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ABSTRACT: The Aim this study analyzed the Impact of Knowledge Management
@n Career Development among lecturers in Private College.

Great changes  have  taken  place in Career Development through Knowledge
Management.

This study aims to test the relationship between knowledge management and career development
of lecturer Private College in Koftis Region XI Kalimantan Indonesia. Data were collected
from lecturer civil servant, 103 questionnaires were collected and analyzed using statistical
techniques Partial Least Square (PLS). Some the open questions g presented to explain career
development programs which a lecturer needed.This study concludes by measuring the
impact of Knowledge Management as very important for lecturer to develop career in
effective way.
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INTRODUCTION

Human resources have an important role in the progress of a nation. Moreover, facing the era of
industry fourth generation Indonesia must be ready to face it. In this era of science and
technology change rapidly so it must be anticipated in producing human resources.

In addition, global economic and business changes are so fast, unpredictable, surprising, and
complex, leading to conflicts within the organization (Bahaudin, 2001). In such an environment
of change, innovative networks and global economic knowledge movements add momentum,
enabling companies and organizations to realize that, the cqg@petition and methods of
information-based enterprise management in the previous century have fundamentally changed
toward knowledge-based, where strategic collaboration is important mindset (Leibold et al.,
2005). Organizations or companies are required to have the ability to detect the tendency of
environmental change and able to take decisions quickly.

Private Universities is one of the organizations in producing quality human resources.
Qualifications for private universities in South Kalimantan based on university accreditation
rankings are mostly qualified B accreditation ie 11 universities, and as many as 2 qualified
colleges C accreditation (web: kopertisl | .net)

This is closely related to the qualification of education level and lecturer functional level.
Because according to Bergquist and Philip in Miarso (2006) that the development of lecturers is
a core part of the development of the institute which includes personal development, professional
development, organizational development, facility development, and career development of
lecturers. Evident from career development data of lecturers at private higher education in South
Kalimanan not yet have a professor. Some of the challenges that have emerged in universities in




this disruption era, among them the extinction of science due to the emergence of various
artificial intelligence, the entry of the era of abundance of science, the application of
nanotechnologies into another threat to science and humanity. The development in digital
technology with artificial intelligence (Al) that converts data into information has made people
easily and inexpensively obtain it.

This change affects the workings of the college as one of the sources of these conveniences,
including changes in learning and teaching procedures. Likewise the career development of
lecturers has been done with the online system through PAK online higher education.
Knowledge management resources are closely related to human resources (HR). The strength of
the company/organization lies in the knowledge or knowledge of each HR (Totanan, 2004). HR
is the only element in the organization that has inherent strength in it self to create value
(Setyanto, 2004). Thus, strategic planning can effectively achieve organizational performance is

Differences (gaps) of the results of the study is possible because it uses different measurements
and different test equipment as well. In this research will fill the gap by using career
development variables by adding indicators: organizational needs, and qualifications (Hedge et
al., 2006; Lecturer Law, 2005).

Based on theoretical phenomenon, the empirical phenomenon and the difference of
findings from previous research, the research question posed is: Does knowledge management
affect the @reer development of lecturers.

The aim of this research is to test and empirically examine the influence of Knowledge
Management on career development of private college lecturers in South Kalimantan

LITERATURE REVIEW

* Knowledge Management

According to Alavi and Leidner [2001], data is a representation of raw figures and facts fiJnce
the data is processed systematically, structures organized or given, turn into information. When
individuals have such information to their brains and Jply to take action or make decisions then
it will be considered as knowledge (Rao, 2003). Knowledge management is the creation,
extraction, transformation and storage of the correct knowledge and information to design better
policies, modify actions and deliver results [Horwitch and Armacost, 2002].

