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Abstract

This paper studies the Work Ability of Indonesian migrant workers in Taiwan. The workability of
these migrant workers is very low due to factors such as lack of appropriate training, knowledge
mismatch, cultural and language challenges, non-ideal working conditions, lack of competency
development, and mental and physical welfare problems. To increase the Work Ability of migrant
workers, good training and knowledge management is needed. The influence of the Training and
Knowledge Management program will be significant and optimal in increasing the Work Ability of
migrant workers if it is through increasing Competency. This study used quantitative methods and
was conducted on 210 migrant workers as respondents. The results of this study show that training
has no direct effect on increasing the workability of migrant workers. However, training influences
Work Ability through Competency. Knowledge Management has a direct impact on increasing Work
Ability. However, Competency does not mediate the influence of Knowledge Management on Work
Ability. This means that the training program will be useful in increasing Work Ability if it is
mediated by increasing Competency. Good Knowledge Management can directly increase the Work
Ability of migrant workers without having to increase Competency.

Keywords: training, knowledge management, competency, work ability

INTRODUCTION

Indonesian migrant workers in Taiwan have become an inseparable part of the global
labor market, making a substantial contribution to the economy in Indonesia and the country
where they work, namely Taiwan. However, to maximize their contribution, it is necessary
to address the complex challenges they face. Several important aspects to consider are how
training, knowledge management, and competence can improve migrant workers' work
abilities.

Improving work capabilities by participating in training programs and implementing
knowledge management is a very important step to increase the capabilities of migrant
workers before they return to their homeland. With thorough preparation, they can bring
home the skills and knowledge needed to support economic growth in their home country.
Here are several reasons why this preparation is vital: (1) Strengthening Capabilities: By
evaluating and improving the capabilities of migrant workers, they will be better prepared
to face challenges in the domestic labor market. This could include developing technical
skills relevant to a particular sector or enhancing interpersonal skills essential for adapting
to a diverse work environment; (2) Needs Based training: Training programs tailored to the
needs of migrant workers will help them acquire new skills or hone the skills they already
have. This includes training in areas such as technology, project management, or foreign
languages, all of which can increase their competitiveness in the labor market; (3)
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Implementation of Knowledge Management: By utilizing and sharing knowledge gained
while working abroad, migrant workers can become agents of change in their own
communities. Effective knowledge management allows them to transfer experiences and
skills to colleagues, society, and even future generations; (4) Preparation for Reintegration:
Capability preparation, training and knowledge management also prepare migrant workers
for reintegration into the work and social environment in their country of origin. This makes
it easier for them to adapt to new challenges and take advantage of available opportunities;
(5) Contribution to Economic Development: By having the necessary skills and knowledge,
migrant workers can contribute more effectively to economic development in their home
countries. They can open their own businesses, work in emerging sectors, or even become
mentors for the next generation. By paying attention to the importance of capability
preparation, training and knowledge management, the government and related organizations
can work together to organize appropriate and effective programs for migrant workers before
they return to their home countries. This not only benefits individual migrant workers, but
also the overall economic and social development of their home countries.

Increasing work ability is very important for Indonesian migrant workers in Taiwan
before returning to Indonesia. Improving the skills of migrant workers is influenced by a
number of factors. These factors consist of: (1) Challenges in the Work Environment.
Migrant workers often face challenges in new work environments, which may require skills
adjustments so that they can succeed and thrive in the new workplace (Burbar, 2021; Munch
et al., 2021; Raziq & Maulabakhsh, 2015; Xia et al., 2022); (2) Competition in the Labor
Market: Competition in the global labor market is increasingly fierce. Therefore, migrant
workers need to have relevant and necessary skills to compete in the labor market (Dodini
et al., 2022; Haller & Heuermann, 2020; Schgne & Strem, 2021; Webber & Webber, 2022);
(3) Specific Needs of Industries and Sectors: Each industry and sector has specific needs for
skills and knowledge. Therefore, improving the skills of migrant workers must be tailored
to the specific needs of the industry or sector where they work (Rikala et al., 2024; Yahya et
al., 2020); (4) Technological Development and Innovation: Technological development and
innovation can change the dynamics in the workplace. Therefore, migrant workers need to
continue to improve their skills in order to adapt to these changes (Hakim et al., 2023;
Talukder, 2012; Zirar, 2023); (5) Personal and Professional Ambitions: Every individual has
different career goals and ambitions. Therefore, improving work skills is often driven by the
desire to achieve personal and professional goals, such as increasing income or achieving a
promotion (Hirschi & Spurk, 2021). By considering these factors, migrant workers can plan
and implement measures to improve their skills effectively. This will help them overcome
workplace challenges, compete in the global labor market, and better achieve their career
goals.

