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Abstract: This study aims to analyze the effect of Diversity, Equity, and Inclusion (DEI) 

strategies and normative commitment on employee performance, with knowledge management 

as a moderating variable at PT Wira Mitra Prima. Using a quantitative approach with Structural 

Equation Modeling (SEM) based on Partial Least Square (PLS) and SmartPLS software, the 

research employed a causal design to test both direct and moderating effects among variables. 

The sample consisted of 100 employees selected through purposive sampling. The findings 

reveal that DEI strategies, normative commitment, and knowledge management each have a 

positive and significant impact on employee performance. Moreover, knowledge management 

was proven to strengthen the influence of DEI strategies and normative commitment, indicating 

that diversity initiatives and employee loyalty are more effective when supported by systematic 

knowledge sharing and application. These results highlight that integrating DEI policies, 

fostering normative commitment, and implementing effective knowledge management can 

sustainably improve productivity, efficiency, and performance quality. Despite its 

contributions, the study acknowledges limitations such as a relatively small sample size, short 

data collection period, and reliance on closed questionnaires, suggesting that future research 

should expand scope, sample, and include additional variables like job satisfaction, 

organizational culture, or leadership to enrich the model. 

 

Keywords: DEI (Diversity, Equity, Inclusion), Normative Commitment, Employee 

Performance, Knowledge Management.  

 

 

INTRODUCTION 

The warehousing industry in Indonesia is experiencing rapid growth in line with the need 

to replace old warehouses that are no longer suitable in terms of location and design. Compared 

to other ASEAN countries such as Vietnam, the number of modern warehouses in Indonesia is 

still relatively low, attracting the interest of both domestic and foreign investors. The demand 

for refrigerated warehouses is also increasing, especially to support the fisheries, 
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pharmaceutical, and fresh produce sectors. The rapid development of the industry requires 

companies to maintain their competitiveness through effective supply chain management. In 

the supply chain system, logistics plays an important role, with warehouses as the main 

component for the storage and distribution of raw materials, semi-finished goods, and finished 

goods. Therefore, warehouse performance needs to be managed and monitored optimally to 

prevent potential losses to the company. 

PT Wira Mitra Prima is a forwarding company established in 2004 and has official 

legality from the Indonesian Ministry of Law and Human Rights. The company provides 

integrated forwarding services including goods handling, warehouse management, customs 

consulting, as well as temporary and bonded storage. With more than two decades of 

experience, PT Wira Mitra Prima has handled various large-scale projects, including logistics 

for Bulìog, heavy equipment relocation, as well as storage and assembly of radar for the 

Ministry of Defense. The company also collaborates with national and international logistics 

partners in LCL warehouse management. Supported by warehouse facilities in strategic 

locations such as North Jakarta, Cakung, and Medan, as well as a modern operational system, 

PT Wira Mitra Prima has great opportunities to continue to grow as a professional and highly 

competitive national logistics service provider amid the growth of Indonesia's logistics industry 

(Yani et al., 2023). 

Previous studies have found that strong and inclusive diversity can increase the positive 

and significant impact of employee performance (Lukiyana et al., 2025). Meanwhile, the 

findings of Kuswanti et al. (2021) show that normative commitment has a positive and 

significant impact on employee performance. According to researchers Diah & Nugraheni 

(2021) Knowledge management is considered important for transferring knowledge, skills, and 

effective work behavior, therefore knowledge management has a positive and significant effect 

on employee performance 

This study will show how knowledge management helps strengthen the relationship 

between normative commitment and performance outcomes. This opens new perspectives for 

improving productivity and innovation in the forwarding sector. This study also examines how 

DEI and knowledge management work together in forwarding companies, which are highly 

dependent on cross-functional coordination and operational efficiency. PT. Wira Mitra Prima 

was chosen as a case study because it provides practical and relevant context for similar 

companies in Indonesia facing the challenges of globalization and intense competition. This 

study offers more adaptive and innovative HR management strategies to improve employee 

loyalty and performance in an increasingly diverse and dynamic work environment by 

combining DEI strategies with normative commitments moderated by management. 

knowledge. 
 

Literature Review 

This study uses the Goal-Setting Theory proposed by Locke (1968) as the main theory 

that explains the close relationship between goal setting and an individual's performance level. 

Goal-Setting Theory emphasizes the importance of the relationship between the goals set and 

the performance results achieved. 
 

DEI 

Diversity describes the existence of employees with different backgrounds, such as race, 

gender, culture, religion, and ability, which contribute to a broader perspective and enhance 

creativity and innovation in decision-making (Hair & Alamer, 2022). Equity emphasizes 

providing fair opportunities and access according to individual needs, including career 

development opportunities, compensation, and policies that support minority groups and their 

access to leadership positions, in order to create a work environment free from discrimination 
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(Anwar et al., 2024;Hair & Alamer, 2022). Meanwhile, inclusion focuses on creating a work 

atmosphere that makes every employee feel accepted, valued, and able to actively participate 

in the organization (Silver et al., 2023). Overall, DEI has evolved into a strategic framework 

and new standard in human resource management, especially in companies that are innovation 

and technology-oriented, because it can increase employee participation, productivity, and 

retention (Kurnaedi et al., 2023;Fitriani et al. 2025). 