Knowledge Management (KM) was initially defined as a process of applying a systematic
approach to capture, structure, management, and disseminate knowledge across organizgfons in
order to work faster, reuse best practices, and reduce @stly reworking of projects for [Nonaka
and Takeuchi, 1995; Pasternack and Viscio, 1998; Pfeiffer and Sutton, 1999; Ruggle and
Holtshouse, 1999]. Knowledge management solutions have proven to be most successful in the
capture, storage, and dissemination of explicitly-provided knofledge - especially lessons learned
and best practices. [Kimiz Dalkir]. It needs an effective 1 continuous knowledge conversion
process. According to Nonaka and Takeuchi having four different modes of knowledge
conversion have been postulated

(fig. 1):
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Externalization (tacit to explicit) is the process in which tacit knowledge is articulated into
explicit knowledge.
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+ Combiffiion (explicit to explicit) is the process of organizing, systematized and refining the
available explicit knowledge to produce new explicit knowledge.
+ Internalization (explicit to tacit) is the process of converting explicit knowledge into tacit
knowledge. Knowledge has become an important asset to be stored within the organization,
protected by a secure mechanism and propagated through the organization (Awad, 2004). But
when trying to capture and preserve important knowledge to consider
type of targeted knowledge (Corral, 2005). Explicit knowledge is easy to identify, prioritize,
capture, and share, but codifying knowledge tacit is a challenge. It is difficult to identify,
prioritize and capture, but can be done through IT applications in the form of email, groupware,
social networking websites and related technologies that can disseminate tacit knowledge.

e Career development

Career development during the graduation period is one of the prerequisites of producing
graduate engineers employed (Hall, 2005).

Career development is defined as a lifelong process, whereby an individual defines and refines a
job role. These include individual awareness, skills, attitudes, talents, and abilities, especially as
they change and develop during experience education. Thifprocess helps students to explore
diverse employment opportunities, learning the reality in the workplace, and identifying both the
technical skills and the individual qualities they must succeed (Hall, 2005). Individuals typically
experience four career stages: exploration, establishment, maintenance, and disengagement [6].
Noe (2006) in his studies defines management careers as: "career exploration, career
development goals, and implementation of career strategy" Gary, 2010.

The career development program is basically an integration of individual career planning
and organizational career management activities comprised of individuals, elements of
leadership and organization (Igrabia et al., 1991, Hall, 1995, Hedge et al., 2006; Iskandar, 2007)

e Operational Variable Definition
1. Knowledge Management (X1)

The Knowledge Management (X) variables referred to in this research are the capability /
ability of lecturers to acquire, store / document (storing), disseminate / share, and use /
application, knowledge related to opportunities and the external environmental challenges facing
the lecturer and the knowledge of the internal resources (strength or weakness) of the lecturer.




This variable is measured from 4 indicators, namely: Knowledge acquisition (X1.1), Knowledge
sharing (X1.2), Knowledge storing (X1.3); and Knowledge application (X1.4)

2. Career Development ( Y1)

Career development is an important organizational effort in design and implementation, to
achieve a balance between individual career needs and job skills required by the organization.
The factors that make up an organizational career development program according to this study
are: (1). Organizational needs (2). The role of superior and / or leader in developing career of
lecturer, (3). Qualification 4). Organizational reward system.

RESEARCH METHODOLOGY

This research is explanatory research with the causality approach, this research who want to seek
explanation in the form of cause and impact relationship (cause-effect) among some concept or
several variables or several strategies developed in the management. Totally population is 162
lecurers civil servant, but sample as respondent in this research are 103 people be used as criteria
as become a lecturers at more 5 (five) year

RESULT AND DISCUSSION

e  Knowledge Management (X)

Knowledge management illustrates the capability / ability of lecturers to acquire, share,
document (storing), and utilize (application), knowledge related to opportunities and external
environmental challenges faced by lecturers and knowledge of iffrnal resources (strength or
weakness). This variable is measured from 4 indicators, namely: Knowledge acquisition (X1),
Knowledge sharing (X2), KnfFjledge storing (X3) and Knowledge application (X4). In general,
the overview of the results of this research variables can be seen in Table 2 below.