Work Ability must be supported and strengthened by a good and correct training
program. Training programs for migrant workers must be specifically tailored to the
challenges they face in different workplaces. The types of training that may be needed
include: (1) Language Training: The ability to communicate fluently in the local language
in a new workplace is very important so that migrant workers can interact with co-workers,
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superiors and customers. Intensive language training can help them feel more confident in
communicating and understand instructions better (Akhmatovich, 2021; Hahm & Gazzola,
2022); (2) Technical Skills Training: Training programs that focus on developing technical
skills relevant to the industry or sector in which they work are needed. This may include
training on the use of special software or equipment, production techniques, or other skills
needed to perform job duties well (Diyanti & Swasti, 2023; Pinto et al., 2020; Sabura Banu,
2020); (3) Interpersonal Skills Training: In addition to technical skills, migrant workers must
also develop interpersonal skills such as communication, leadership, teamwork, and problem
solving. This training helps them adapt to diverse work environments and improve their
interpersonal skills (Begum & Bisaria, 2024); (4) Occupational Safety and Health Training:
Migrant workers need to understand the safety and health risks associated with their work,
as well as ways to reduce these risks. Training on the use of personal protective equipment,
work safety procedures and emergency measures is important to maintain their well-being
at work (Dahl et al., 2022; Geertshuis et al., 2011; Susilo & Kasmir, 2022); (5) Employment
Rights Training: Migrant workers should know their employment rights, including wages,
working hours, leave, and protection from discrimination and exploitation. Training on
employment law and labor rights can help them understand and fight for their rights
effectively (Binaku & Ismajli, 2024; Hamid, 2021); (6) Financial Management and Future
Planning Training: Managing finances wisely and planning for the financial future are
important skills for migrant workers. Training on personal financial management,
investment, and retirement planning can help them build financial stability in the future
(Cahaya Suci et al., 2022; Choudhary & Jain, 2023; Ruscitasari et al., 2022; Sudhin et al.,
2024). Thus, comprehensive and diversified training programs can help migrant workers
develop the skills and knowledge they need to succeed in their new work environment, as
well as make a positive contribution to the economic development of their own and the host
country.

A migrant worker must also have good knowledge management to be able to improve
work abilities. Well-managed knowledge by migrant workers must involve a number of
aspects that help them manage relevant information in various work environments. Below
are several elements of knowledge management that are crucial for migrant workers: (1)
Understanding of Industry and Regulations: It is important for migrant workers to have a
deep understanding of the industry in which they work, including industry trends, work
processes and applicable regulations. . This helps them adapt and carry out tasks efficiently
in the new workplace (Saniuk et al., 2023); (2) Knowledge Sharing Skills: Skills in sharing
information and experiences with fellow colleagues are an integral part of knowledge
management. Migrant workers must be able to convey information clearly and effectively to
their colleagues, and be ready to learn from other people's experiences (Ahmad & Karim,
2019; Leksono, 2024; Rajapathirana & Hui, 2018; Yeboah, 2023); (3) Utilization of
Information Technology: Skills in using information technology to access, store and share
information are very important (Ninaus et al., 2021; Nteraction & Koekemoer, 2016). They
must be proficient in using a variety of applications and software commonly used in their
work environment to increase productivity and collaboration; (4) Understanding
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Organizational Culture: Understanding the values, norms and practices that exist in an
organization's work culture is crucial. Migrant workers must be able to adapt to their
organizational culture in order to integrate well in teams and achieve common goals (Copus
et al., 2019; Syafii et al., 2015); (5) Independent Learning Ability: The ability to learn
independently and adapt to change is the key to success for migrant workers. They must
have the initiative to seek and exploit learning opportunities to improve their knowledge and
skills (Huynh et al., 2019); (6) Language and Communication Skills: The ability to
communicate well in the local language and understand the communication culture is very
important. They must be able to interact with coworkers, superiors, and customers
effectively to carry out their duties successfully (Alshurideh et al., 2023). By having a solid
knowledge management system, migrant workers can more easily adapt to new work
environments, increase productivity, and make a meaningful contribution to the success of
the organizations where they work.