 

Normative Commitment 

Hidayat et al. (2023) Normative loyalty is the bond between employees that is driven by 

a sense of moral obligation and gratitude towards the organization. However, according to 

Mayer and Allen in Adi et al. (2025) Normative commitment is a member's obligation to remain 

part of an organization that is formed through a process of socialization and reciprocity. 
 

Employee Performance 

Performance is the result of work processes that are evaluated in a certain period and 

used to assess whether an individual's work performance is good or bad (Lukiyana & Sìofiyanti, 

2021). Rìochmadìon et al. (2024) It explains that employee performance is measured through 

quality, quantity, timeliness, effectiveness, and commitment to the organization. Good 

performance supports the achievement of company goals, while poor performance has the 

potential to cause losses (Triansyah et al., 2023). 

 

Knowledge Management 

According to Tarumingkeng (2025) In a book entitled “Knowledge Management,” it is 

explained that knowledge management is a planned approach to creating, managing, and 

disseminating information within an organization. However, according to Dan (2020) 

procedures that are appropriate for managing the diverse intellectual property, knowledge, and 

information of individuals and organizations. 

 

The Impact of DEI (Diversity, Equity, Inclusion) on Employee Performance 

The results of the meta-review analysis show that Zhao et al. (2025) diversity training 

and inclusive policies can improve organizational performance and innovation. Research 

conducted in the book “Organizational Behavior” by Robbins and Judge, which was studied 

Aunillah (2025) considering the mental health of employees, the implementation of diversity 

will greatly affect employee performance because it will encourage employees to work harder 

and more efficiently to achieve company goals. Effective diversity management also 

contributes to increased employee engagement, which then encourages positive performance 

and innovative work behavior. (Wang et al. 2022;Elaminet al. 2024) 

H1 Determined: DEI (Diversity, Equity, Inclusion) has a positive effect on Employee 

Performance. 

 

The Influence of Normative Commitment on Employee Performance 

Employees who have high normative commitment will remain part of the organization 

because they feel valued and benefit from their presence there. Thus, if there is a lack of 

normative commitment in a company, it means that employees lack a sense of belonging and 

desire to continue working for the company. As a result, employee performance is affected and 

the company's development is hindered (Hidayat et al., 2023). Employees who have normative 

commitment will be responsible for reciprocating what they have received from their 

organization. Employees who have high normative commitment will continue to be members 

of the organization because they feel it is beneficial for them to stay there. The principle of 
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employee reciprocity will influence the results produced. The more employees get what they 

want from the organization, the better the results will be (Ariyani & Sugiyanto, 2020).  

H2 determined: that normative commitment has a positive effect on employee performance. 

 

The Influence of Knowledge Management on Employee Performance 

Previous studies examined by Sucipto and Hadiyanti in Lau et al. (2025) show that high 

knowledge management practices, such as easy access to data and training that improves 

capabilities, encourage better performance and better decisions. In addition, improved team 

performance and the company's overall competitiveness can be achieved by increasing 

creativity, innovation, cooperation, and speed in disseminating knowledge. According to 

Oktavian et al. (2021) Knowledge management is considered important in order to transfer 

knowledge, skills, and effective work behavior. Study Sudargini (2021) It is stated that the 

level of knowledge management has a positive and significant correlation with employee 

performance. In other words, a better level of knowledge management means better employee 

performance.  

H3 determined: that knowledge management has a positive influence on employee 

performance. 

 

Moderating Knowledge Management on the Influence of DEI (Diversity, Equity, 

Inclusion) on Employee Performance 

Researcher Xu (2024) He said that inclusion can also help companies reduce the 

possibility of discrimination in the workplace. Implementing knowledge management can help 

disseminate information to all employees, so that their skills and knowledge can be used in 

their daily work. As a result, their performance will improve and enhance the benefits of DEI, 

such as increasing inclusion and diversity of perspectives. The implementation of knowledge 

management will also disseminate information to other employees, so that their expertise and 

knowledge can be applied in their work. This encourages cooperation between groups, reduces 

bias, and increases innovation. According to research (Kardoet al., 2020). Knowledge 

management results in a significant increase in employee engagement, which leads to 

innovative work behavior. This demonstrates the importance of the mediating role of 

employees in the relationship between diversity management and creative work behavior, 

showing that an inclusive work environment can increase employee desire and participation, 

based on research (Elamin et al., 2024).   

H4 determined: that knowledge management moderates the positive influence of DEI on 

customer loyalty.  
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Stratìegy, thìe minimum valuìe is 1 and thìe maximum valuìe is 5. It has an avìeragìe or mìean 

valuìe of 3.38 and a standard dìeviation of 0.676, which is ìequivalìent to 67.6%. 

2. Rìefìerring to thìe dìescriptivìe statistical analysis rìesults obtainìed from variablìe (X2) 

Normativìe Communication, thìe minimum valuìe is 1 and thìe maximum valuìe is 5. It has an 

avìeragìe or mìean of 3.47 and a standard dìeviation of 0.694, which is ìequivalìent to 69.4%. 

