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Abstract: The main purpose of this research is to examine the impact of knowledge management processes on human
resource productivity. Knowledge management processes included knowledge acquisition, creation, storage, distribution and
application, in addition the human resource productivity included twofold of productivity such as; effectiveness and efficiency.
This research is a correlate on al research and is concerns about finding relationship between variables. The population
includes all the employees in Tehran channel of the Islamic Republic of Iran Broadcasting and 185 subjects were selected as
sample using Cochran sampling method. Data were collected by two questionnaires. To testing the hypotheses, correlation test
and regression analysis were used. The results showed that the distribution and application of knowledge plays important role
in the productivity of human resources. The stages of knowledge acquisition, creation and storage of knowledge have little to
do with performance. This result is reasonable, because acquisition, creation and storage of knowledge are the previous stages
for involving people in the organization but the role of people has become more tangible and has a positive influence on human
resource productivity. The variance was calculated for each component of the study using ANOVA between groups and within
groups. The test results indicate that all components of research in different educational levels did not differ.

Keywords: Knowledge Management Processes, Knowledge Acquisition, Knowledge Distribution,
Human Resource Productivity

1. Introduction

Today, knowledge is one of the fundamental driving forces
for the success of the business. Organizations have become
more knowledge-oriented and spend for “man power” instead
of "minds". The need for knowledge promoting is increasing,
thus the successful organizations know the staffs as the
source of income and quality. For them, the concepts of "we
and they" are not raised. Their philosophy is to trust
employees, respect for employees, putting them in winners’
line, allowing them to express themselves and dealing
maturely, and given the training and development. The
investment of top organizations in human capital especially
in recruiting, training and development programs for their
professional skills is very significant. These organizations
use the full potential of their employees at all levels, from the

individual, team and organization. These organizations create
a learning organization through investment for training,
improving the quality improvement skills and problem-
solving skills, management development programs and
identifying and acquiring new capabilities [1]. In many
recent studies in the field of strategic management, the role
of knowledge management in organizations has been
emphasized as a basis for competitive advantage [2, 3].
Knowledge management is the process by which
organizations produce, get, capture and using of knowledge
for improving organizational productivity [4]. It should be
noted that organizations cannot work in the knowledge-
creation, but also the interaction of the knowledge-creation is
going to happen. On the other hand, tacit knowledge exists in
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the public mind as two forms of mental models and technical
skills, if it is not converted into explicit knowledge and is not
shared in the organization, it will be of little value.
Organizations can affect their behavior and achieve superior
performance by accessing, sharing and using explicit and
implicit knowledge [5].

Skyrme (2003) states that knowledge management is a
systematic and explicit system of knowledge which is tied
into the processes of creating, gathering, dissemination and
application of knowledge that is used in converting
individual knowledge into collective knowledge and two
points are important in the application of knowledge:
Knowledge sharing and innovation [6].

Knowledge management is effective is improving quality,
increasing efficiency, having updated information, increasing
efficiency, customer satisfaction, improving decision making
and perceiving organizational support [7]. Organizational
knowledge management has changed customs and daily
operations, like the changes made by thinking on education
and culture. By designing and organizing the knowledge
management process, tacit knowledge, skills and attitudes
can be transferred into procedures, standardization, and
analysis of documentation content and a field can be
provided for competitive advantage and sustainable
development [8]. Strategic approach is essential to achieve
competitive advantage and improve performance. Previous
research suggests that knowledge management improves the
organizational performance [9]. According to the above, the
main purpose of this study is to examine the effect of
knowledge management on human resource productivity in
Tehran channel of the Islamic Republic of Iran Broadcasting.