Competence is also very important for migrant workers to improve their work
abilities. Competency refers to various aspects or attributes that reflect a person's ability to
complete tasks or work effectively. Below are several competency elements commonly used
in human resource development: (1) Specific Knowledge: The ability to understand and
apply knowledge relevant to a particular field or industry, such as technical expertise,
operational procedures, or technological principles (Ek Styvén et al., 2022); (2) Thinking
Skills: The ability to think analytically, critically and creatively in dealing with complex
situations. This includes abilities in sound decision making, problem solving, and strategic
planning (Demerouti, 2023); (3) Human Interaction: The ability to communicate and interact
effectively with others. These include abilities in verbal and non-verbal communication,
empathy, teamwork, and the development of positive interpersonal relationships (Alaassar
et al., 2020; Andersson & Gadolin, 2020); (4) Resource Management: The ability to manage
time, energy, and other people efficiently. These include leadership, delegation, decision-
making, and conflict resolution skills (Cachén-Rodriguez et al., 2022; Martin-Alcazar et al.,
2023); (5) Learning and Adaptability: The ability to continuously learn, adapt and develop
in a changing work environment. It involves receiving feedback, addressing obstacles, and
pursuing new learning opportunities (Rudolph & Lavigne, 2016); (6) Self-Understanding:
The ability to recognize personal strengths, weaknesses, values, and motivations. These
include self-reflection skills, emotion management, and self-confidence development
(Bullini Orlandi et al., 2024); (7) Professional Ethics: Ability to act with integrity, honesty
and responsibility in all aspects of work. This involves the application of personal ethical
principles and adherence to professional codes of conduct (Bocean et al., 2022; Sapada et
al., 2017); (8) Initiative and Independence: Ability to take initiative, work independently,
and handle challenges with minimal supervision. These include intrinsic motivation, being
proactive in finding solutions, and taking measured risks (Tingo & Mseti, 2022); (9)
Flexibility and Adaptability: The ability to adapt to change, new situations, or changing
demands. This involves flexibility in thinking, acting, and designing work strategies
(Handiyanto et al., 2023; Sabuhari et al., 2020); (10) Communication Skills: The ability to
convey information clearly, persuasively and effectively to various parties. This includes the
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ability to listen actively, convey messages appropriately, and use appropriate communication
media (Sumaiya et al., 2022). Developing these competency dimensions is an important step
in preparing individuals to overcome challenges and achieve success in various work
contexts.

So, the availability of training and knowledge management programs can
significantly improve the quality of work of migrant workers. When they receive training
tailored to their needs and can access information relevant to their jobs, they will likely
become more skilled at carrying out their duties. However, their superiority in work ability
will increase if they have solid competencies. This competency includes various aspects such
as technical skills, interaction skills, flexibility, and integrity, which will strengthen their
overall performance. Therefore, a combination of training, knowledge management and
competency development will form a strong foundation for migrant workers to achieve
success and thrive in a diverse work environment.

METHOD

This research or study uses quantitative methods with an associative approach. An
associative approach is used to connect one variable to another variable. In this study there
are four variables, namely: Training and Knowledge Management as independent variables,
Work Ability as the dependent variable, and Competency as the mediator variable. The
analysis for this research is Path Analysis using statistical tools in the form of SPSS. The
total population is 83,216 migrant workers in Taiwan, with a sample size of 210 migrant
workers. Primary data was obtained through distributing questionnaires to 210 respondents.
The questionnaire has gone through a validity and reliability testing process. The validity
test results show that the lowest calculated r value is 0.516 and the highest calculated r value
is 0.747. All question items in the questionnaire show valid status because all r calculations
show a value greater than 0.138 (as the r table for 200 samples with a significance level of
5%). Meanwhile, for the reliability test, all variables show reliable results. The Training
variable has a value of 0.903, the Knowledge Management variable has a value of 0.891, the
Competency variable has a value of 0.933 and the Work Ability variable has a value of 0.904.
If the Cronbach's alpha value is > 0.6, then it is reliable. All reliability test results show more
than 0.6, so all variables are declared reliable.