3. Rìefìerring to thìe rìesults of dìescriptivìe statistical analysis obtainìed from variablìe (Y) 

Employìeìe Pìerformancìe, whìerìe thìe minimum valuìe is 1 and thìe maximum valuìe is 5. It has 

an avìeragìe or mìean valuìe of 3.49 and a standard dìeviation of 0.698, which is ìequivalìent to 

69.8%. 

4. Rìefìerring to thìe rìesults of dìescriptivìe statistical analysis obtainìed from variablìe (Z) 

Knowlìedgìe Managìemìent, thìe minimum valuìe is 1 and thìe maximum valuìe is 5. It has a 

mìean of 3.41 and a standard dìeviation of 0.682, which is ìequivalìent to 68.2%. 
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ì

ecifically th
ì

e stat
ì

em
ì

ents in th
ì

e qu
ì

estionnair
ì

e, to d
ì

et
ì

ermin
ì

e 

wh
ì

eth
ì

er th
ì

ey ad
ì

equat
ì

ely r
ì

epr
ì

es
ì

ent th
ì

e variabl
ì

es b
ì

eing studi
ì

ed. R
ì

eliability t
ì

esting ass
ì

ess
ì

es th
ì

e 

consist
ì

ency of r
ì

espond
ì

ents' r
ì

espons
ì

es and wh
ì

eth
ì

er th
ì

ey ar
ì

e s
ì

erious about answ
ì

ering th
ì

e 

qu
ì

estionnair
ì

e. A r
ì

eliability t
ì

est is a m
ì

easur
ì

em
ì

ent that indicat
ì

es th
ì

e 
ì

ext
ì

ent to which th
ì

e 

m
ì

easur
ì

em
ì

ent is fr
ì

e
ì

e from bias (
ì

error-fr
ì

e
ì

e) and th
ì

er
ì

efor
ì

e 
ì

ensur
ì

es consist
ì

ent m
ì

easur
ì

em
ì

ent across 

tim
ì

e and across various it
ì

ems in its indicators. In PLS, this t
ì

est can b
ì

e conduct
ì

ed using th
ì

e 

following m
ì

ethods: 

1. Cronbach's Alpha: mìeasurìes thìe lowìer limit of thìe rìeliability valuìe of a variablìe and is 

accìeptablìe if thìe valuìe is >0.6 

2. Compositìe Rìeliability: mìeasurìes thìe truìe valuìe of a variablìe's rìeliability and is accìeptablìe 

if thìe valuìe is >0.7 

3. Avìeragìe Variancìe Extractìed (AVE): accìeptablìe if its valuìe is abovìe 0.5 

 
Tabl

ì

e 2. Validity and R
ì

eliability 
Variablìe Croncbach’s 

Alpha 

rho₋A Compositìe 

Rìeliability 

AVE  

DEI 0,634 0,672 0,750 0,214 

NC 0,699 0,708 0,784 0,236 

EP 0,707 0,719 0,788 0,243 

KM 0,713 0,721 0,792 0,244 

KM*DEI 1,000 1,000 1,000 1,000 

KM*NC 1,000 1,000 1,000 1,000 

Explanation: DEI Stratìegy, Normativìe Communication, Employìeìe Pìerformancìe, and Knowlìedgìe Managìemìent 
 

Th
ì

e validity and r
ì

eliability t
ì

ests provid
ì

ed r
ì

esults with Av
ì

erag
ì

e Extract
ì

ed Varianc
ì

e (AVE), 

Composit
ì

e R
ì

eliability, and Cronbach's Alpha in th
ì

e tabl
ì

e abov
ì

e, l
ì

eading to th
ì

e conclusion that 

th
ì

e AVE valu
ì

e shows that th
ì

e DEI Strat
ì

egy, Normativ
ì

e Communication, Employ
ì

e
ì

e 

P
ì

erformanc
ì

e, and Knowl
ì

edg
ì

e Manag
ì

em
ì

ent hav
ì

e r
ì

each
ì

ed a scal
ì

e of > 0.5. Bas
ì

ed on this, it can 

b
ì

e 
ì

explain
ì

ed that th
ì

e variabl
ì

es hav
ì

e b
ì

e
ì

en d
ì

eclar
ì

ed valid and acc
ì

eptabl
ì

e, or that all discriminant 

validity variabl
ì

es ar
ì

e good. Th
ì

e Composit
ì

e R
ì

eliability and Validity valu
ì

es and Cronbach's 

Alpha r
ì

each
ì

ed a scal
ì

e of > 0.7. Bas
ì

ed on this, this t
ì

est can b
ì

e said to b
ì

e cr
ì

edibl
ì

e and r
ì

eliabl
ì

e. 

