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The Role of Human Resources Management Builds Knowledge Management in the 

Situation of Increasing Employees Voluntary Turnover (Case study in the Production 

Division of an Indonesian National Private Television Company 2019-2020) Zahara 

Tussoleha Rony1, Suharjuddin2, Sani Aryanto3 {zahara.tussoleha@dsn.ubharajaya.ac.id1} 

Magister Management, Universitas Bhayangkara University Jakarta Raya, 12250, 

Indonesia1 Pendidikan Guru Sekolah Dasar, Universitas Bhayangkara Jakarta Raya, 

12550, Indonesia2,3 Abstract. The high voluntary turnover of the company is a 

phenomenon which is commonly found in the company.  

 

It is one of serious problems causes number of qualified employees choose to leave the 

company. A number of company memories in the form of tacit knowledge are lost 

because a number of employees move to another company. The paper aims to describe 

the activities of human resource management (HRM) in creating a special strategy in 

documenting and disseminating tacit knowledge.  

 

The study uses qualitative methods for case studies, primary data is obtained from field 

notes and in dept interviews and observations. A sampling technique is conducted by 

purposive sampling and selecting 10 informants from HRM Division. In obtaining more 

comprehensive findings, the researcher involved 2 (two) production managers as key 

informant.  

 

The strategy carried out by HR managers to build a knowledge management system is 

not yet structured. Therefore, human resources management in that company need to 

design specific programs which can give added values to the company so that some 

knowledge can be documented and thus become assets in improving competence for 

employees. Keywords: Continuous learning, knowledge management, knowledge 



management strategy, voluntary turnover.  

 

1 Introduction Knowledge Management (KM) is an organizational activity to manage 

knowledge. Knowledge is characterized as a form of asset that is compiled and 

developed and distributed to employees so that they interact with each other, share 

knowledge and apply it to work to improve organizational performance.  

 

The above facts show that knowledge management has been aligned with other 

resources that are equally important in influencing the company's competitive 

advantage. KM is considered a strategic resource for all types and sizes of organizations. 

However, maintaining and managing assets is not an easy task, especially in the national 

private television company X which has 1,200 employees.  

 

In the past year, 2018-2019, there was a 10 percent increase in the number of 

employees who resigned in 3 positions, namely cameraman, editor and content creator. 

Lately, many young people are trying their luck, especially artists opening a business to 

become a YouTuber. This business is a new field for BIS-HSS 2020, November 18, 

Indonesia Copyright © 2021 EAI DOI 10.4108/eai.18-11-2020.2311789 young people, 

especially those who have a spirit of creativity, entertaining and high fighting power.  

 

For an artist who deals in the world of presenter and entertainment, this business is a 

promising business. They need cameraman, editor and content creator. Artists easily 

contact television employees they known. For television employees, especially 

cameramen, editors and content creators, offers to work at well- known rtis company 

are an opportunity to get new experiences in developing creativity, especially since 

there is a higher amount of compensation available and more flexible working hours 

offered differently from previous company.  

 

The heads of this private television company felt that the ideas that had been proposed 

were lost with the layoff of employees. The high employee turnover rate can cause the 

company to lose costs [1]. The turnover phenomenon makes HRM Division do a strategy 

so that productivity in the company does not decrease.  

 

It is not easy to change employees as needed at once, when employees who have 

worked for at least 2 or 3 years leave, new employees work for a few months who are 

left still filled with worries about continuing a good program. They need assistance in 

strengthening the existence of old programs and creating new programs. They have not 

had the chance to learn many things from their seniors, they have not done and shared 

documentation of the knowledge obtained from training, seminars and workshops 

attended by employees, the senior has already resigned.  



 

Voluntary turnover at television media company is a challenge for company to create an 

effective knowledge management strategy. This event is important to research and 

explain related to the strategy of the HRM division and leaders in the production 

division to manage knowledge management in employee turnover situations. There are 

quite a lot of writings on this theme in the world of research, but they explain different 

themes.  

 

Some of the previous studies include Empowering leadership in management teams: 

Effects on knowledge sharing, efficacy, and performance and Why Knowledge 

Management Is Important to the Success of Your Company describes the importance of 

knowledge management (KM) and the building process [2][3]. This paper also describes 

the collaboration of the HRM division and leaders in building sustainable learning and 

managing knowledge management.  