RESULTS AND DISCUSSIONS

This research wants to find an answer to whether the influence of training on work
ability is mediated by competency. This research also wants to find answers to whether
Competency mediates the influence of Knowledge Management on Work Ability. The
framework of this research is depicted in the image below:
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Figure 1. Research Framework

To get answers to the research questions above, below we will explain the process
and stages.

Path Coefficient of Model 1: TN and KM on CP

The influence of Training (TN) and Knowledge Management (KM) on Competency
(CP) needs to be tested statistically. The results of statistical testing can be seen in the table
below:

Table 1. Model Summary of TN and KM on CP
Model Summary
Adjusted R Std. Error of the
Model R R Square Square Estimate

1 8242 678 675 3.278
a. Predictors: (Constant), Knowledge Manag, Training

Based on the results of the Model Summary above, the relationship between variables
in the regression equation can be seen. This can be seen in the R-Square column. The R-
Square value in this table shows a value of 0.678 or 67.8%. This value means that the
influence of Training and Knowledge Management on Competency is 67.8%. The remaining
32.2% is influenced by other variables outside the model. The relationship between these
variables can be said to be "good" because the R-Square value is above 50%.

Table 2. Coefficients of TN and KM on CP
Coefficients?

Standardized

Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 2.403 2.321 1.035 .302
Training .629 .063 .594 9.974 .000
Knowledge Manag .304 .065 278 4.674 .000

a. Dependent Variable: Competency

The results of the Coefficient are used to determine the regression equation and the
influence of the independent variable on the dependent variable partially or individually. The
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results of the Coefficient can also be used to predict the rise and fall of the dependent variable
relative to the independent variable.
The regression equation for the research results above is:
Y’=bo + b1 X1 + b2X>
Y’ =2.403 + 0.629X1 + 0.304X>
Analysis:
Constant b0 = 2.403
This means that if the value for Training and Knowledge Management is 0, then Competency
will have a positive value (or the value will increase).

Coefficient b1 = 0.629
This means that if the Knowledge Management value remains the same and Training is
increased by 1, then Competency will increase by 0.629.

Coefficient b2 = 0.304
This means that if the Training value remains the same and Knowledge Management is
increased by 1, then Competency will increase by 0.304.

Based on the table above, the results are Sig < Research Alpha (0.000 < 0.05),
meaning that HO is rejected. In other words, training partially has a significant effect on
Competency. Likewise, Knowledge Management partially has a significant effect on
Competency.

Path Coefficient of Model 2: TN, KM, and CP on WA

The influence of Training (TN), Knowledge Management (KM) and Competency
(CP) on Work Ability (WA) needs to be tested statistically. The results of statistical testing
can be seen in the table below:

Table 3. Model Summary of TN, KM, and CP on WA
Model Summary
Adjusted R Std. Error of

Model R R Square  Square the Estimate
1 9772 .954 .953 1.143

a. Predictors: (Constant), Competency, Knowledge Manag,
Training

Based on the results of the Model Summary above, the relationship between variables
in the regression equation can be seen. This can be seen in the R-Square column. The R-
Square value in this table shows a value of 0.954 or 95.4%. This value means that the
influence of Training, Knowledge Management and Competency on Work Ability is 95.4%.
The remaining 4.6% is influenced by other variables outside the model. The relationship
between these variables can be said to be "good" because the R-Square value is above 50%.
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Table 4. Coefficients of TN, KM and CP on WA
Coefficients?
Standardized
Unstandardized Coefficients Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 1.701 .812 2.096 .037
Training .005 .027 .005 .190 .849
Knowledge Manag .248 .024 247 10.413 .000
Competency 716 .024 778 29.528 .000

a. Dependent Variable: Work Ability

Based on the table above, the results of Training for Work Ability are Sig > Research
Alpha (0.849 > 0.05). This means that HO is accepted. In other words, partial training has no

effect on work ability.