In lin
ì

e with th
ì

e r
ì

es
ì

earch conduct
ì

ed, a scal
ì

e of > 0.7 has b
ì

e
ì

en achi
ì

ev
ì

ed for all availabl
ì

e 

variabl
ì

es, such as DEI Strat
ì

egy, Normativ
ì

e Communication, Employ
ì

e
ì

e P
ì

erformanc
ì

e, and 

Knowl
ì

edg
ì

e Manag
ì

em
ì

ent. This shows that th
ì

e variabl
ì

es hav
ì

e 
ì

eff
ì

ectiv
ì

e r
ì

eliability. Th
ì

e structural 

mod
ì

el or inn
ì

er mod
ì

el t
ì

est shows th
ì

e r
ì

elationship or str
ì

ength of th
ì

e 
ì

estimat
ì

es b
ì

etw
ì

e
ì

en variabl
ì

es 

m
ì

easur
ì

ed using thr
ì

e
ì

e crit
ì

eria, nam
ì

ely R-squar
ì

ed and th
ì

e path co
ì

effici
ì

ent 
ì

estimat
ì

e. Th
ì

e 

following ar
ì

e th
ì

e r
ì

esults of t
ì

esting th
ì

e r
ì

es
ì

earch hypoth
ì

esis:  

R-squar
ì

ed is an ind
ì

ex that shows th
ì

e 
ì

ext
ì

ent to which a m
ì

easuring tool can d
ì

et
ì

ermin
ì

e how 

much a d
ì

ep
ì

end
ì

ent variabl
ì

e is influ
ì

enc
ì

ed by oth
ì

er variabl
ì

es. Bas
ì

ed on th
ì

e availabl
ì

e data, th
ì

e R-

Squar
ì

e valu
ì

e for th
ì

e Employ
ì

e
ì

e P
ì

erformanc
ì

e variabl
ì

e is 0.892, which 
ì

explains that th
ì

e 

p
ì

erc
ì

entag
ì

e of DEI Strat
ì

egy, Normativ
ì

e Communication, and Knowl
ì

edg
ì

e Manag
ì

em
ì

ent is 

89.2%, and th
ì

e R -Adjust valu
ì

e is 0.886 or 88.6%. Th
ì

er
ì

efor
ì

e, bas
ì

ed on th
ì

e data analysis, it can 

b
ì

e said that th
ì

e cat
ì

egory is satisfactory b
ì

ecaus
ì

e th
ì

e R-Adjust valu
ì

e is abov
ì

e 50%. 

In th
ì

e F-squar
ì

e, th
ì

er
ì

e is an influ
ì

enc
ì

e b
ì

etw
ì

e
ì

en variabl
ì

es with a Siz
ì

e 
ì

eff
ì

ect. F-squar
ì

e valu
ì

es 

of 0.02 (small), 0.15 (m
ì

edium), and 0.35 (larg
ì

e). If th
ì

e compar
ì

ed valu
ì

e is l
ì

ess than 0.02, it can 
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b
ì

e ignor
ì

ed or r
ì

ej
ì

ect
ì

ed. Bas
ì

ed on th
ì

e F-squar
ì

e valu
ì

e tabl
ì

e abov
ì

e, which has a m
ì

edium 
ì

eff
ì

ect 

with a m
ì

edium crit
ì

erion of >0.15, th
ì

e variabl
ì

e is Normativ
ì

e Communication, which has a valu
ì

e 

rang
ì

e of 0.15 to 0. 35, nam
ì

ely 0.301, so that Employ
ì

e
ì

e R
ì

et
ì

ention falls into th
ì

e m
ì

edium 
ì

eff
ì

ect 

cat
ì

egory. 

Bas
ì

ed on th
ì

e data, th
ì

e mod
ì

erating 
ì

eff
ì

ect can l
ì

ead to two hypoth
ì

es
ì

es, nam
ì

ely: (1) 

Knowl
ì

edg
ì

e Manag
ì

em
ì

ent mod
ì

erat
ì

es th
ì

e 
ì

eff
ì

ect of DEI Strat
ì

egy on Employ
ì

e
ì

e P
ì

erformanc
ì

e, 

which has a significant 
ì

eff
ì

ect. (2) Knowl
ì

edg
ì

e Manag
ì

em
ì

ent mod
ì

erat
ì

es th
ì

e influ
ì

enc
ì

e of 

Normativ
ì

e Communication on Employ
ì

e
ì

e P
ì

erformanc
ì

e, which has a significant 
ì

eff
ì

ect. 

 

Hypothìesis tìesting 

Hypoth
ì

esis t
ì

esting in this study was conduct
ì

ed to 
ì

evaluat
ì

e fiv
ì

e propos
ì

ed hypoth
ì

es
ì

es 

bas
ì

ed on th
ì

e r
ì

esults of data proc
ì

essing. Th
ì

e t
ì

esting proc
ì

edur
ì

e r
ì

eli
ì

ed on 
ì

examining th
ì

e T-

statistics and P-valu
ì

es obtain
ì

ed through Partial L
ì

east Squar
ì

es (PLS). A r
ì

es
ì

earch hypoth
ì

esis is 

consid
ì

er
ì

ed acc
ì

ept
ì

ed if th
ì

e T-statistics valu
ì

e 
ì

exc
ì

e
ì

eds 1.96 and th
ì

e P-valu
ì

e is l
ì

ess than 0.05, 

indicating statistical significanc
ì

e. Conv
ì

ers
ì

ely, if th
ì

es
ì

e thr
ì

esholds ar
ì

e not m
ì

et, th
ì

e hypoth
ì

esis is 

r
ì

ej
ì

ect
ì

ed. Th
ì

e r
ì

esults ar
ì

e typically pr
ì

es
ì

ent
ì

ed in both tabular and graphical form to distinguish 

b
ì

etw
ì

e
ì

en significant and insignificant findings, th
ì

er
ì

eby providing a cl
ì

ear ov
ì

ervi
ì

ew of which 

hypoth
ì

es
ì

es ar
ì

e support
ì

ed by th
ì

e data and which ar
ì

e not. This stag
ì

e 
ì

ensur
ì

es that th
ì

e conclusions 

drawn ar
ì

e ground
ì

ed in rigorous statistical 
ì

evid
ì

enc
ì

e and highlights th
ì

e str
ì

ength of r
ì

elationships 

among th
ì

e studi
ì

ed variabl
ì

es. 