2. Knowledge Management Process

Knowledge management is a term that has been widely
used in recent years in many organizations and has become a
critical issue in the field of business. Today most of the
scientific communities argue that only organizations can
retain the long-term competitive advantages that have
superior knowledge power and produce a new knowledge in
addition to the proper use and optimization of their existing
knowledge. Today’s managers have a duty to fulfill the
organization's mission and goals and also maintain the
organizational values which is not possible without the
production of knowledge and its proper management.
Knowledge management refers to a set of processes in which
a continuous flow of knowledge in a society increasingly is
driven [10]. This paper considers knowledge management as
the process of knowledge creation, validation, presentation,
dissemination and application. These five areas of knowledge
management in organizations provide the field of education,
feedback, training, retraining or removal that is needed
usually for the creation, organization, preservation and
restoration capabilities. Many information professionals store
and retrieve data for its systematic reuse but in a knowledge-
based organization, these are not enough and the information
must be in accordance with the real needs of the business, in

terms of quality control and business processes. Through the
interrelation between mental processes and business
information the new knowledge and understanding are
created (Figure 1).

Knowledge
creation
Knowledge Validation

Knowledge
organizing

7 N

Figure 1. The processes of knowledge transfer.

Criteria for evaluating the usefulness of knowledge are
often unclear. However, if an organization considers
knowledge useful in its current tasks and activities, it must
ensure that working groups would be able to quantify and
assess their knowledge [11]. Using of patterns of interaction
among members, technologies, and culture of an organization
can be faced with difficult circumstances and this is why
some experts have called this interactive model as a
collection of organization minds. We continue to evaluate the
proposed definitions in relation to these processes.

2.1. Knowledge Creation

Knowledge creation refers to the ability of creating new
and useful ideas and solutions [12]. Organizations create new
realities and concepts with the development and restructuring
of prior knowledge and different methods. Knowledge
creation is an important process in which motivation; belief,
experience, and luck play an important role [13]. The
criterion of measuring new knowledge is its role in resolving
current issues and innovations in the market.

2.2. Knowledge Validation

Knowledge validation refers to the extent that firms can
affect the knowledge and assess its influence on the
organizational environment, because a part of last knowledge
needs revising and adapting to the current realities. The
multifaceted interaction between technologies, techniques
and knowledge is needed to assess reliability [14]. For
example, when an organization uses a new set of
technologies, tools, processes and procedures it needs the
improvement of its employees’ skills in order to adapt itself
to the new competitive realities. Validating knowledge is the
strict process of controlling, testing and continuously
improving the knowledge base for existing and potential
reality. In general, the progress in a field creates new
information, theories, laws and regulations and some old
outdated rules are removed. Thus, reviewing, testing and
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continuously increasing the credibility of the knowledge base
necessary are needed for organizations to meet current
knowledge.

2.3. Knowledge Giving

Knowledge giving suggests ways in which knowledge is
giving to the organizational members. In general,
organizations can adopt different trends to build their
knowledge base. However, organizational knowledge is
presented at different positions and involves different
processes. Members of communities are involving with a set
of procedures. If it is necessary to learn the specific work
practices, delaying in integration of new knowledge is natural
and necessary. Thus, an organization can establish the same
standards and use similar patterns to represent "data",
"information" and "knowledge".

2.4. Knowledge Distribution

It is essential to share knowledge prior the using in
organizational levels within the organization. The interaction
between technologies, techniques and people can have a
direct effect on the distribution of knowledge. In traditional
organizational structures, depending on the form of control
and pre-defined roles, opportunities, distribution of
knowledge and the interaction between technologies,
techniques and people will decrease. But in new structures
(horizontal), strengthening and policy openness accelerate
the knowledge flow among departments and individuals.

2.5. Knowledge Using

In general, organizational knowledge must be used in
products, services and organizational processes. If an
organization cannot easily determine the correct form of
knowledge in the right place it will face with difficult in the
competitive arena. When the innovation and creativity are the
victory paths in today's world, organizations must have the
right knowledge at the right place henceforth. The criterion
for evaluating the usefulness of knowledge is often unclear.
However, if an organization considers knowledge as useful in
its current tasks and activities, it should ensure that working
groups would be able to quantify and assess their knowledge.
Organizations should create an environment for sharing and
transferring knowledge among members to conduct
individual knowledge to organizational goals [15], and teach
the individuals with the concepts of their interactions. To
develop “Collection knowledge”, they should guide every
activity in order to develop and interact the functions.