Meanwhile, Knowledge of Work Ability results are Sig < Research Alpha (0.000 <
0.05). This means that HO is rejected. In other words, Knowledge Management partially has
a significant effect on Work Ability. Likewise, Competency partially has a significant effect

on Work Ability.

Calculating Path Coefficient: TN and KM on WA mediated by CP
At this stage, the path coefficients of model 1 and model 2 will be calculated. The

calculation process is as follows:
1. Path Coefficient of Model 1

- Referring to the output of Regression Model 1 in the Coefficients table, it can be seen
that the significance value of the two variables, namely TN = 0.000 and KM = 0.000,
is smaller than 0.05. These results provide the conclusion that model 1 regression,
namely the TN and KM variables, has a significant effect on CP.

- The R square value in the Model Summary table is 0.678. This shows that the
contribution of TN and KM to CP is 67.8%. Meanwhile, the remaining 32.2% was
contributed by other variables not included in the research. Meanwhile, the value of
el can be found using the formula V (1-0.678) = 0.567. Thus, the path diagram for

structure model 1 is obtained as follows:

TRAINING e1- 0567
COMPETENCY
. KNOWLEDGE
0.278
MANAGEMENT

Figure 2. Path Diagram of Structural Model 1
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2.

Path Coefficient of Model 2

- Based on the regression output of model 2 in the Coefficients table, it is known that
the significance value of the three variables is TN = 0.849 which is greater than 0.05.
Meanwhile, KM =0.000 and CP = 0.000 are smaller than 0.05. These results provide
the conclusion that regression model 2, namely the TN variable, has no effect on
WA. Meanwhile, KM and CP have a significant effect on WA.

- The R Square value in the Model Summary table is 0.954. This shows that the
contribution of TN, KM and CP to WA is 95.4%. Meanwhile, the remaining 4.6% is
the contribution of other variables not studied. Meanwhile, the value of €2 = (1-
0.954) = 0.214. Thus, the path diagram for structure model 2 is obtained as follows:

e2=0214

el= 0.567
’ TRAINING j
0.59 0.005
\ \

WORK
‘ COMPETENCY - o775
ABILITY

/ /
KNOWLEDGE 0.278

0.247

MANAGEMENT

Figure 3. Path Diagram of Structural Model 2

Hypothesis Testing Stage

The hypothesis testing stage is a series of procedures used to check the validity of an

assumption or statement (hypothesis) about a population using sample data. The following
are the steps applied in the hypothesis testing process for this research:

1.

Analysis of the influence of TN on CP. From the above analysis, the TN significance
value is 0.000 < 0.05. So it can be concluded that there is a direct significant influence
of TN on CP. The impact of training on increasing worker competency can be explained
as follows (Cik et al., 2021; Muslih, 2021): (1) Through training, workers have the
opportunity to gain new knowledge and develop the competency needed to do their work
more effectively. This could be a better understanding of work procedures, the latest
technology, or current methods in their industry; (2) By increasing knowledge and
competency, workers can carry out their duties better. Appropriate training can help
increase their productivity, reduce error rates, and improve the overall quality of work;
(3) When workers feel more confident in carrying out their tasks and feel more skilled
in their work, this can increase their job satisfaction. Good training can help them feel
appreciated and recognized for their efforts in developing competency; (3) Through
training, workers can be introduced to new ideas, new techniques, or new approaches to
solving problems. This can encourage innovation and creativity in the workplace as
workers feel more confident to try new things and think outside conventional boundaries;
(4) Workers who feel they have the opportunity to develop and grow in their work tend
to be more loyal and tend to stay with the company longer. Therefore, effective training
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can help reduce employee turnover rates. Overall, the impact of training on increasing
worker competency is very important in creating a productive, innovative and satisfying
work environment for workers.