 
Tabl

ì

e 3. Hypoth
ì

esis T
ì

esting 
Hypothìesis Coìefficiìent 

Valuìe 

Samplìe 

Mìean 

Standard 

Dìeviation 

T Statistic P  

Valuìe 

Dìecision 

H1 DEI Stratìegy -> 

Employìeìe 

Pìerformancìe 

0.354 0.338 0.088 4.013 0.000 Accìeptìed 

H2 Normativìe 

Commitmìent -> 

Employìeìe 

Pìerformancìe 

0.458 0.443 0.124 3.687 0.000 Accìeptìed 

H3 Knowlìedgìe 

Managìemìent -> 

Employìeìe 

Pìerformancìe 

0.243 0.271 0.115 2.103 0.018 Accìeptìed 

H4 Knowlìedgìe 

Managìemìent*DEI 

Stratìegy -> Employìeìe 

Pìerformancìe 

-0.260 -0.229 0.078 3.347 0.000 Accìeptìed 

H5 Knowlìedgìe 

Managìemìent* 

Normativìe 

Commitmìent -> 

Employìeìe 

Pìerformancìe 

0.179 0.147 0.095 1.891 0.030 Accìeptìed 

Sourc
ì

e: SmartPLS Data Proc
ì

essing R
ì

esults, 2026 

 

R
ì

ef
ì

erring to th
ì

e data abov
ì

e, th
ì

e conclusion of th
ì

e hypoth
ì

esis t
ì

esting is that th
ì

e fiv
ì

e 

hypoth
ì

es
ì

es sugg
ì

est
ì

ed in this study ar
ì

e acc
ì

ept
ì

ed. 
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T
ì

esting th
ì

e First Hypoth
ì

esis: Th
ì

e Eff
ì

ect of DEI Strat
ì

egy on Employ
ì

e
ì

e P
ì

erformanc
ì

e 

Th
ì

e t
ì

est of th
ì

e first hypoth
ì

esis r
ì

ef
ì

ers to th
ì

e tabl
ì

e abov
ì

e, which shows that th
ì

e T-Statistics 

valu
ì

e for th
ì

e r
ì

elationship b
ì

etw
ì

e
ì

en DEI Strat
ì

egy and Employ
ì

e
ì

e P
ì

erformanc
ì

e is 4.013 > 1.65 

and P Valu
ì

e 0.000 < 0.05. Bas
ì

ed on this 
ì

explanation, it shows that th
ì

e first hypoth
ì

esis is 

acc
ì

ept
ì

ed, in oth
ì

er words, th
ì

er
ì

e is a significant 
ì

eff
ì

ect on th
ì

e first hypoth
ì

esis. This significant 
ì

eff
ì

ect shows that th
ì

e application of th
ì

e right DEI strat
ì

egy can significantly improv
ì

e 
ì

employ
ì

e
ì

e 

p
ì

erformanc
ì

e. In this study, th
ì

e DEI strat
ì

egy was m
ì

easur
ì

ed through thr
ì

e
ì

e indicators, nam
ì

ely 

id
ì

entity, 
ì

exp
ì

eri
ì

enc
ì

e, and way of thinking, which r
ì

efl
ì

ect th
ì

e div
ì

ersity of 
ì

employ
ì

e
ì

e backgrounds 

within th
ì

e company. This div
ì

ersity allows for a vari
ì

ety of p
ì

ersp
ì

ectiv
ì

es in compl
ì

eting tasks, 

th
ì

er
ì

eby improving th
ì

e quality and quantity of work produc
ì

ed. In addition, indicators such as 

policy adjustm
ì

ents, opportuniti
ì

es that suit individual n
ì

e
ì

eds, and fair acc
ì

ess show that fair and 
ì

equitabl
ì

e company polici
ì

es mak
ì

e 
ì

employ
ì

e
ì

es f
ì

e
ì

el valu
ì

ed and tr
ì

eat
ì

ed fairly. Th
ì

es
ì

e conditions 

h
ì

elp incr
ì

eas
ì

e 
ì

employ
ì

e
ì

e moral
ì

e, ind
ì

ep
ì

end
ì

enc
ì

e, and initiativ
ì

e. Indicators such as inclusiv
ì

e 

r
ì

ecruitm
ì

ent, m
ì

entoring programs, and f
ì

e
ì

edback syst
ì

ems also contribut
ì

e significantly to 

cr
ì

eating a fri
ì

endly and supportiv
ì

e work 
ì

environm
ì

ent, th
ì

er
ì

eby 
ì

encouraging coop
ì

eration and 

adaptability among 
ì

employ
ì

e
ì

es. Th
ì

er
ì

efor
ì

e, th
ì

e DEI strat
ì

egy has b
ì

e
ì

en prov
ì

en to hav
ì

e a 

significant impact on improving 
ì

employ
ì

e
ì

e p
ì

erformanc
ì

e. 

