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Abstract

The primary aim of this study was to examine and analyze the impact of knowledge-based companies on
advancing organizational goals, with a specific focus on organizational productivity and economic
performance within military organizations, particularly the Islamic Republic of Iran Army (AJA). This study
utilized a quantitative, descriptive, and survey-based methodology. The statistical population consisted of
83 academic experts, military personnel, and managers of knowledge-based companies selected through
simple random sampling. Data were collected using a Likert-scale questionnaire. Content validity was
confirmed by expert review, and reliability was established using Cronbach’s alpha. One-sample t-tests
and the Kolmogorov—Smirnov test were employed to analyze the data and assess the significance of
relationships between variables. The results revealed a statistically significant and positive impact of
knowledge-based companies on four key domains: enhancement of organizational knowledge-based
indicators (e.g., M=1.831 for knowledge-driven production), advancement of organizational goals (t=48.77,
p<0.001), improvement in organizational and work productivity (t=47.29, p<0.001), and economic
performance (t=19.70, p<0.001). Respondents strongly endorsed the role of innovation, knowledge
commercialization, modern technology integration, and external collaboration in defining a knowledge-
based organization. Knowledge-based companies—particularly
intelligence—play a strategic role in improving decision-making frameworks, optimizing organizational
processes, enhancing employee productivity, and strengthening economic outcomes. These findings
underscore the necessity for strategic policymaking, capacity-building, and structured partnerships
between military organizations and knowledge-based enterprises.
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In an era defined by rapid technological change and increasing complexity across operational
environments, the importance of knowledge-based companies (KBCs) in organizational
development has intensified. These entities—rooted in the strategic production, dissemination, and
application of knowledge—have emerged as vital actors in shaping the economic, technological, and
structural advancement of institutions worldwide. Within this framework, military and defense
organizations have recognized the necessity of integrating knowledge-driven paradigms to sustain
competitive advantage, enhance decision-making accuracy, and ensure operational efficiency in
complex scenarios (Nguyen et al., 2024; Sepulveda-Rivillas et al., 2022).

As traditional warfare evolves into multidimensional conflicts involving cyber, psychological, and
information warfare, modern defense systems must shift from hierarchical, mechanistic models to
dynamic, knowledge-based structures (Dashtbani & Aslani Afrashteh, 2023). These structures are
inherently designed to promote innovation, agility, and learning capacity through collaboration with
external knowledge actors—most notably KBCs. In military ecosystems, such partnerships are not
only a pathway to innovation but also a strategic imperative for achieving mission-centric goals in
unpredictable threat landscapes (Van Laar, 2023).

Previous studies have emphasized that KBCs contribute to strategic success by enabling smart
human resource development, integrating artificial intelligence, and enhancing data-driven
operations (Nicolaescu et al., 2020; Shemshadi, 2024). The embeddedness of knowledge and
information systems in these companies has made them a cornerstone in the optimization of both
individual and organizational performance metrics (Bagherian Kasgari & Fani, 2020; Fathabadi &
Bamdad Soofi, 2021). The transformation from traditional institutions into knowledge-driven
organizations requires foundational shifts in managerial logic, organizational culture, and
technological capacity, as evidenced in global case studies (Ghorbani & Khanachah, 2020).
Moreover, the contribution of KBCs is not limited to knowledge production or technical innovation.
Their role in driving economic value through knowledge commercialization, increasing operational
efficiency, and sustaining long-term strategic partnerships reinforces their systemic relevance (Lotfi
et al., 2018; Mubarakh et al., 2025). In defense contexts, these partnerships support the integration of
defense technologies, facilitate capability building, and enhance national security resilience through
embedded innovation ecosystems (Rezaei et al., 2018). Despite this growing recognition, a systematic
and localized investigation into the role of KBCs within military organizations—particularly in contexts
like Iran—has been underexplored.

This study was therefore conducted to analyze the impact of KBCs on advancing the organizational
goals of military institutions, particularly the Islamic Republic of Iran Army (AJA). Building on recent
developments in knowledge management, innovation studies, and defense economics, the study
aimed to identify key dimensions of knowledge-based organizational transformation, assess the
perceived contributions of KBCs to productivity and economic performance, and offer practical
implications for strategic integration (Sabzi et al., 2023; Zahedi & Naghdi Khanachah, 2020; Zeidi &
Shariat, 2023). By linking theoretical paradigms with empirical data, the study seeks to contribute to
an evidence-based understanding of how KBCs function as leverage points for mission alignment,
resource optimization, and strategic development in defense-oriented environments.

