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Info Artikel Abstrak
Accepted : February, 2024 When employee needs are met at work, job satisfaction will
' arise. Where job satisfaction is a state of happy emotions or
Revised : March 2024 positive emotions that come from an assessment of one's work
or experience. With high job satisfaction, it will improve
Published : March 2024 employee performance towards the organization where they

work. Performance is the result of an employee's actions in
carrying out the role given by the organization, both quantity
and quality in accordance with the responsibilities given. For
Kata Kunci: the Islamic banking industry, knowledge sharing is very
K led haring: . important because it allows staff members to exchange
nowledge sharing, creativity knowledge, skills and experiences. By sharing ideas and
value; job satisfaction; employee oy iedge the Islamic banking sector can stimulate innovation
performance. in its products and services that comply with sharia principles.
This can help the banking sector to remain relevant and
compete in the growing Islamic finance market. This study aims
to determine the mediating role of job satisfaction on employee
performance which is influenced by knowledge sharing and
creativity value. This research is a quantitative study with SEM-
PLS as a data analysis method with the Smart PLS 3.0 tool.
Consists of 50 research sample respondents. The results
showed that knowledge sharing, creativity value, and job
satisfaction have a positive and significant influence on
employee performance. Furthermore, knowledge sharing and
creativity value have a positive and significant influence on
employee performance of BSI Bank KCP Sidoarjo employees

through job satisfaction.

INTRODUCTION

Islamic banks are banks that conduct business activities according to sharia principles and
their legal provisions are based on the Qur'an and hadith. Indonesia's potential in the halal industry
is currently very calculated, because Indonesia is a country with the largest Muslim population in
the world. This role should not only be seen as a captive market, but must also encourage the
growth of the halal industry in Indonesia that is able to compete globally, including the
involvement of the Islamic banking sector.[1] . Having the largest assets in Islamic banking
supported by adequate human resources and technology, and being in the midst of a majority
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Muslim population, is an opportunity as well as a challenge for Bank Syariah Indonesia (BSI) as
a catalyst and driving force of the economic sector, especially the halal industry and Islamic
finance. This is the basis for the government through the Ministry of State-Owned Enterprises
(BUMN) to take the initiative to merge three Islamic banks subsidiaries of BUMN banks, namely
PT Bank Syariah Mandiri (BSM), PT Bank BRI Syariah (BRIS), and PT Bank BNI Syariah
(BNIS). [2]. Now, Islamic banks have found considerable growth because product innovation,
service improvement, and network development show a positive trend from year to year. In fact,
the spirit to accelerate is also reflected in the number of Islamic banks that carry out corporate
actions. [1].

Figure 1 Number of Sharia Workers in 2017-2022

Source: Islamic Banking Statistics, 2022

Based on Figure 1, it is known that the number of Islamic commercial bank workers in 2018
has decreased quite a lot, namely 49,516 people. And in the latest data from 2021 to April 2022,
the number of Islamic commercial bank workers did not increase or decrease with a fixed number
of 50,708 people.[3]. Human Resources (HR) is a very important and influential asset for the
company. Tangible assets such as buildings, production machinery, and other equipment will not
be the maximum capital if not supported by qualified Human Resources. The aspect of sharia
human resources is still inadequate both in terms of quantity and quality and is not fully supported
by sharia capabilities and sufficient experience. Therefore, human resources in Islamic banks are
expected to have the qualifications and competencies of sharia specialists and understand
economic science as a whole. For example, being able to contribute to the normative aspects in the
area of Islamic financial institutions, by finding Islamic principles in the economic field and being

able to solve problems complained about by the public in the Islamic economic system.[4].