 

In this research, the researcher explains the management of knowledge management 

from the perspective of sub-themes, on the job training, job crafting, job shadowing, 

regular meetings, socialization of facts. The results of this study show that the HRM 

division manages knowledge management quite well in creating knowledge, using 

knowledge and sharing knowledge, but unfortunately does not have a knowledge 

management system that is integrated and structured, especially in maximizing 

technology in documentation.  

 

2 Method Qualitative methods with the case study approach is the preferred approach 

to explain an event in one of the production divisions of a media company private x 

related to how the strategy HRM Division in building knowledge management in the 

company in a constant turnover condition [4]. A total of 10 people were assigned to be 

informants and 2 key informants. They were selected by purposive sampling and 

snowball sampling.  

 

The HRM division was chosen to be the main informant because they knew and carried 

out the strategy to build knowledge management, while the 2 key informants in 

production were people who were involved in helping human resource managers build 

knowledge management. At the beginning the researcher determined 8 main 

informants, but some information related to the internal information system needed to 

be clarified so that the researcher needed to add 2 informants.  

 

And for the 10th informant, all the information is sufficient, especially there are 2 key 

informants who provide additional information to clarify the information needed. The 

research step begins by observing activities related to knowledge management, paying 



attention to on-the-job training, socialization and evaluation conducted by supervisors.  

 

During the search for initial data in the field, the researcher recorded information and 

gave questions to both the HR manager and several employees who were participating 

in the activity. During the process of obtaining data in the field the researcher 

continuously triangulates, if there is data that does not match between the results of the 

observation and the initial interview, the researcher asks, taking notes and collecting 

notes into questions that will be asked during the intewto xt nt.  

 

n rvie w pad heresahe’ c informants to be more productive and involved in group 

discussions [5]. Researchers used interview guidelines that contained general questions 

and, in the field, developed them into specific questions [6]. To obtain this information 

the researcher interviewed 10 members of the human resource management and 2 

heads of departments in the production division and analyzed the results of the 

documentation study. Researchers clarify until things that are less clear can be well 

confirmed.  

 

After the data is collected, transcripts are made and continued with data reduction with 

the process of selecting and focusing attention on simplifying and coding the data by 

sorting thematically represented and divided into small units (phrases, sentences, or 

paragraphs), the units are grouped into code [7] and create memos [8]. The findings 

were discussed with all informants and key informants in a focus group discussion. 3 

Results and Discussion 3.1  

 

Results Some activities in managing knowledge management are carried out by the 

HRM division in collaboration with production leaders. Ideally, according to one Human 

Resources staff, on the job training is carried out if the number of new employees is at 

least 20 people. Therefore, if they do not meet the quota, new employees wait until the 

number of employees is approximately 20 or they take on the job training 

independently with stages that have been arranged according to schedule.  

 

From the results of interviews with the HRM Division, every new employee is required to 

attend the socialization with materials including; company regulations, corporate 

culture, organizational structure, job description, at that time they not only signed 

attendance but were given a discussion room and asked to provide a statement that 

they understood the content of the socialization. It is important to explain this so that 

new employees understand their roles, rights and obligations.  

 

Together, all employees build behavior to create a strong organizational culture. The 

activity was continued with mandatory training for 2 weeks where new employees 



received general knowledge related to the company's business and the A to Z 

production process of program development. After participating in mandatory training, 

employees return to their actual jobs.  

 

They are placed in positions according to the agreement at the beginning of the work 

contract. They were given an explanation of the roles and responsibilities as well as the 

rules of do and don'ts as well as explained on the freedom to choose the work process. 

All aim to provide room for psychological well-being intervention.  

 

Then they continued with 2 weeks of training in class to learn the obstacles and barriers 

to System Operating Procedures between work units. On the sidelines of on-the-job 

training activities, new and old employees hold meetings. In these meetings, new 

employees and old employees are informed about things that need to be improved so 

that their discussions with each other occur.  

 

The meeting is held every 2 weeks and is attended by all new employees and old 

employees according to their schedule and field and one of the Human Resources staff 

is an observer at the meeting. In the fourth month, each employee is rotated to another 

division but is still within the scope of his division. For example, the production 

department has 6 areas, namely the talent artist, creative person, production assistant, 

cameraman, editor.  