Table 2
Knowledge Management Description Variable (X)

Perception Proporsion Responden (%)
Indicator Vety bad fair Good Better Avarage
bad
Knowledge acquisition (X1) 0 10,53 55,26 3421 0 3,75
Knowledge sharing (X2) 0 789 73,68 1842 0 3,60
Knowledge storing (X3) 0 11,53 55.26 3421 0 3,70
Knowledge application (X4) 0 5.26 4737 4737 0 3,91
Knowledge Management (X) 3,74

Source : Data primer, process, 2018

Based on the information presented in Table 2, it indicates that knowledge management is
working well enough for private college lecturers, as the overall perception of respondents is
concentrated on good and good value with an overall average score of 3.74. It describes




organizational knowledge about the opportunities and challenges of the external environment
and knowledge of internal resources (strengths or weaknesses) are adequately managed.

o Career Development

Table 3
Career Development Description Variable (Y)
Perception Proporsion Responden (%)
Indicator Very bad fair Good Better Avara
bad ge
Organizational need (Y1) 0 0 650 3421 30,0 4,25
The role of superior (Y2) 0 1.7 517 1842 300 4,10
Qualification (Y3) 0 0 5526 3421 483 4,43
System reward (Y4) 0 0 4737 4737 367 4,33
Career Develoment (Y) 4,28

Source : Data Primer process (2018)

Based on the information presented in Table 3, it indicates that career development is working
well enough for private college lecturers, as the overall perception of respondents is concentrated
on good and good value with an overall average score of 4.43. It describes career development
about the qualification and ability of the personal or individual are adequately managed.

e Impact of Knowledge Management on Career Development

Knowledge manaf@ment positively affects career development programs, with a path
coefficient of 0.279. This means that the better Knowledge management the better the Career
Development lecturer dpk private universities. Conversely the less good knowledge management
impact on the less well also Career Development lecturers (fig. 2)

0,282"!

Knowledge management
(X)

Career Developmrnt (Y)

(he findings of this study reinforce the theory of Nonaka and Takeuchi (1995) which states that
Knowledge Management (KM) as a process of applying a systematic approach to capture,
structure, management, and disseminate knowledge throufjout the organization in order to work
faster, use best practices, expenffive reworking for the project [Nonaka and Takeuchi, 1995;
Pasternack and Viscio, 1998; Pfeiffer and Sutton, 1999; Ruggle and Holtshouse, 1999].
Knowledge management solutions have proven most successful in further capture, storage, and
dissemination of explicitly given knowledge, particularly the more efficient and efficient




learning process [Kimiz Dalkir]. Thuggjlecturers can work on other obligations related to
Tridharma Higher Education, effective Knowledge Management is required in the process of
continuous knowledge conversion.

e Discussion

Knowledge management is measured from four indicators, namely: Knowledge acquisition,
Knowledge sharing, Knowledge storing, and Knowledge application.

Based on the value of outer loading it appears that knowledge acquisition is the most important
ERlicator of knowledge management. This shows that conceptually the ability of lecturers to gain
knowledge is the most important aspect for the application of good knowledge management.
Knowledge gained from various sources, both internal and external, includes tacit (unspoken)
and explicit knowledge. The knowledge is derived from information on the development of
socio-economic conditions of society and population development, publication of various print
and electronic media, and through careful observation of the development of science. Knowledge
from external sources such as knowledge of reference sources, college students, knowledge of
educational experts / consultants and knowledge gained through cooperation / partnership with
relevant external institutions, are also of great importance. Meanwhile, for knowledge from
internal sources, obtained from the knowledge of college leaders and employees, by carefully
identifying internal resources and college routines.

In practice, some colleges (10.53%) are still poor in knowledge acquisition. These results
illustrate that knowledge of external and internal college conditions, whether tacit or explicit, has
not been explored. Based on the results of this study, it appears that the lecturers are more
perceptive of the use of knowledge (knowledge application) as the most important aspect reflects
the knowledge management. This indicates that the college leadership, more emphasis on the
ease, accuracy and effectiveness of the use of knowledge about opp@tunities, challenges,
strengths and weaknesses in implementing tridharma, as a reflection of the application of
knowledge management.