Therefore, the right solution requires the development of Islamic banking financial
performance through the preparation of human resources capable of supporting the progress of
Islamic banking services that have operational management skills and sharia knowledge to produce
a good organizational culture because this is the main point in the realization of high-quality human
resources and creating good employee performance for the company. According to Van Huong in
[5] argues that human resources are the source of all development that provides services to society
every day which aims to foster the quality of human resources. If the organization's resources are
not supported, its resources will not provide the best work results. Companies use employee
performance as a benchmark to choose the best course of action to remain competitive. [6].
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Companies that want to succeed in the competition must rely on more than just individual
talent but also need to utilize the knowledge base and encourage more innovative collaboration to
build the company's competitive advantage. [7] . In organizations, knowledge is a valuable asset
to be able to create a sustainable competitive advantage. The knowledge we have from outside is
certainly not enough to create good performance, for example from colleagues or the organization
where we work is very supportive of employees to work better. According to [8] knowledge
sharing is when two or more people share knowledge, one person explains what he knows and the
other absorbs it to create new knowledge together. Knowledge sharing requires organizations to
generate new ideas that are used to generate innovation.

Innovation and creativity are often done with the aim of ensuring customer satisfaction,
both of which are important elements that contribute to the sustainability of an organization or
business.[9]. Creativity is defined as the ability to combine, apply pre-existing ideas in a new way
to produce an original idea [10]. [10]. Company success begins with creativity in creating
innovative product development, objects or services. Tight competition in the company urges
organizations to have high creativity. This creativity is based on advanced thinking methods and
new ideas.[9]. By developing creativity will create an innovation[9].

In general, everyone who works expects satisfaction with the job where he works. Everyone
has a different level of job satisfaction. Employee job satisfaction increases along with the many
aspects that are appropriate in their work. [11]. Because job satisfaction has so many positive
impacts on employees and organizations, it is important for businesses and organizations to talk
about and pay attention to it. Job satisfaction in the workplace is characterized as the result of
favorable treatment, equipment, placement, and recognition. [12]. This improves performance and
benefits a company's ability to stay in business. [13].

In previous studies that discussed the effect of knowledge sharing on employee
performance. Research conducted by [14] shows that variable knowledge sharing has a positive
and significant effect on employee performance. Based on the results of the descriptive analysis
test, knowledge sharing and performance were studied by [15] fall into the medium category.
According to additional research by [16], employee performance is not significantly influenced by
knowledge sharing variables. According to research by [16], there are many other factors that
affect employee performance, knowledge sharing is just one of them. So that if knowledge sharing
is increased or decreased, it will not have an impact on improving employee performance.

In previous studies that discussed the effect of innovation and creativity on employee
performance. According to research conducted by [10], states that partially there is an influence
between the independent variable, namely creativity on the dependent variable, namely employee
performance. it can be interpreted that creativity has a positive but insignificant effect on employee
performance. Research conducted [17] shows that the hypothesis test partially Creativity has a
positive and significant effect on Employee Performance Research conducted by [18], states that
partially there is an influence between the independent variable, namely creativity on the
dependent variable, namely employee performance. [18] stated that work creativity has a positive
and significant effect on employee performance.

In previous research conducted by [19] proved that knowledge sharing has a positive and
significant effect on teacher job satisfaction. This means that the higher the level of knowledge
sharing, the higher the level of teacher job satisfaction. Research conducted by [20] The effect of
knowledge sharing has a partial influence on employee job satisfaction. because knowledge
sharing activities are one of the routine activities carried out by employees. In research [8]
Hypothesis testing states that knowledge sharing has a positive effect with a high significant level
on job satisfaction.
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In previous research by [21] shows that creativity has a positive effect with a high
significant level on job satisfaction. this can be interpreted that the higher the value of creativity,
it will increase employee satisfaction. research conducted by [22] shows that creativity has a low
significant level on job satisfaction. Based on the results of the study, employee creativity in
producing unique products has a value achievement that refers to a sense of having fulfilled their
work values. This means that the more creative an employee creates a service, the more added
value it will give to job satisfaction among employees.

In previous research by [23] shows that job satisfaction has a positive effect and a high
significant level on employee performance. Research conducted by [24] job satisfaction has a
significant positive effect on employee performance. In this study, job satisfaction mediates the
effect of work involvement on employee performance. Research conducted by [25] shows that job
satisfaction has no effect on employee performance. This may be due to job characteristics that
emphasize employee work results over job satisfaction.