Methods and Materials

This research employed a quantitative, applied, and survey-based methodology. The statistical
population included three main groups: academic experts, military personnel (primarily affiliated with
AJA), and executive managers of knowledge-based companies. A simple random sampling
approach was adopted, and the final sample size was determined to be 83 participants based on
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Morgan’s table. Data were collected through a structured questionnaire designed with 29 Likert-scale
items reflecting key constructs related to knowledge-based organizational performance, productivity,
innovation, and economic contribution.

Content validity was confirmed through expert judgment, while reliability was assessed using
Cronbach’s alpha. The questionnaire was pilot-tested on 30 participants before final deployment.
Statistical analysis was conducted using SPSS software, where the normality of data was assessed
using the Kolmogorov—Smirnov test. One-sample t-tests were subsequently applied to determine the
statistical significance of participant evaluations against a defined benchmark score (mean = 3),
enabling inferential analysis of each construct's perceived impact.

Findings

The results from the analysis indicated statistically significant and positive perceptions of the role of
knowledge-based companies in multiple organizational domains. With respect to knowledge-based
indicators, the highest mean difference was observed in the item assessing the importance of
producing up-to-date, knowledge-based products and services (t = 44.286; mean difference =
1.831), indicating strong agreement among participants about its relevance in defining KBCs. The
second highest score pertained to the ability to implement innovative business ideas (t = 35.595;
mean difference = 1.735), highlighting the perceived value of entrepreneurial agility.

Further, the item concerning the practical use of KBC services in participants’ own work
environments received a high score (t = 31.844; mean difference = 1.663), suggesting a strong
operational integration between KBCs and military institutions. Respondents also rated the
conversion of knowledge into wealth as a vital characteristic (t = 26.497; mean difference = 1.458),
reinforcing the theme of knowledge commercialization.

In terms of overall organizational goal advancement, the impact of KBCs was rated highly (t =48.772,;
mean difference = 1.40686), confirming a perceived direct contribution to strategic and mission-
related outcomes. Regarding organizational productivity, participants expressed strong agreement
on the effectiveness of KBCs in improving work processes and employee performance (t = 47.290;
mean difference = 1.33735). Economically, the contribution of KBCs to cost reduction, capital
returns, and new revenue opportunities was also affirmed (t = 19.707; mean difference = 1.06024),
demonstrating confidence in the broader value creation of these companies.

Discussion and Conclusion

The empirical findings underscore the strategic potential of knowledge-based companies in
reshaping the organizational architecture of military institutions. The consistently high scores across
knowledge indicators, goal alignment, productivity, and economic performance suggest that these
companies are perceived not merely as suppliers of technological tools but as integral partners in
achieving organizational resilience and strategic agility. These results align with the contemporary
understanding that the fusion of knowledge, innovation, and technological capability constitutes a
foundational axis of modern defense systems.

The central insight of this study is that knowledge-based companies enable military organizations to
bridge internal capability gaps, foster a culture of innovation, and reinforce their decision-making
infrastructures with empirical precision and real-time intelligence. Their contribution is particularly
relevant in high-stakes environments where responsiveness, adaptability, and data-driven planning
are essential. Through their engagement, military institutions can accelerate digital transformation,
optimize resource allocation, and strengthen their strategic foresight.

Furthermore, the study highlights the critical role of cross-sectoral collaboration between academia,
industry, and the defense sector. KBCs act as catalysts for transferring intellectual capital,
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developing indigenous technologies, and embedding innovation ecosystems within traditionally rigid
military bureaucracies. These interactions also promote a circular model of value creation where
defense challenges fuel technological innovation, and in return, novel solutions enhance military
preparedness and performance.

Ultimately, the findings advocate for a systemic integration of knowledge-based companies into
national defense strategies. To realize this vision, policymakers must invest in developing supportive
infrastructures, reform procurement policies to favor innovation-driven partnerships, and empower
organizational leaders to cultivate learning-oriented cultures. As the future of warfare grows
increasingly complex, such proactive integration of KBCs may well become the defining factor of
institutional relevance, strategic dominance, and sustainable national security.
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