
performance improvement.

The second finding indicates that talent management
has a positive, significant influence on employee
performance. This result suggests that organizations that
effectively identify, develop, and retain talented
employees are more likely to achieve higher levels of
employee productivity. Talent management practices
such as talent development, competency training,
performance evaluation, and reward systems enable
employees to maximize their potential and contribute
more effectively to organizational goals. These findings
support previous research emphasizing the importance
of talent management in human resource management
strategies.

Gallardo-Gallardo et al. (2020) highlighted that talent
management is a critical organizational practice that
helps companies attract and retain skilled employees in
competitive environments. Likewise, Haryanti and
Junaris (2022) found that talent management
significantly improves employee performance by
strengthening employee competencies and
organizational commitment. Similar results were also
reported by Subroto et al. (2024) and Yusuf et al. (2023),
who demonstrated that talent management positively
affects employee performance in various organizational
contexts. Therefore, the results of this study reinforce the
argument that effective talent management practices
play a vital role in enhancing employee productivity and
organizational performance.

The results also indicate that knowledge
management has a positive and significant effect on job
satisfaction. This finding suggests that employees tend
to feel more satisfied when organizations provide
opportunities for knowledge sharing, learning, and
professional development. A supportive knowledge-
sharing environment enables employees to improve their
skills and perform their tasks more efficiently, ultimately
increasing their satisfaction at work. This result aligns
with previous studies that emphasize the relationship
between knowledge management and job satisfaction.

Barigayomwe and Asiimwe (2024) found that
knowledge management practices such as knowledge
sharing, communication, and training significantly
improve job satisfaction among employees. Similarly,
Onjolo (2025) reported that knowledge management
processes positively influence employee job satisfaction
by improving employees’ ability to perform their work
effectively. Pratiwi et al. (2023) also demonstrated that
knowledge management has a significant effect on
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employee job satisfaction. These findings suggest that
organizations that promote knowledge-sharing cultures
and continuous learning environments are more likely to
enhance employee satisfaction and organizational
performance.

Furthermore, the findings show that talent
management has a positive and significant effect on job
satisfaction. This indicates that employees who perceive
fair talent management practices—such as career
development opportunities, performance recognition,
and equitable reward systems—tend to experience higher
levels of job satisfaction. Employees feel more valued
and motivated when organizations actively support their
professional growth and career progression. These
findings are consistent with previous studies that
highlight the role of talent management in improving
employee satisfaction.

Ramu and Anitha (2024) found that talent
management practices, such as career advancement
opportunities and a supportive organizational culture,
significantly increase job satisfaction. Similarly, Jasmoh
et al. (2025) reported that talent management positively
influences employee happiness and job satisfaction.
These findings suggest that talent management not only
enhances employee performance but also contributes to
creating a positive work environment that promotes
employee satisfaction and engagement.

The study also confirms that job satisfaction
significantly influences employee performance. This
finding indicates that employees with higher job
satisfaction tend to demonstrate greater motivation,
commitment, and productivity at work. Satisfied
employees are more likely to take responsibility for their
tasks, cooperate effectively with colleagues, and achieve
performance targets. This result is consistent with
previous empirical findings. Herawati and Fauzan (2024)
reported that job satisfaction significantly improves
employee performance by increasing employee
motivation and engagement.

Similarly, Tarminah and Apriani (2024) found that job
satisfaction contributes positively to employee
performance, particularly when supported by effective
leadership and a supportive work environment.
Furthermore, a meta-analysis conducted by Panda et al.
(2024) confirmed that job satisfaction has a significant
positive relationship with employee performance across
different industries and cultural contexts. Therefore, this
study supports the argument that job satisfaction is an
important psychological factor that enhances employee
productivity.

In addition to the direct effects, this study also
demonstrates that job satisfaction mediates the
relationship between knowledge management and
employee performance. This finding indicates that
knowledge management practices not only directly
improve employee performance but also indirectly
enhance performance by increasing job satisfaction.
Employees who benefit from effective knowledge

management systems tend to feel more supported in
their work environment, which increases their job
satisfaction and ultimately improves their performance.
This result supports previous studies that highlight the
mediating role of job satisfaction. Setia et al. (2022)
found that job satisfaction mediates the relationship
between knowledge management and employee
performance in service organizations. Similarly, Putra
and Cahyani (2024) reported that job satisfaction acts as
a mediator linking knowledge management practices
with employee performance outcomes.