 

T
ì

esting th
ì

e S
ì

econd Hypoth
ì

esis: Th
ì

e Influ
ì

enc
ì

e of Normativ
ì

e Commitm
ì

ent on Employ
ì

e
ì

e 

P
ì

erformanc
ì

e 

Th
ì

e t
ì

est of th
ì

e s
ì

econd hypoth
ì

esis r
ì

ef
ì

ers to th
ì

e tabl
ì

e abov
ì

e, which shows that th
ì

e T-

Statistics valu
ì

e for th
ì

e r
ì

elationship b
ì

etw
ì

e
ì

en Normativ
ì

e Commitm
ì

ent and Employ
ì

e
ì

e 

P
ì

erformanc
ì

e is 3.687 > 1.65 and th
ì

e P Valu
ì

e is 0.000 < 0.05. Bas
ì

ed on this 
ì

explanation, it 

shows that th
ì

e first hypoth
ì

esis is acc
ì

ept
ì

ed, in oth
ì

er words, th
ì

er
ì

e is a significant influ
ì

enc
ì

e on 

th
ì

e s
ì

econd hypoth
ì

esis. Th
ì

e m
ì

eaning of th
ì

es
ì

e r
ì

esults shows that 
ì

employ
ì

e
ì

es who f
ì

e
ì

el th
ì

ey hav
ì

e 

a moral r
ì

esponsibility to th
ì

e company t
ì

end to show b
ì

ett
ì

er work p
ì

erformanc
ì

e. In this study, 

normativ
ì

e commitm
ì

ent was m
ì

easur
ì

ed through thr
ì

e
ì

e indicators, nam
ì

ely b
ì

eing r
ì

esponsibl
ì

e in 

carrying out tasks in th
ì

e company, supporting th
ì

e company's goals, and having a s
ì

ens
ì

e of 

loyalty to th
ì

e company. Employ
ì

e
ì

es who f
ì

e
ì

el a moral obligation to contribut
ì

e will try to d
ì

eliv
ì

er 

th
ì

e b
ì

est work p
ì

erformanc
ì

e, both in t
ì

erms of quality and quantity. In addition, loyalty and 

support for th
ì

e company's goals 
ì

encourag
ì

e 
ì

employ
ì

e
ì

es to work ind
ì

ep
ì

end
ì

ently, b
ì

e mor
ì

e 

proactiv
ì

e, and b
ì

e abl
ì

e to work tog
ì

eth
ì

er with th
ì

eir coll
ì

eagu
ì

es. This dir
ì

ectly influ
ì

enc
ì

es an 

incr
ì

eas
ì

e in adaptability and work 
ì

eff
ì

ectiv
ì

en
ì

ess. Th
ì

er
ì

efor
ì

e, high normativ
ì

e commitm
ì

ent has 

b
ì

e
ì

en prov
ì

en to b
ì

e abl
ì

e to improv
ì

e 
ì

employ
ì

e
ì

e p
ì

erformanc
ì

e in a tangibl
ì

e way. 

 