In brief, knowledge management refers to the corporate
culture change in business processes, in order to make
possible the sharing of information. This is similar to
activities in cultural and social sub-sets. In dynamic
environments, organizations are facing a series of problems,
and unwanted and unforeseen situations which are difficult to
control by any individual in the organization. Complex tasks
are not done by one person in an organization, but the
interaction between technologies, techniques, and people will

assist an organization in carrying out its critical functions. So
one of the difficult tasks of managing is creating cooperation
through exchange and sharing of knowledge between
different packages of information.

3. The Role of Knowledge Management
in Human Resource Productivity

Knowledge-based management school has a considerable
empirical support. Studies show the direct influence of
employee knowledge on competitive advantage [16]. The
profitability and value added of each employee [17]. In the
knowledge-based view, sustainable competitive advantage
is given to organizations only through knowledge, because
the amount of knowledge in outside organizations is far
more than knowledge in inside and organizations are
capable of learning more and more to take steps to achieve
sustainable competitive advantage [18, 19]. In resource-
based view, organization’s assets must be valuable, unique
and irreplaceable, and the institutional knowledge has a role
in gaining competitive advantage more than any other
factor [3]. Among the different types of knowledge, the
most appropriate source of corporate competitiveness,
knowledge and technical staff who know. In this study, the
importance of other types of knowledge is classified as
follows:

Technical knowledge, capabilities, people, knowledge
products, knowledge about markets and knowledge about
competitors. This study also discusses the positive
implications of knowledge:

Around 83% of companies believe that the direct results of
the top, rather than reacting to environmental challenges,
innovate, improve decision-making and greater efficiency.
Around 82% of companies believe that the direct benefit of
proper knowledge, more flexible company [20].

There is no doubt that knowledge management in a larger
size causes individual and organizational learning aspects of
the each of these aspects can play an important role in
organizational productivity. Mac LC on (2000) at the
individual and organizational learning is considered.
Although such key factors that ultimately leads to the
individual  learning and  organizational  learning,
organizational productivity and human resource productivity,
the But in the process of doing daily activities of an
institution, employees encounter questions such as the
following questions:

What knowledge do people need to do their jobs?

And what can help them achieve it?

Senge's first wave of knowledge management knowledge,
but also about information, how to capture it, store it, retrieve
it and access it. The first wave of knowledge management,
organizational knowledge, we face today is the second
generation, "MD The second generation organizational
knowledge discovery, and it deserves respect as an important
concept and agreed. Understand how knowledge is created,
shared and how it is disseminated within the organization.
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The provisions of the second generation of theory and
knowledge of the processes associated with the life cycle of
human knowledge, while thinking of the first generation of
such a foundation-no [21]. One of the most fundamental
questions in the field of human resource strategy that arises is
director of the Institute for how any organization’s human
resource management cancan be more efficient? This is due
to the fact that competitive advantage is achieved in
productivity [22]. What is the basis of productivity, an
educated man of great knowledge and wisdom that can be
thought of goods, products and services are changed? In a
study, "The influence of human resource management
capabilities through knowledge management in innovation
variable" is examined. The results showed that human
resource management capabilities are positively related to
knowledge management in innovation. In addition, human
resource management functionality directly and indirectly
through the mediation of knowledge management has a
positive influence on innovation [23].

In organizations, there are many employees in the event
that capabilities, thinking, mentality and ability of employees
to optimal performance becomes. The vibrant, profitable and
would be superior. Excellence organizations depend on
employees, i.e. to have excellent organizational excellence
and superior regarding the need to do so with the excellence
of the staff, the organization began and continued excellence.
Excellence and Excellence staff, training of mental abilities,
thoughts, attitudes and knowledge obtained. Accordingly,
organizations need to work in a systematic human resource
development, and application to follow. One of these
techniques, implementation and application of the principles
of knowledge management in organizations The people who
developed this way so that they can grow and thrive
sustainable benefits for the organization because the process
is critical to the efficiency, productivity, and foster employees
who want to build new capacity.