 

they are assigned to the six sections of the field according to a predetermined schedule. 

In the fifth month they make a report and present what they have found and done for 5 

months to their superiors and are observed by Human Resources staff. This result is also 

their assessment so far.  

 

In the sixth month the compilation of their reports becomes documentation and 

becomes a consideration for making better syllabus and methods. For 6 months, new 

members are monitored and given the opportunity to consider the appropriateness of 

their values with those of the company. One important finding in the field shows that 

the Human Resources Management (HRM) Division neglects the structured 

documentation process.  

 

They don't seem to prioritize formally writing down and documenting all new employee 

input in detail. From interviews with the HRM Division that they have not documented 

the thought, crucial work processes into one permanent concept. But they immediately 

apply the things that are renewed through direct action.  

 

They feel that the examples of programs that have been produced can represent 



examples to be directly discussed into new knowledge. However, some integrated 

documentation related to the writing and video delivered in the electric-bulletin is not 

yet available in a structured manner and has not been broadcast and enjoyed by 

employees so that knowledge sharing cannot take place anytime and anywhere.  

 

Employees have not been able to access and read freely so that their knowledge can 

increase at any time. 3.2 Discussion Knowledge is an important organizational asset. 

Knowledge in organizations is a core competency that shows the competitive value of 

the organization [9]. As organizational competitiveness is getting faster, managing 

knowledge is one of the strategies to achieve organizational performance.  

 

These efforts are made by fully utilizing information and data combined with all the 

skills, ideas, commitment and motivation of employees in an integrated manner into 

company investment. Knowledge Management in organizations supports organizational 

growth and development [10]. The activities of managing knowledge management 

developed by the HRM Division in collaboration with the Production division are carried 

out through several major activities, namely on the job training activities.  

 

On the Job training, training in which employees or prospective employees are placed in 

actual working conditions, under the guidance and supervision of experienced senior 

employees or a supervisor. The purpose of on the job training is to provide hands-on 

experience, especially for new employees in introducing the competencies needed to 

carry out work [11].  

 

In these activities, employees can observe the work that is their responsibility and do the 

work repeatedly so that they are able to master the work and can explain and do their 

work themselves without supervisor guidance and in the end can increase their 

confidence. On the job training also has an effect on training costs incurred as well as 

more efficiency and faster knowledge transfer.  

 

The high voluntary turnover situation makes this activity an effective solution for this 

media company. In on the job training, there are a series of activities, including 

socialization, namely activities to equip employees to internalize organizational values 

into their behavior to produce jobs [12].  

 

Socialization and internalization activities can befoster a more professional working 

attitude because they have a comprehensive understanding of the culture, vision & 

mission, and organizational values, equalize perceptions about the direction, goals and 

targets of the company in the future according to the company's vision and mission and 

increase leadership skills, a sense of belonging and a sense of responsibility responsible 



and foster harmony within the company by increasing a sense of togetherness and a 

positive mental attitude.  

 

When employees carry out their roles at the beginning, they work to adjust the job 

description, but the leadership encourages they develop a learn and learn process so as 

to give birth to the development of new ideas quickly and generate new work 

experiences, and have an impact on the formation of employee fighting skills and 

ultimately increase job satisfaction. This activity is called job crafting where leaders can 

encourage to expand work tasks, both physically and cognitively.  

 

The experience of employees making updates when running new programs and 

changing programs every episode. Job crafting becomes an individual policy and 

focuses on changes in a positive direction and increases independence. In job crafting 

activities, a new knowledge is obtained from the notes compiled by the field of 

development, the results of these notes are considered as training materials, both 

technical materials and soft skills.  

 

And the HRM Division can make training and development priority scales that are 

previously held and discussed with leaders in the production division. Apart from job 

crafting, the management of the HRM division and technical leaders designed a well- 

planned job shadowing system. Job shadowing is mandatory for every new employee.  

 

After participating in this activity, they can stimulate the willingness and motivation of 

employees to increase their competence and the organization [13]. This activity 

accelerates new employees to know the organizational culture, work unit culture so as 

to strengthen knowing the production process they learn administrative processes. The 

shadowing process makes them even more ready to do their job.  