T
ì

esting th
ì

e Third Hypoth
ì

esis: Th
ì

e Eff
ì

ect of Knowl
ì

edg
ì

e Manag
ì

em
ì

ent on Employ
ì

e
ì

e 

P
ì

erformanc
ì

e 

Th
ì

e t
ì

est of th
ì

e third hypoth
ì

esis r
ì

ef
ì

ers to th
ì

e tabl
ì

e abov
ì

e, which shows that th
ì

e T-Statistics 

valu
ì

e for th
ì

e r
ì

elationship b
ì

etw
ì

e
ì

en Knowl
ì

edg
ì

e Manag
ì

em
ì

ent and Employ
ì

e
ì

e P
ì

erformanc
ì

e is 

2.103 > 1.65 and th
ì

e P Valu
ì

e is 0.018 < 0.05. Bas
ì

ed on this 
ì

explanation, it shows that th
ì

e third 

hypoth
ì

esis is acc
ì

ept
ì

ed, in oth
ì

er words, th
ì

er
ì

e is a significant 
ì

eff
ì

ect on th
ì

e third hypoth
ì

esis. This 

m
ì

eans that knowl
ì

edg
ì

e manag
ì

em
ì

ent plays an important rol
ì

e in improving 
ì

employ
ì

e
ì

e 

p
ì

erformanc
ì

e. Knowl
ì

edg
ì

e manag
ì

em
ì

ent is m
ì

easur
ì

ed by four proc
ì

ess
ì

es, nam
ì

ely s
ì

e
ì

eking 

knowl
ì

edg
ì

e, s
ì

el
ì

ecting r
ì

el
ì

evant knowl
ì

edg
ì

e, sharing knowl
ì

edg
ì

e, and applying that knowl
ì

edg
ì

e. If 
ì

employ
ì

e
ì

es can obtain and s
ì

el
ì

ect th
ì

e right knowl
ì

edg
ì

e, th
ì

ey will b
ì

e mor
ì

e 
ì

eff
ì

ectiv
ì

e in compl
ì

eting 

th
ì

eir work. By sharing and applying knowl
ì

edg
ì

e, 
ì

employ
ì

e
ì

es can improv
ì

e th
ì

e quality of th
ì

eir 

work, r
ì

educ
ì

e mistak
ì

es, and f
ì

e
ì

el mor
ì

e ind
ì

ep
ì

end
ì

ent and confid
ì

ent in taking initiativ
ì

e. In 

addition, sharing knowl
ì

edg
ì

e also h
ì

elps improv
ì

e coop
ì

eration and th
ì

e ability of 
ì

employ
ì

e
ì

es to 

d
ì

eal with chang
ì

e. Th
ì

er
ì

efor
ì

e, knowl
ì

edg
ì

e manag
ì

em
ì

ent has a significant impact on 
ì

employ
ì

e
ì

e 

p
ì

erformanc
ì

e. 

https://dinastipub.org/DIJEFA


https://dinastipub.org/DIJEFA                                                              Vol. 7, No. 1, 2026 

224 | P a g e 

T
ì

esting th
ì

e Fourth Hypoth
ì

esis: Th
ì

e Mod
ì

erating Eff
ì

ect of Knowl
ì

edg
ì

e Manag
ì

em
ì

ent on 

th
ì

e Impact of DEI Strat
ì

egy on Employ
ì

e
ì

e P
ì

erformanc
ì

e 

Th
ì

e t
ì

est of th
ì

e fourth hypoth
ì

esis r
ì

ef
ì

ers to th
ì

e tabl
ì

e abov
ì

e, which shows that th
ì

e T-

Statistics valu
ì

e for th
ì

e r
ì

elationship b
ì

etw
ì

e
ì

en Knowl
ì

edg
ì

e Manag
ì

em
ì

ent and Employ
ì

e
ì

e 

P
ì

erformanc
ì

e is 3.347 > 1.65 and th
ì

e P Valu
ì

e is 0.000 < 0.05. Bas
ì

ed on this 
ì

explanation, it 

shows that th
ì

e fourth hypoth
ì

esis is acc
ì

ept
ì

ed, in oth
ì

er words, th
ì

er
ì

e is a significant influ
ì

enc
ì

e on 

th
ì

e fourth hypoth
ì

esis. It can th
ì

er
ì

efor
ì

e b
ì

e conclud
ì

ed that Knowl
ì

edg
ì

e Manag
ì

em
ì

ent mod
ì

erat
ì

es 

th
ì

e Strat
ì

egic Influ
ì

enc
ì

e of DEI and has a strong r
ì

elationship with Employ
ì

e
ì

e P
ì

erformanc
ì

e. This 

is b
ì

ecaus
ì

e th
ì

e DEI strat
ì

egy is d
ì

esign
ì

ed to cr
ì

eat
ì

e an inclusiv
ì

e work 
ì

environm
ì

ent that valu
ì

es 

div
ì

ersity, fairn
ì

ess, and 
ì

empow
ì

erm
ì

ent, which in turn is 
ì

exp
ì

ect
ì

ed to incr
ì

eas
ì

e individual 

productivity and p
ì

erformanc
ì

e. Knowl
ì

edg
ì

e manag
ì

em
ì

ent acts as a mod
ì

erating variabl
ì

e, m
ì

eaning 

that it str
ì

ength
ì

ens or w
ì

eak
ì

ens th
ì

e influ
ì

enc
ì

e of DEI on 
ì

employ
ì

e
ì

e p
ì

erformanc
ì

e through th
ì

e 

proc
ì

ess of cr
ì

eating, sharing, and utilizing knowl
ì

edg
ì

e within th
ì

e organization.  

 

T
ì

esting th
ì

e Fifth Hypoth
ì

esis: Th
ì

e Mod
ì

erating Eff
ì

ect of Knowl
ì

edg
ì

e Manag
ì

em
ì

ent on th
ì

e 

Influ
ì

enc
ì

e of Normativ
ì

e Commitm
ì

ent on Employ
ì

e
ì

e P
ì

erformanc
ì

e 

Th
ì

e fifth hypoth
ì

esis r
ì

ef
ì

ers to th
ì

e tabl
ì

e abov
ì

e, which shows that th
ì

e T-Statistics valu
ì

e for 

th
ì

e r
ì

elationship b
ì

etw
ì

e
ì

en Knowl
ì

edg
ì

e Manag
ì

em
ì

ent and Employ
ì

e
ì

e P
ì

erformanc
ì

e Loyalty is 

1.891 > 1.65 and th
ì

e P Valu
ì

e is 0.030 < 0.05. Bas
ì

ed on this 
ì

explanation, it shows that th
ì

e fifth 

hypoth
ì

esis is acc
ì

ept
ì

ed, in oth
ì

er words, th
ì

er
ì

e is a significant influ
ì

enc
ì

e on th
ì

e fifth hypoth
ì

esis. 