Once they have the necessary development,
institutionalization and improved productivity. In the process
of developing human resources staff to be equipped with a
set of quality that the quality cause acting is Holistic and
balanced. One of the indicators of human development,
efficient operation, and this means that it is not the
development of professional practice, this is but one of its
expertise in the form of productivity in the organization of
knowledge and concepts related strategies as components are
essential for the organization to survive and remain
competitive accumulate. According to management,
knowledge management is necessary. For both the public and
private sectors, knowledge management as a prerequisite to
productivity and is more flexible. Technology-driven
organizations have found that competitive advantages are
transient and only sustainable competitive advantage that
they are employees This can cause learning curve having
been elected, for organizations to adapt quickly to respond
faster, shaping our industry are forward looking effort are
[24].

4. Research Methodology

The present study is applied in terms of purpose,
descriptive-survey in terms of data collection method and
correlational in terms of relationships between variables. The
population includes all the employees in Tehran channel of
the Islamic Republic of Iran Broadcasting and 357 subjects
were selected as sample using Cochran sampling method.
Data were collected by questionnaire. Data were collected by
questionnaire. In this study, two standardized questionnaires
were used in the process of knowledge management and
workforce productivity. Cronbach's coefficient alpha was
used to test reliability.

Research hypotheses are:

(1) KM process has a significant positive influence on

human resource productivity (HRP).

a) Knowledge acquisition has a significant positive
influence on HRP.

b) Knowledge creation has a significant positive
influence on HRP.

c¢) Knowledge storage has a
influence on HRP.

d) Knowledge distribution has a significant positive
influence on HRP.

e) Knowledge using has a significant positive influence
on HRP.

(2) KM process has a significant positive influence on
the efficiency.

(3) KM process has a significant positive influence on
the effectiveness.

(4) The average knowledge management processes do
not have any significant difference in education
levels.

(5) The average human resource productivity does not
have any significant difference in education levels.

In order to display the status of demographic variables and
explain the components of demographic variables on the
mean, standard deviation, frequency, maximum, and
minimum data has been used. In addition, the questions
asked in the questionnaire based on a five-point Likert scale
(strongly disagree... strongly agree) have been set. It has
been tried to use the statistical properties of the sample
analyzed and presented in tables and graphs. The population
in the present study we test the normality of Kolmogorov -
Smirnov will be used, In addition, inferential statistics for
hypothesis testing, such as correlation test for determine the
type and extent of the relationship between variables,
regression analysis to investigate the effect of independent
variables on the dependent variables will be used.

significant positive

5. Results

Descriptive statistics for the demographic variables
included gender, age, educational level and distribution of
components was used. According to the analysis of the data,
43 percent of the population in the frequency range 31 to 40
years and 37% were in the age range 41 to 50 years of age,
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indicating the age of the employee. In addition, 20 percent of
the population in the age range 20 to 30 years old. The most
frequent men with ample staff of 96 people. 72 females and
12 did not specify their gender. In terms of education, 40
percent of the employee population has a degree, diploma, 23
percent, 20 percent and 17 percent holds a MS degree or
higher. According to Table 1, all the values of Cronbach's
alpha for factor larger than 0.7, therefore, calculated the
Cronbach's alpha for the questionnaire show that the
reliability of the instrument.

Table 1. Mean, standard deviation and Cronbach's alpha components.

Among the variables, the use of components with a mean
of 2.88 has the highest mean and the acquisition of
knowledge with the lowest average of 02.30 out of it. KM
process an average of 2.55 and 2.66 is an average
productivity of human resources. Among the components of
research, knowledge creation has the highest standard
deviation (0.90) and storage of knowledge has the lowest
standard deviation (0.49).