2. Analyze the influence of KM on CP. From the analysis above, the KM significance value
is 0.000 < 0.05. So it can be concluded that there is a direct, significant influence of KM
on CP (Nasikhin & Danila, 2018). Knowledge management is the process of managing
the collection, storage, sharing and management of relevant knowledge within an
organizational entity. When implemented effectively, knowledge management has the
potential to increase worker competency. The explanation is as follows: (1) With
knowledge management, workers have easy access to information that is in accordance
with their responsibilities and duties. This helps them make better decisions and carry
out their tasks efficiently; (2) Knowledge management allows workers to take advantage
of the experience and knowledge accumulated in the organization. They can access best
practices, case studies, or lessons learned from previous projects, which can help them
develop their skills and knowledge; (3) With effective knowledge management,
organizations can reduce repetition of efforts and avoid losing valuable knowledge when
workers leave or move from the organization. This allows organizations to continue
operating efficiently and innovatively; (4) Knowledge management facilitates
collaboration between individuals and teams. By sharing knowledge and experience,
workers can support each other and create an inclusive and collaborative work
atmosphere; (5) By having access to diverse and broad knowledge, workers are more
likely to be creative and innovative in solving complex problems. They can combine
ideas and apply new approaches to solve these challenges. Overall, knowledge
management can improve workers' competency by ensuring that they have access to
relevant knowledge, can learn from experiences with the organization, and can
collaborate effectively with their colleagues.

Analyze the influence of TN on WA. From the above analysis, the TN significance value
is 0.849 > 0.05. So it can be concluded that there is no direct influence of TN on WA.
Training does not directly affect work ability because the focus is on strengthening
individual competency. This means training helps acquire or improve the skills necessary
to perform the job better. Thus, increasing work ability occurs through increasing
competence resulting from training. As a result, competence acts as an intermediary
between training and increasing work ability, because training indirectly influences work
ability by increasing individual competence.

Analyze the influence of KM on WA. From the analysis above, the KM significance
value is 0.000 < 0.05. So it can be concluded that there is a direct, significant influence
of KM on WA (Alyoubi et al., 2018). Knowledge Management (KM) plays an important
role in workers' work ability because it involves the process of managing individual,
group or organizational knowledge to improve performance and achieve goals. This
means that: (1) KM helps workers access information and knowledge relevant to their
work, increasing work efficiency and effectiveness; (2) KM encourages a culture of
continuous learning in the work environment, enabling workers to continue to learn and
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develop, and improve their competence and work abilities; (3) KM facilitates
collaboration between individuals and teams, strengthens relationships between team
members, and increases their ability to achieve common goals; (4) KM creates an
environment that supports innovation by utilizing existing knowledge and encouraging
collaboration between workers, so that organizations can produce new ideas and creative
solutions; (5) With a good KM system, workers can avoid duplication of effort and
errors, increase work efficiency and reduce the risk of errors; (6) KM assists in
developing individual and organizational capacity with a focus on managing and sharing
knowledge, so that workers can develop the necessary skills and competencies; (7) KM
enables organizations and workers to adapt to rapidly changing business environments
by providing access to relevant knowledge. Thus, implementing effective KM practices
can significantly improve workers' employability through increasing access to
knowledge, collaboration, innovation, and adaptation to change.

5. Analyze the influence of CP on WA. From the above analysis, the CP significance value
15 0.000 < 0.05. So it can be concluded that there is a direct, significant influence of CP
on WA (Effendi et al., 2024; Wijayanto & Riani, 2021). Competency is crucial in
improving workers' work abilities because it includes a combination of knowledge,
skills, attitudes and personal character needed to complete tasks effectively. Competency
can influence workers' work ability because of the following: (1) Competency involves
mastery of the knowledge and skills needed to complete tasks with efficiency and
effectiveness. Workers who have relevant competencies will be better prepared to face
challenges in brand work; (2) Competency also includes the ability to continue learning
and adapting to changes in the work environment. Workers who have these abilities will
be better prepared to deal with changes in tasks, technology, or work processes; (3)
Competency also includes skills in solving problems. Workers who are adept at solving
problems will be better able to overcome obstacles that arise in their work; (4)
Competency also includes the ability to communicate well. Workers who are able to
communicate clearly and effectively will be more successful in working in teams,
completing projects well, and interacting with customers or business partners; (5)
Competency also includes the ability to manage time and effective leadership. Workers
who are able to manage time well and lead teams effectively will be more likely to
achieve the desired goals and results; (6) Workers who have competencies appropriate
to their tasks tend to be more motivated and satisfied with their work. This can improve
their work ability because they are more motivated to do a good job. Therefore, the right
competencies are very important in determining workers' work abilities because they
influence their ability to complete tasks well, adapt to changes, and achieve desired
results.