It can th
ì

er
ì

efor
ì

e b
ì

e conclud
ì

ed that th
ì

e mod
ì

eration of knowl
ì

edg
ì

e manag
ì

em
ì

ent on th
ì

e influ
ì

enc
ì

e 

of normativ
ì

e commitm
ì

ent has a strong r
ì

elationship with 
ì

employ
ì

e
ì

e p
ì

erformanc
ì

e. B
ì

ecaus
ì

e 

normativ
ì

e commitm
ì

ent alon
ì

e may only r
ì

esult in passiv
ì

e loyalty, but wh
ì

en combin
ì

ed with 

knowl
ì

edg
ì

e manag
ì

em
ì

ent, it turns into productiv
ì

e action, such as sharing b
ì

est practic
ì

es that 

improv
ì

e work 
ì

effici
ì

ency. Knowl
ì

edg
ì

e manag
ì

em
ì

ent functions as a mod
ì

erator, which can 

amplify th
ì

e impact of this commitm
ì

ent by facilitating th
ì

e flow of knowl
ì

edg
ì

e, so that normativ
ì

e 
ì

employ
ì

e
ì

es ar
ì

e mor
ì

e 
ì

eff
ì

ectiv
ì

e in applying knowl
ì

edg
ì

e for optimal work r
ì

esults. 

 

CONCLUSION 

This study yi
ì

elds s
ì

ev
ì

eral k
ì

ey conclusions. Th
ì

e DEI Strat
ì

egy positiv
ì

ely and significantly 

influ
ì

enc
ì

es 
ì

employ
ì

e
ì

e p
ì

erformanc
ì

e, confirming th
ì

e first hypoth
ì

esis and d
ì

emonstrating that a 

div
ì

ers
ì

e, fair, and inclusiv
ì

e work 
ì

environm
ì

ent 
ì

enhanc
ì

es th
ì

e quality, quantity, and 
ì

eff
ì

ectiv
ì

en
ì

ess 

of work at PT Wira Mitra Prima. Th
ì

e s
ì

econd hypoth
ì

esis is also acc
ì

ept
ì

ed, as Normativ
ì

e 

Commitm
ì

ent shows a positiv
ì

e and significant 
ì

eff
ì

ect on p
ì

erformanc
ì

e, indicating that 
ì

employ
ì

e
ì

es 

with strong moral r
ì

esponsibility and loyalty t
ì

end to contribut
ì

e mor
ì

e optimally to organizational 

goals. Th
ì

e third hypoth
ì

esis is validat
ì

ed, with Knowl
ì

edg
ì

e Manag
ì

em
ì

ent significantly improving 
ì

employ
ì

e
ì

e p
ì

erformanc
ì

e by str
ì

ength
ì

ening capabiliti
ì

es and op
ì

erational 
ì

effici
ì

ency through w
ì

ell-

manag
ì

ed proc
ì

ess
ì

es of cr
ì

eating, storing, sharing, and applying knowl
ì

edg
ì

e. Mor
ì

eov
ì

er, 

Knowl
ì

edg
ì

e Manag
ì

em
ì

ent mod
ì

erat
ì

es and str
ì

ength
ì

ens th
ì

e impact of both DEI Strat
ì

egy and 

Normativ
ì

e Commitm
ì

ent on p
ì

erformanc
ì

e, th
ì

er
ì

eby supporting th
ì

e fourth and fifth hypoth
ì

es
ì

es. 

This m
ì

eans that DEI initiativ
ì

es and normativ
ì

e commitm
ì

ent hav
ì

e gr
ì

eat
ì

er influ
ì

enc
ì

e wh
ì

en 

support
ì

ed by syst
ì

ematic knowl
ì

edg
ì

e sharing and application. D
ì

espit
ì

e th
ì

es
ì

e contributions, th
ì

e 

study acknowl
ì

edg
ì

es limitations such as a r
ì

elativ
ì

ely small sampl
ì

e siz
ì

e, short data coll
ì

ection 

p
ì

eriod, and r
ì

elianc
ì

e on clos
ì

ed qu
ì

estionnair
ì

es, which may aff
ì

ect g
ì

en
ì

eralizability. Futur
ì

e 

r
ì

es
ì

earch should 
ì

expand th
ì

e sampl
ì

e, broad
ì

en th
ì

e scop
ì

e, and incorporat
ì

e additional variabl
ì

es 

such as job satisfaction, organizational cultur
ì

e, or l
ì

ead
ì

ership to 
ì

enrich th
ì

e mod
ì

el. For 

practition
ì

ers, 
ì

esp
ì

ecially PT Wira Mitra Prima, these findings provide a strategic foundation for 

developing adaptive HR management practices that integrate DEI, strengthen normative 

commitment, and optimize knowledge management to sustainably enhance employee 

performance. 
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This study still has many weaknesses, so there is still much to be done and several 

suggestions to be made:  

1. For academics/students, this research can be used as reference material for academics and 

students in the development of human resource management studies, particularly those 

discussing DEI, normative commitment, and knowledge management in relation to 

employee performance. Future research is expected to add other variables, expand the 

research object, and involve a larger sample so that the research findings become more 

extensive and representative. 

2. Companies are encouraged to optimize the implementation of DEI strategies, strengthen 

employees' normative commitment, and build an integrated knowledge management 

system. The continuous implementation of these three aspects can drive employee 

performance improvement and strengthen the company's competitive advantage. 

3. Future researchers are advised to expand the scope of their research in terms of both 

industry and region, use a more diverse research approach, and increase the number of 

respondents in order to obtain more accurate and relevant research results. 
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