5.1. Hypotheses Test Results

To investigate the normal distribution of the dependent
variable and the Kolmogorov-Smirnov test was used. The

Cronbach's alpha _ SD Average  Component test results showed that with respect to the (Z =0827) and
0.888 0.6 23 Knowledge Acquisition significant level (P Value = .501) variable using of human
Lisry L 22 Knowledge Creation resources is the normal distribution. Regression analysis was
0.881 s R S Mg used to test the hypothesis. An independent review of the
g'zgi 3'22 ;Z; gowiejge Bls,mbu“on assumptions considered in the regression residuals from each
0.861 0'52 2‘55 Klv(l)vlz R other. To check the remaining independent from each other,
’ ’ ' 100ess Watson used the camera test. As Table 2 indicates that the
0.886 0.77 2.77 Efficiency .. .
0,876 07 255 T value of the DW statistic range of 1.5 to 2.5 is. In the first
0.87 0.66 2 66 HR Productivity hypoth§s1s there is no cgrrelatmn between the res;duals of the
regression cannot be rejected. Results of regression analyzes
are shown in Table 2.
Table 2. Results of regression analysis, and the camera-Watson test.
Sig. Durbin-Watson F et The co'efﬁc.lent g Hypothesis
error determination

0.011 1.796 7.41 0.602 0.209 (1) Influence of KM process on HR productivity

0.153 1.918 2.16 0.653 0.072 (a) Influence of knowledge acquisition on HR productivity

0.099 1.646 2919 0.645 0.094 (b) Influence of knowledge creation on HR productivity

0.169 1.806 1.997 0.655 0.067 (c) Influence of knowledge storage on HR productivity

0.003 1.662 1.968 0.574 0.281 (d) Influence of knowledge distribution on HR productivity

0.018 1.549 6.363 0.612 0.185 (e) Influence of knowledge using on HR productivity

0.059 1.719 3.879 0.738 0.122 (2) Influence of KM processes on efficiency

0.009 1.668 7.802 0.654 0.218 (3) Influence of KM processes on effectiveness

Influence of KM process on human resource productivity
at the level of 95% was confirmed. The extent of the
influence is determined according to the value of the
coefficient indicates a positive direct effect. Therefore, KM
process of predicted HR productivity is 0.209. Thus,
Hypothesis (1) was confirmed by research. Evaluation of (a)
showed that knowledge acquisition with hypothesis testing
regard to the amount of sig=0.153 no significant influence on
HR productivity, thus rejecting the hypothesis of a (a) result.
Indicates (b) hypothesis was that the DW statistic 1.646 is the
assumed correlation between errors is rejected and can be
used in the regression. The coefficient of determination
indicates positive results to predict the HR productivity. But
given the level of error greater than 5% of the coefficients are
not significant and therefore reject the hypothesis of a (b)
result.

Evaluation of linear regression indicates that sig=0.169
sets, hence the error levels above 5 percent, resulting in
significant regression coefficients into the above hypothesis
is not rejectc) ed). Therefore, influence of knowledge storage
on HR productivity is not significant. Survey of (d)

hypothesis indicated that DW statistic 1.662 is the
assumption that there is no correlation between the residual
of the regression can be used and is not rejected. The
coefficient of determination represents HR productivity is a
positive predictor. The predictive value of the test with
respect to F (10.968) represents knowledge distribution of the
predictability is high. confidence level is 95%, thus
confirming the hypothesis (d). Survey of (e) hypothesis was
that there is no correlation between the residuals and the
significance level is less than 5% error rate. Investigation into
the regression for Hypothesis (2) suggests that error level is
greater than 5 percent as a result of hypothesis (2) is rejected
and KM processes have a significant influence on efficiency.
Third hypothesis suggests that there is no correlation between
the residuals and the significance level is less than 5% error
rate. The coefficient of determination indicates that KM
processes to predict the effectiveness of 0.218, thus
Hypothesis (3) is confirmed. The predictive value with
respect to the F value is vital. ANOVA test to test the
hypothesis that the mean level of education was not their data
is used. Test results are summarized in Table 3.
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Table 3. Results of ANOVA.