Based on the phenomenon and research gap, it shows that Islamic Banks need development
through human resources in order to be able to support the progress of banking services that carry
financing and other services where their activities remain according to Islamic Sharia principles.
This study aims to determine the mediating role of job satisfaction on employee performance
which is influenced by Knowledge Sharing and Creativity Value. So that researchers chose Bank
Syariah Indonesia KCP Sidoarjo as the object of research and in some previous studies there were
inconsistent results between a significant effect and an insignificant effect on the variables to be
studied and became a gap for this study whether the difference in the number of samples and
populations could produce the same results. Based on the problems described above, it will conduct
research entitled "The Effect of Knowledge Sharing and Creativity Value on Employee
Performance with Satisfaction as an Intervening Variable at BSI KCP Sidoarjo™.

Based on the results of the description of the phenomena and research gaps described by
the researcher above, it is further elaborated on:

Problem formulation:

Does knowledge sharing have a direct positive effect on employee performance?

Does creativity value have a direct positive effect on employee performance?

Does knowledge sharing have a positive effect on job satisfaction?

Does creativity value have a positive effect on job satisfaction?

Does job satisfaction have a direct positive effect on employee performance?

Does knowledge sharing have a positive effect on employee performance with job

satisfaction as a mediating variable?

7. Does creativity value have a positive effect on employee performance with job satisfaction
as a mediating variable?

oakrwdE

Research objectives:
To examine the effect of knowledge sharing and creativity value on employee performance
with job satisfaction as a mediating variable at Bank Syariah Indonesia KCP Sidoarjo.
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LITERATURE REVIEW

Knowledge Sharing

Knowledge sharing in the context of Islamic economics refers to the process of
exchanging information, knowledge and experience between individuals or entities involved in
economic activities in accordance with the principles of Islamic sharia. Knowledge sharing is a
means to ensure that all parties involved understand and have access to relevant information.
According to Subagyo in research [26] states that knowledge sharing, also known as knowledge
management, is a technique used to provide opportunities for members of a group, organization,
institution, or company to share their knowledge, skills, experiences, and ideas with others. In
Islamic economics, transparency and openness are highly emphasized. According to Hoof and
Ridder in [27] the factors that form knowledge sharing are divided into 2 factors, namely
Knowledge Donating, namely Communication exchange using one's own intellectual capital
and knowledge collecting refers to consulting with coworkers to encourage them to share the
knowledge capital they have.

A process or stage in knowledge management known as "knowledge sharing" provides
an opportunity for participants in a group, organization, institution, or business to share their
knowledge, abilities, experiences, and ideas with other members. Employees' creativity and
abilities will be able to generate new knowledge at work through the application of knowledge

sharing. According to Marquardt in [8] there are two factors that shape knowledge sharing
including:
a. Deliberate knowledge transfer, which involves a systematic process of sharing information,
skills and experiences between team members or departments.
b. Unintentional knowledge transfer, which is when information or understanding is
exchanged without specific intention or plan.

Creativity Value

Creativity value in Islamic economics refers to the values of creativity, innovation, and
sustainability in the context of economic activities that comply with Islamic sharia principles.
The value of creativity is reflected in the development of products and services with sharia
principles, such as Islamic financial products and sharia-based investments. By incorporating
the value of creativity in Islamic economics, it is expected to create an economic ecosystem
that is dynamic, inclusive, and in accordance with Islamic values. Such creativity includes not
only the development of products and services, but also new ways to empower communities,
address social challenges, and answer evolving market needs. According to Hendro in research
[28] defines creativity as the capacity to control, empower, and utilize the knowledge possessed
in the form of information, experience, or other skills to overcome obstacles.