. Analyze the influence of TN on WA through CP. It is known that the direct influence
that TN has on CP is 0.005. Meanwhile, the indirect effect of TN on WA through CP is
the multiplication of the Beta value of TN on CP with the Beta value of CP on WA,
namely: 0.594 x 0.778 = 0.462. So the total influence that TN has on WA is the direct
influence plus the indirect influence, namely: 0.005 + 0.462 = 0.467. Based on the
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calculation results above, it is known that the direct influence value is 0.005 and the
indirect influence is 0.462. This means that the indirect influence value is greater than
the direct influence value. This shows that indirectly TN through CP has a significant
influence on WA. The meaning of this statement is that competency functions as a link
between the training received by workers and the work abilities they have. Training is
provided to workers to improve the understanding, skills and attitudes needed to carry
out their work. However, the success of training in improving work abilities does not
only depend on the fact that the training has been carried out, but also the extent to which
the competencies obtained from the training can be applied in the context of daily work.
Thus, competency acts as an intermediary between the training received and increased
work ability. The better the competencies obtained from training can be applied in work
situations, the greater the likelihood that the worker's employability will increase. In
other words, competency functions as a link between training and increasing desired
work abilities.

7. Analyze the influence of KM on WA through CP. It is known that the direct influence
that KM has on CP is 0.247. Meanwhile, the indirect effect of KM on WA through CP
is the multiplication of the Beta value of KM on CP with the Beta value of CP on WA,
namely: 0.278 x 0.778 = 0.216. So the total influence that KM has on WA is the direct
influence plus the indirect influence, namely: 0.247 + 0.216 = 0.463. Based on the
calculation results above, it is known that the direct influence value is 0.247 and the
indirect influence is 0.216. This means that the indirect influence value is smaller than
the direct influence value. This shows that indirectly KM via CP does not have a
significant influence on WA. In essence, competency does not act as a link between
knowledge management and work ability. Knowledge management is used to organize
the knowledge possessed by individuals, teams, or organizations in order to improve
performance and achieve certain goals. However, in some situations, individual
competence is not necessary as a mediator between knowledge management practices
and their employability. For example, even if an organization has a solid knowledge
management system, the presence of relevant competencies in individuals is not always
the link between knowledge management practices and their employability. This means
that, even though there is access to knowledge stored in the knowledge management
system, success in improving employability does not depend on competency mediation.
In this context, the importance of having abilities that match existing knowledge is
emphasized. In other words, not only is access to knowledge necessary, but also the
ability to apply it effectively in everyday work situations.

CONCLUSION

The results of this research provide several conclusions as follows:

1. Training has no direct effect on increasing the Work Ability of migrant workers.
However, training influences Work Ability through Competency. This means that the
training program will be useful in increasing Work Ability if it is mediated by increasing
Competency. Thus, increasing work ability occurs through increasing competence
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resulting from training. As a result, competence acts as an intermediary between training
and increasing work ability, because training indirectly influences work ability by
increasing individual competence.

2. Knowledge Management has a direct effect on increasing Work Ability. However,
Competency does not mediate the influence of Knowledge Management on Work
Ability. This means that good Knowledge Management can directly increase the Work
Ability of migrant workers without having to increase Competency. Knowledge
management can have a direct positive impact on migrant workers' performance without
having to upgrade their qualifications. In this context, efficient knowledge management
refers to an organization's ability to manage and optimize the use of knowledge in order
to improve performance and achieve set goals. In short, organizations have effective
systems, procedures and practices for managing knowledge aspects. It can be concluded
that even if the qualification level of migrant workers remains the same, effective
knowledge management can directly improve their performance. This can happen by
ensuring that relevant and necessary knowledge is available to migrant workers when
needed, and also by encouraging learning and collaboration processes between them.
Therefore, emphasis is placed on the importance of effective knowledge management in
improving the performance of migrant workers without having to change their
qualification level. This highlights that access to appropriate and supportive knowledge,
as well as a work environment that facilitates learning and collaboration, can directly
improve migrant worker performance.
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