These results prove that, conceptually, knowledge acquisition is the most important aspect.
Therefore, for lecturers in private colleges in order to have the right knowledge or appropriate for
the development of his career, should start from the effort to get the correct knowledge and
appropriate as necessary. Whether or not the quality of knowledge that will be the basis of
decision-making or other uses depends heavily on the accuracy of the acquired knowledge, be it
explicit or tacit knowledge, which can be obtained from internal or external sources.

Sharing / sharing knowledge between managers, between leaders and employees or between
units / sections in private colleges, either through formal or informal meetings can be done
effectively. This includes sharing knowledge with management consultants or on line using an
intranet that may already be available in all areas of the private college. Furthermore, knowledge
will be accessible again easily and quickly by storing it neatly and securely in the storage media.
By doing so knowledge can be used easily, timely and effectively for lecturer career
development.

Organizations should pursue individual career planning and development tailored to their
career needs (Igrabia, Greenhaus & Parasuraman, 1991; Chen et al., 2004). As the widening gap
between career development programs designed by organizations with individual career needs
will be lower levels of commitment to the organization (Nachbaggeur & Ridle, 2002; Hedge et
al., 2006)

The qualification indicator was adopted from the findings of Hedge et al., 2006 in the form of
propositions and did not perform empirical testing found the result of positive and sfggificant
influence in Career Development. This is in accordance with PPRI No. 37 of 2009 on Lecturers




that lecturers are required to have academic qualifications, competence, Certificate of Educator,
physically and mentally healthy, and meet other required qualifications (Chapter II article 2).

Associated with the respondent's answer qualification is the strongest indicator in forming
Career Development variable from result of average answer to item of question of indicator of
qualification. It shows that respondents consider that lecturers have high education, try to
improve their learning system by evaluating themselves and students at the end of each semester
and the need to create professionalism in learning process for lecturers, and to improve research
quality by cooperating with other parties . This is shown from the result of the average score
score of items indicator question is 4.08. This indicates that the tendency of respondents to agree
that lecturers are professional educators and scientists who are considered superior than students.
A professional in the field of lecturers' knowledge will be tied to professional ethics and
academic ethics, so that lecturer qualification can be seen from the practice of teaching ethics. In
accordance with the opinion Sigit (2003) the higher the education of a person then the moral will
be better.

This explanation provides an understanding that lecturer always committed positively to the
work and institution, then the institution in this case at higher education should always improve
and improve the career development program lecturer dpk. The career development of lecturers
known as the profession development of lecturers (Miarso, 2006) points to a broad effort in
improving learning and performance in universities. Citing the opinion of Bergquist and Philips
(Miarso, 2006) that the development of lecturers includes the development of facilities, career
development as part of organizational development, and welfare development as an important
part of personal development. Improving and improving the career development of lecturers can
be done through improving placement systems, improving human resources skills, and providing
facilities and infrastructure in implementing Tridharma college activities. In addition, based on
respondents' answers to open questions, lecturer dpk wanted the opportunity to obtain training
such as research methodology, data analysis and the opportunity to obtain higher education.

CONCLUSION

Based on the discussion of research results, it can be concluded as follows:

Implementation of good knowledge management caffimprove the accuracy of strategic planning.
These results indicate that the implementation of knowledge acquisition, knowledge sharing,
knowledge storing and knowledge application is proven to improve the organization's ability to
identify opportunities, challenges, strengths and weaknesses, so that the formulation,
implementation and evaluation of strategies can be carried out appropriately.

Knowledge management can also improve the ability of lecturers in planning their career
development. This indicates that the private college personnel who are actively involved as
lecturer partners can improve the accuracy of online loan formulation, implementation and
evaluation of credit proposal (PAK).
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