Creativity value is a mental process that involves the emergence of new ideas or
concepts. In general, creativity arises because someone is faced with a problem. The more
problems faced, the higher the demands. This will trigger innovative thinking and problem-
solving techniques [29]. [29]. According to Guilford in Basrori in [30] There are several factors
that influence creativity:

a. flexibility, an ability to express ideas, and different or varied answers or questions.
b. Authenticity, can be said to be an ability to convey an idea of knowledge in a real and
known validity by many people.
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c. Decomposition, an ability to understand situations or problems with various groupings
so that they can be separated one by one to form the subject matter.
d. Reformulation, a skill in which a person can organize and frame existing ideas that have
been previously described into a new whole.
Job satisfaction
Wexley and Yukl in research [21] stated that an employee’s attitude towards their job,
which is a generalization of their attitude based on various job-related factors, is what
determines their level of job satisfaction. According to Moorhead & Griffin, (2013: 71) in [8].
[8] When an employee is satisfied with their job, they are more likely to stay with the company,
make positive contributions, and reduce absenteeism. Another opinion according to robbins &
coulter (2012: 68) in [8]. [8] job satisfaction expresses a different point of view, arguing that
job satisfaction reflects a person's overall attitude towards his job. Someone who shows high

job satisfacti
satisfaction h

on has a positive attitude towards work, while someone who shows low job
as a negative attitude towards work.

Job satisfaction refers to a person's attitude towards their job which can be positive or
negative, satisfied or dissatisfied. Increasing job satisfaction has the potential to improve an
employee’'s attitude towards the responsibilities given to him. Job satisfaction is a good indicator

of how a per
towards their

son feels about their job. This can be seen from the optimistic view of workers
jobs and all the challenges they face in terms of job satisfaction. Workers who are

not satisfied with their jobs will never feel psychologically satisfied, and in the end there will
be bad attitudes or behaviors that will cause frustration. Conversely, satisfied employees will
be able to work effectively, energetically, and actively and be able to achieve more than others.

According to
a. Ajob

Afandi, in [31] factors that affect job satisfaction include;
is a task performed by a person in an organization to achieve these goals.

b. Wages are financial compensation given to workers in return for work or services
performed.

c. Promotion is a promotion within the organization in recognition of certain performance
or achievements.

d. A supervisor is someone who is responsible for supervising, leading, and managing
employee performance.

e. Coworkers are individuals who work together in organizations by interacting with each

other

and sharing responsibilities to achieve common goals.

Employee performance
According to Nisa in [32] employee performance is the overall value that the company

expects from
a description

several behaviors that differ from one individual to another. It can also be seen as
of how a job is carried out with the processes and methods used to create the

company's aspirations and goals.[32]. According to Robbins & Judges in [32] performance
refers to the achievements and results of actions taken by workers in fulfilling the roles given
by the company to each individual.

Aspects

of effort, loyalty, leadership potential, and morale are all included in performance.

Because each type of work has different standards for achieving results, it is necessary to have

clear criteria

for the various types of work performed by employees. The standard operating

procedures set will become a strict requirement that must be adhered to the more complex the

type of work
namely
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a. quantity, which measures how much work or tasks are successfully completed by
employees in a certain period of time.

b. work results i.e., assessing the end result of the work done, the extent to which objectives
and quality standards are achieved.

c. quality

of work results, namely, emphasizing the level of excellence or quality of work

performed by employees, ensuring that established quality standards are met.
d. timeliness, namely, measuring the extent to which employees can complete tasks or
projects according to the specified time limit.
e. Attendance, which assesses the level of employee attendance at work, reflects discipline
and responsibility.
f. teamwork skills, which assesses an employee's ability to cooperate with coworkers and
contribute to a team.
Relationship between Variables
Effect of Knowledge Sharing on Employee Performance
According to research [6] explains that all variables have a positive value, meaning that
there is a unidirectional relationship between the independent variable and the dependent
variable or the better the knowledge sharing and competence, the more employee performance

will increase

. So, it is concluded that the hypothesis in the study [6] shows that there is a

positive and significant effect of knowledge sharing on employee performance. According to

research [7]

explains that the independent variable Knowledge Sharing has a positive and

significant effect on the Employee Performance variable. This study shows that Knowledge
Sharing can improve Employee Performance assuming other variables are constant, where if
Knowledge Sharing increases by one unit, Employee Performance will also increase by the

number we h

ave obtained.