Finally, the results show that job satisfaction also
mediates the relationship between talent management
and employee performance. This finding suggests that
talent management practices contribute to improved
employee performance not only directly but also
indirectly by increasing job satisfaction. When employees
perceive that the organization values their talents and
provides opportunities for career development, they tend
to feel more satisfied and motivated to perform their
work effectively. This finding aligns with previous
research demonstrating the mediating role of job
satisfaction in human resource management practices.
Subroto et al. (2024) found that employee satisfaction
mediates the relationship between talent management
and employee performance in  manufacturing
organizations. Similarly, Indrati et al. (2025) reported
that talent management practices increase employee
satisfaction and commitment, thereby improving
employee performance outcomes.

The findings of this study highlight the importance of
integrating knowledge management, talent
management, and job satisfaction into a comprehensive
human resource management strategy. Organizations
that effectively manage knowledge resources and
employee talent while simultaneously fostering
employee satisfaction are more likely to achieve higher
levels of employee performance and organizational
effectiveness. These results contribute to the existing
literature by providing empirical evidence on the
interrelationships between knowledge management,
talent management, job satisfaction, and employee
performance within the manufacturing sector.

6. Conclusions

This study examined the influence of knowledge
management and talent management on employee
performance, with job satisfaction acting as a mediating
variable in a plastic pallet manufacturing company in
Sidoarjo. Based on the results of the structural equation
modeling (SEM-PLS) analysis, several important
conclusions can be drawn. First, knowledge
management has a positive and significant effect on
employee performance. This finding indicates that
effective knowledge management practices—such as
knowledge creation, sharing, and utilization—enable
employees to perform their tasks more efficiently and
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improve overall productivity. Organizations that promote
knowledge-sharing cultures and provide access to
relevant information can enhance employees’
capabilities and work performance.

Second, talent management also has a positive and
significant effect on employee performance and is one of
the strongest predictors in this study. This suggests that
organizations that actively identify, develop, and retain
talented employees through structured training, career
development programs, and fair performance
evaluations are more likely to improve employee
productivity and organizational performance.

Third, the findings demonstrate that knowledge
management and talent management both significantly
influence job satisfaction. Employees tend to feel more
satisfied when they have opportunities to develop their
skills, share knowledge, and receive recognition for their
contributions. These practices help create a supportive
work environment that enhances employee motivation
and engagement. Fourth, job satisfaction has a positive
and significant effect on employee performance.
Employees who experience higher job satisfaction are
more motivated to perform their tasks effectively and
demonstrate greater responsibility, cooperation, and
productivity.

Finally, the results confirm that job satisfaction
mediates the relationship between knowledge
management, talent management, and employee
performance. This indicates that organizational practices
related to knowledge management and talent
management not only directly improve employee
performance but also indirectly enhance performance by
increasing employees’ satisfaction with their work. The
findings highlight the importance of integrating
knowledge management and talent management
strategies with initiatives that promote employee
satisfaction. Organizations that effectively manage
knowledge resources and employee talents while
fostering a positive work environment are more likely to
achieve higher levels of employee performance and
organizational competitiveness.

6.1. Research Limitations

Despite providing valuable insights, this study has
several limitations. First, the research was conducted in
a single manufacturing company, which may limit the
generalizability of the findings to other industries or
organizational contexts. Second, the sample size was
relatively small, consisting of only 36 respondents, as the
study focused solely on employees in the production
department. Third, the study employed a cross-sectional
research design, which captures relationships among
variables at a single point in time and does not allow for
the examination of long-term causal relationships.

6.2. Future Research

Future research is recommended to expand the
scope of the study by involving larger samples and
multiple organizations across different industries to
improve the generalizability of the findings. Researchers
may also consider applying longitudinal research designs
to better understand how knowledge management,
talent management, and job satisfaction influence
employee performance over time. In addition, future
studies could explore additional mediating or moderating
variables, such as organizational culture, employee
engagement, leadership style, or digital transformation,
to deepen understanding of the mechanisms by which
human resource management practices influence
employee performance.
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