Test results Sig Statistics F Variance The sum of squares Hypothesis

Hypothesis is confirmed 0256  1.433 513‘7“3“2‘ Between the groups. Within groups lc(i?f(;:ﬁ:ildcgeeizcc:ﬁ(s:iatti;iIlrtlziirllsdoes not
Hypothesis is confirmed 0.45 0.909 ilzgi 5 Between the groups. Within groups g?figleidcgeeiﬁr:zsz;i?rf?gvi(l):s not
Hypothesis is confirmed 0.141 1.938 ;:§O4 Between the groups. Within groups l;?f?;:l:erligeeirsltZziizgena?ejgli s not
Hypothesis is confirmed 0.108  2.231 g;g Between the groups. Within groups lg?f(;z:;dcgeeigi:i?zz:iizg {E ::12 does not
Hypothesis is confirmed 0.484  0.842 11033 6 Between the groups. Within groups g?figleidcgeeispe I:illilie:;ii((); rlr;izrllsdoes not
Hypothesis is confirmed 0.275 1.365 ?538? 4 Between the groups. Within groups f(fgs;finocnylrer::g does not difference in
Hypothesis is confirmed 0.446 0919 134;7 Between the groups. Within groups f;ii?tii\;?le;s/erlzean does not difference in
Hypothesis is confirmed 0252  1.447 é;ﬂ Between the groups. Within groups fdl\lfcz tri(;(ileizselr:l can does not difference in
Hypothesis is confirmed 0366 1.102 114‘5‘;1 Between the groups. Within groups ﬁig;gggzg‘{ietge?;ean does not difference

For each component of the study, the amount of variance
between groups and the variance within groups-were
calculated. F statistics indicate the proportion of variance
between groups to the variance within groups is the amount
due to the significance level is greater than 0.05, Research
indicates that all components of differing educational levels
did not differ. The results confirm the hypotheses (4) and (5).

6. Discussion and Conclusion

The main purpose of this research is to examine the
influence of KM process on HR productivity in Tehran
channel of the Islamic Republic of Iran Broadcasting. KM
processes as independent variables includes of knowledge

acquisition, knowledge creation, knowledge storage,
knowledge distribution and knowledge wusing, HR
productivity as the dependent variable includes of

effectiveness and efficiency were examined. The results
showed that the distribution and using of knowledge plays
important role in HR productivity. The processes of
knowledge acquisition, creation and storage of knowledge
have little to do with performance. This result is reasonable,
because the three phases of the acquisition, creation and
storage must be involved before involving the individuals’
role in the organization, but in the people involved in the
distribution and application of knowledge more tangible, and
have a positive influence on human resource productivity.
This result is reasonable, because the three phases of the
acquisition, creation and storage before a more involved role
in the organization, But the distribution and using of
knowledge, the role of more tangible, and have a positive
influence on human resource productivity. The results of the
research accordance to Rajaeipor and Rahim (2008), Zahedi
and Najari (2008) researches [25, 26].

Human resources in achieving goals of Km management
can help a lot to do, because knowledge is shared between
individuals. Ensure that the organization has the needed
intellectual capital, knowledge management is an important
issue in and to do this we find that the role. Measures such as

expansion teams and work groups, networks and
communities, business, design jobs and career management
practices are knowledge workers in this category. In many
organizations, employee’s conversations with each other in a
useless and without value added activity is seen. If this
communication can provide a suitable ground for the
development of knowledge sharing and HR management can
play an active role in this field.

Knowledge to recruit outstanding people and helping them
learn and grow personally and professionally with them. And
to encourage people to participate in professional networks,
and operating relationship that transcends organizational
boundaries extend. Knowledge creation through human
resource management for individuals, groups and teams by
creating a supportive environment create organizational
problems and innovative solutions to the challenges [27].
Implement knowledge management processes, the
acquisition, creation, storage, distribution and using of
knowledge in organizational development play a vital role In
addition, organizational learning main strategy for human
resources and organizational knowledge work productivity is
improved. Therefore, organizations will be able to operate
successfully in the processes of knowledge management.
Efficiency, human resource management will be this motion
requires a simple application of knowledge within
organizational units the influence of methods and processes,
reduce costs and increase productivity is redundant. As a
learning organization, need to develop the cases tend to learn
and develop mechanisms to support and enable the learning
of individuals.
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