H1: knowledge sharing has a significant positive effect directly on employee performance
Effect of Creativity Value on Employee Performance

Research conducted by [22] that all indicators of the variables of creativity, job
satisfaction and employee performance are said to be valid and reliable. The test results of the

hypothesis

[22] It is proven that employee performance is positively and significantly

influenced by creativity. The research findings state that the process dimension in employee
creativity is needed to produce something that can support employee performance based on the
employee's ability to cope with the workload given. This is also reinforced according to research

[33] and [18

] with a hypothesis stating that creativity has a positive and significant effect

partially on employee performance. It can be concluded from some of the assumptions above,

so this study

uses hypotheses such as:

H2: Creativity value has a positive and significant direct effect on employee performance.

The Effect o

f Knowledge Sharing on Job Satisfaction

According to research [8] explains that all independent variables have a linear and
significant relationship to the job satisfaction variable. test results of the hypothesis [8] It can

be seen that
According to

knowledge sharing has a positive and significant effect on job satisfaction.
research [34] Knowledge acquisition increases job satisfaction because it involves

access to new knowledge that increases efficiency in performing one's tasks. The hypothesis in
this study shows that knowledge sharing has a positive and significant effect on job satisfaction.
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This is also reinforced in [35] explains that when employees exchange ideas or ideas, employees
will feel supported in their social emotional needs so that it will have a positive impact on job
satisfaction. It can be concluded from some of the assumptions above, so this study uses
hypotheses such as:

H3: knowledge sharing has a positive and significant effect directly on job satisfaction
Effect of Creativity Value on Job Satisfaction

Research conducted by [22] The results showed that the three paths of the relationship
between variables were significant, and it was explained that there were three lines of analysis
that directly connected the research variables. It is evident from hypothesis testing that
creativity has a significant and positive effect on job satisfaction. Research conducted by [36]
explains that employee creativity affects a worker's career satisfaction because employee
creativity urges employees to create new ideas that are beneficial to themselves and the
company. The hypothesis results in this study show a significant positive with career
satisfaction. It can be concluded from some of the assumptions above, so this study uses
hypotheses such as:

H4: creativity value has a positive and significant direct effect on job satisfaction.

Effect of Employee Satisfaction on Employee Performance

Research conducted by [12] revealed that job satisfaction has a positive and significant
effect on employee performance. This relationship means that the more satisfied employees are
with the company, the better the work performance and work results shown will be. According
to Research [37] proves that the effect of job satisfaction on employee performance is
significant. The results of this study can be seen that with good job satisfaction from the
company will improve the performance of the employees themselves. This is also reinforced in
research [38] There is a positive relationship between job satisfaction and employee
performance. job satisfaction and employee performance are inseparable and need to be
maintained / maintained and improved in order to produce performance and achieve
organizational goals. It can be concluded from some of the assumptions above, so this study
uses hypotheses such as:

H5: job satisfaction has a positive and significant effect directly on employee performance.

The effect of Knowledge Sharing on employee performance through job satisfaction
Research conducted by [39] It is known that job satisfaction has no significant effect in
mediating the relationship between knowledge management and employee performance.
research conducted by [40] explains that there is no significant influence between knowledge
sharing on employee performance mediated by job satisfaction. knowledge sharing by
employees can increase employee job satisfaction. However, employee satisfaction does not
necessarily have an impact on improving performance. In addition, the performance generated
by employees does not only come from job satisfaction, but in this study it also comes from
knowledge sharing carried out by employees such as sharing knowledge or expertise with
coworkers, attending training held by the agency, or by rotating positions. However, research

614
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conducted by [41] showed a significant positive effect of Knowledge Management and HRM
practices on organizational performance. The results of this study also show that job satisfaction
is a significant mediating variable in the relationship between the influence of knowledge
management and HRM practices on performance. It can be concluded from some of the above
assumptions, this study uses hypotheses such as:

H6: knowledge sharing has a negative and significant effect on employee performance through
job satisfaction.