 

Job shadowing makes employees get more and faster variations of knowledge and 

become familiar with several methods processes and work methods that have never 

been known before in his work [14]. It is widely recognized that job shadowing creates 

job involvement that has an impact on a positive state of mind marked by enthusiasm, 

dedication, and absorption.  

 

Schaufeli [15] improved in the work environment as it offers and introduces a fair 

number of new challenges and resources [16]-[19]. Several knowledge management 

activities in the production division unit show a transformation of knowledge routines in 

the organization where there is a transfer of tacit into explicit knowledge from 

organizational members to organizational members [20].  

 



In addition, knowledge management in the production division is processed through 

the socialization process stages, mandatory training, job crafting and job shadowing, 

meeting activities. Meting activity is a knowledge sharing platform that contributes to 

the exchange of knowledge and experiences among employees [21]. Knowledge sharing 

can be defined as the process of sharing ideas, information, and tasks that are relevant 

to the task among team members [22].  

 

All of these activities show that the HRM division is discovering, capturing, sharing and 

applying knowledge in order to increase knowledge to achieve organizational goals in a 

cost- effective manner [23]. From several activities, it appears that the media company 

has built its assets by developing it and implementing competitive strategies that 

provide great benefits for knowledge in the company, even though in the event of high 

employee turnover voluntary The strategy carried out by the HRM media division is in 

line with Tung's strategy such as [24].  

 

(1) keep knowledge from being lost in the event of a transition or resignation of an 

organization member; (2) minimizing the possibility of data loss; (3) identify critical areas 

of knowledge sources so that the company knows what the employee knows, even 

though the employee has left; and (4) developing tools and methods to capture and 

store knowledge.  

 

The application of knowledge management assists organizations in optimizing the 

intellectual assets of the organization with the aim of increasing employee competence, 

improving systems and procedures, and gathering knowledge from internal and external 

organizations, to become organizational intellectual property [25]. However, the fact in 

the findings is that there are limitations in storing knowledge that is easily accessible to 

every employee, such as the experience of senior employees in the ups and downs of 

creating systems. This limitation is because there is no special area that deals with 

knowledge management.  

 

At that time the KM area was combined with the training and system development area, 

even though this area became very important, especially since this media company had 

more than 1000 employees. The size of the business needs to be adjusted and aligned 

with business strategy, and the management of human resource system development, 

which includes designing the exchange of knowledge between employees as well as 

translating it into an information technology system so that it has an impact on 

increasing competence even though the company experiences employee changes [26].  

 

In managing knowledge, organizations need a knowledge management information 

system (KMS) that provides features and tools for capturing, organizing and managing 



knowledge [27]. KMS is a knowledge-based information technology system to support 

knowledge creation, management and dissemination to employees within a company or 

organization [28]. Therefore the existence of KMS is encouraged through appropriate 

organizational policies (e.g.  

 

reward systems) and facilitated through appropriate organizational infrastructure (e.g. 

communication information systems) [29]. Efforts must be made and awareness created 

to ensure that employees understand the benefits of sharing knowledge [30]. From the 

knowledge management process which includes on the job training, socialization, job 

crafting, job shadowing, there is a strong growth in collective intelligence, even though 

the conditions in this company are marked by high voluntary turnover, which is known 

as continuous learning competence is getting better [31].  

 

Continuous learning is a mentality and behavioral routine that reflects a belief and 

dedication to learning and change. Meanwhile according to [32] Organizational learning 

is considered as an organizational ability to create, acquire, interpret, transfer and share 

knowledge aimed at modifying behavior to describe new knowledge and insights.  

 

4 Conclusion The strategy to build knowledge management in Media Company is 

carried out through several activities, but the main activities are based on on the job 

training. On the job training activities that are believed to build knowledge management 

effectively and efficiently. On the one hand, it can integrate several KM activities, from 

discovering, capturing, sharing, and applying.  

 

The collaboration between the HRM Division and the Production Division is also 

directed, there are many benefits gained from this collaboration, especially the 

increased competency of continuous learning and signature experiences for all 

employees in the company. The HRM division can improve the training module and the 

KM sharing system practically works well.  

 

However, the HRM division is expected to be able to develop and take full advantage of 
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