The effect of Creativity Value on employee performance through job satisfaction
Research conducted by [21] explained that the hypothesis that creativity has a positive
effect on employee performance with job satisfaction as a mediating variable is proven. In line
with research conducted by [29] it is known that Employee Creativity on Performance through
Job Satisfaction is positive and significant. It can be concluded from some of the assumptions
above, then this study uses hypotheses such as:
H7: Creativity value has a significant positive effect on employee performance through job
satisfaction.

Conceptual Framework

Xl
Knowledge
Sharing

Kinerja
Karyawan

Kepuasan
Kerja

X2
Creativity
Value

Description:

— : Partially the independent variable affects the dependent variable

---------------- : Simultaneously the independent variable affects the dependent variable

Based on the above conceptual framework, the research hypothesis is as follows:

H1: Knowledge Sharing has a positive and significant effect directly on Employee Performance
H2: creativity value has a positive and significant effect directly on employee performance
H3: Knowledge sharing has a positive and significant effect directly on job satisfaction.

H4: creativity value has a positive and significant effect directly on job satisfaction.

H5: job satisfaction has a positive and significant effect directly on employee performance.
H6: knowledge sharing has a positive and negative effect on employee performance through
job satisfaction.

H7: Creativity value has a significant positive effect on employee performance through job
satisfaction.

615
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RESEARCH METHODS

This research category includes quantitative research, which is research that seeks to
find relationships between variables, such as survey research, or compares samples that are
relevant to research findings. According to Sugiyono, quantitative research methods can be
interpreted as research based on the philosophy of positivism which is used to research on
certain populations or samples. This research was conducted at two branches, namely the BSI
KCP Jenggolo bank office and the BSI Bank KCP Gajah Mada Sidoarjo. The reason for
choosing two places is because of the lack of samples from the minimum limit that researchers
have determined. So that by using two places is expected to make a positive contribution to the
success of this research. In addition, the reason researchers do this research is because it is close
to the domicile of residence, so that it will facilitate data collection and can interact with
respondents efficiently.

The population in this study were 50 workers who worked as employees of Bank Bsi
KCP Sidoarjo. The sample is part of the population. Of the total 50 workers at Bank Bsi KCP
Sidoarjo, ranging from leaders to subordinates. The sampling technique uses nonprobability
sampling, namely saturated samples where if the population is considered small or less than
100 people, all populations are used as research samples. According to Hair et al (2017) in [42]
the minimum number of samples that should be used is 10 times the number of all latent variable
arrows in the path model or 10 times the number of indicators. In multivariate analysis, the
minimum number of sample members is 10 times the number of variables studied (Sugiono,
2017). So in this study the sample obtained amounted to 50 respondents. so that with the number
of latent variable arrows of 4 or the variables studied as many as four, the minimum number is
40, which means that the conditions for the number of samples we use are met. Because it is
above the minimum amount.

In this study using the Smart PLS program. The purpose of using PLS is to predict the
relationship between constructs, confirm the theory and the relationship between latent
variables. The data sources used in this study used primary data. The method of collecting and
retrieving data for this research is through the use of a questionnaire. To describe the
respondents' assessment of each research instrument, the respondents' answers were classified
into five measurement scales with interval ranges. In this research, the data analysis technique
used is descriptive analysis with the help of SmartPLS software. The data analysis method used
is measurement model analysis (outer model) and structural model (inner model). Measurement
model analysis (outer model) which consists of Convorgent Validity Test, Discriminant
Validity Test, Reliability Test. Meanwhile, the structural model analysis (inner model) consists
of R Square and Hypothesis Test (Path Coefficient).

RESULTS AND DISCUSSION

Partial Least Square (PLS) is a technique used to predict models with multiple factors.
The purpose of using SMART PLS is to predict relationships between constructs, confirm
theories, and relationships between latent variables. This method has the advantage of not
needing normally distributed research data. [43]. And other advantages can be used in a small
number of samples. SMART PLS is divided into 2 models, namely, Outer Model and Inner
model. Outer Model consists of reliability test and validity test, while inner model consists of

616
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coefficient of determination and hypothesis testing. Inner model or structural model testing is
carried out to see the relationship between variables, significance value and R-square of the
research model. The structural model is evaluated using the R-square for the dependent
variable, the t-test and the significance of the structural path parameter coefficients. [44].

Figure 2. Structural Model

c

The two types of models created in structural equation modeling are the measurement
model (outer model) and the structural model (inner model). Any part of the variance of the
manifest variables (indicators) that can be accounted for by the hidden variables is explained
by the measurement model. It is possible to determine which indications dominate the
emergence of latent variables through the measurement model. The structural model that will
see how each exogenous latent variable affects the endogenous latent variable is explained after
the measurement model for each latent variable is explained. In this study, there are 34 manifest
variables and 4 latent variables, including 7 knowledge sharing variables (X1), 6 creativity
value manifest variables (X2), 8 employee performance manifest variables (YY), and 13 job
satisfaction manifest variables (Z). The Smart PLS Version 4 program is the tool used, and is
tailor-made for estimating structural equations based on variance.

Table 1. Mean and Standard Deviation

Variables Item Mean Standard
Deviation

) 1.  When employees learn something new, they passit 4,72 0,665

= on to their colleagues.

8 2. Employees share information about work 4,68 0,466

o 3. Employees actively express opinions and 4,62 0,485

-§’ suggestions when discussing work problems with

= coworkers in accordance with sharia principles.

é 4. Staff at BSI bank often exchange knowledge on job 4,56 0,496

skills and information.
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5. When employees need certain knowledge, 4,56 0,496
employees ask each other to be taught about it.
6. When a colleague is an expert at work, employees 4,64 0,48
ask to be taught by each other.
7. Sharing knowledge with coworkers is considered a 4,64 0,48
natural thing in the company.
1. easily adapt to changes at work and find creative 4,54 0,498
solutions when faced with unexpected challenges.
2. employees enjoy working in teams and are willing 4,56 0,496

to listen to the ideas of others, thereby exploring a
variety of creative approaches.

E 3. employees often combine different experiencesand 4,64 0,48
‘>“ knowledge to solve problems at work.
> 4. employees always try to find ways so that the work 4,64 0,48
> given can be completed on time and with optimal
© results.
) 5. employees have the ability to identify barriers to 4,5 0,5
work and then break them down into solutions that
can be understood or overcome.
6. employees can receive input from coworkers or 4,62 0,485
customers to improve Islamic banking products or
services.
1. work provides opportunities for continuous 4,66 0,474
learning and development.
2. The responsibilities and tasks that employees carry 4,66 0,474
out are in accordance with their interests and
competencies.
3. employees feel valued and recognized for their 4,74 0,439
contributions and efforts at work.
4. wages are sufficient to meet financial and family 4,6 0,49
5 needs.
'§ 5. there are opportunities to get fair salary increases 4,6 0,49
> based on performance.
'*wg 6. The company provides clear and structured 4,68 0,466
o promotional opportunities.
S 7. the work provided provides opportunities for 4,72 0,449
growth and advancement.
8. have a clear career plan in the company and are 4,54 0,498
supported to achieve these goals.
9. Employees feel that superiors are fair in assessing 4,6 0,49
performance and provide appropriate rewards or
sanctions.
10. Superiors provide clear guidance and direction in 4,68 0,466

carrying out daily tasks.
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11. employees feel they have positive working 4,8 0,4
relationships with coworkers.
12. can work together with coworkers to achieve goals 4,68 0,466
at work.
13. can work together with colleagues to overcome 4,62 0,485
challenges and problems that arise.
1. able to work in accordance with the job 4,72 0,449
specifications set by Bank BSI Sidoarjo.
g 2. produce quality work according to what has been 4,64 0,48
S determined by Bank BSI Sidoarjo.
S 3. can achieve the target set by Bank BSI Sidoarjo. 4,62 0,485
£ 4. able to complete the work within the stipulated 4,68 0,466
& time.
L 5. always show up on time to start work. 4,68 0,466
2 6. always follow the activities of Bank BSI Sidoarjo 4,68 0,466
=3 until the end
L 7. able to work together with other coworkers. 4.7 0,458
8. able to solve work problems together with other 4,5 0,5
coworkers.

In this condition, the mean value is reliable and accurate because the standard deviation
value for each item on the three variables in the table above is lower than the mean value, which
indicates small data fluctuations in this study. In the variable knowledge sharing item 1 shows
a mean value of 4.72 and the highest, which means that employees at bank bsi kcp sidoarjo

have shown

a collaborative attitude and enthusiasm for sharing information and increasing

mutual knowledge. However, the request to be taught to colleagues shows a low mean number
in items 4 and 5 then in the creativity value variable in items 3 and 4 has the highest mean value

of 4.64, whi

ch means that employees already reflect high commitment and efficiency in

carrying out their duties properly and effectively. However, there are still some employees who

find it diffic
overcome. th

ult to identify obstacles in the work and elaborate into solutions that can be
is is evident from item 5 which has the lowest mean value.

In the job satisfaction variable, item 11 has the highest mean value of 4.8. This indicates
effective communication collaboration, as well as mutual support among team members.
Positive working relationships can create a pleasant work environment, increase productivity
which in turn can contribute to the success of the organization. However, there are still some
employees who feel they lack a clear career plan and receive sufficient support to achieve this.
This is evident from item 8 which has a low mean value.

In the employee performance variable, item 1 has the highest mean value, namely 4.72. This
indicates that the level of skill and suitability of employees with the duties and responsibilities

assumed. Em

ployees who are able to meet job specifications can make a significant contribution

to achieving company goals and increasing operational efficiency. However, there are still some
employees who experience problems in solving work problems together. This is evident from

item 8 which

Volume 25 N

has the lowest mean value.
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Outer Model Analysis

The specification of the relationship between latent variables and their manifest
variables is determined by testing the measurement model (outer model) which includes
convergent validity, discriminant validity, and reliability.
Convergent Validity

If the correlation value of an indicator has a loading value greater than 0.60, this means
that it has a high level of validity so that it meets Convergent Validity. [45]. Based on the results
of the validity and reliability tests carried out, several questionnaire items were canceled
because they did not meet the standard factor loading limits. In Construct X1 of 7 items, 4 items
remain. Then in construct X2 of the remaining 6 items 4 items and Construct Z canceled 1 item
out of 13 items. While the Y construct of 8 items left 6 items.

Table 2. Convergent Validity

Variables Knowledge Creativity Value Job Satisfaction Employee
Sharing Performance

X1.4 0,758

X1.5 0,707

X1.6 0,750

X1.7 0,797

X2.2 0,787

X2.3 0,771

X2.4 0,699

X2.6 0,773

Y1 0,685
Y2 0,786
Y3 0,833
Y4 0,807
Y7 0,919
Y8 0,820
Z1 0,620

Z10 0,838

Z11 0,699

Z12 0,815

Z13 0,839
Z3 0,677
Z4 0,714
Z5 0,654
Z6 0,651
Z7 0,693
Z8 0,697
Z9 0,773

Based on table 2 above, it can be seen that each indicator in the variable above has a
loading factor value> 0.60 so that it can be declared valid because it has met the requirements
for the correlation value. [44]. In addition to the outer loading value, the validity test of an
indicator can also be seen from the convergent validity value (Average Variance Extracted) The
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convergent validity value will be presented in Table 3.

Discriminate Validity
The Heterotrait-Monotrait Ratio (HTMT) value is examined as the final validity test.
To pass the discriminant validity test, the required HTMT ratio must be smaller than 1.

Table 3. discriminate validity

variable Creativity Job Employee  Knowledge  Average Variance
Value  Satisfaction Performance Sharing Extracted (AVE)

Creativity 0,758 0,527

Value

Job 0,866 0,726 0,658

Satisfaction

Employee 0,741 0,838 0,811 0,568

Performance

Knowledge 0,788 0,837 0,742 0,754 0,575

Sharing

Source: data processing SmartPLS 3.0

Since none of the heterotrait-monotrait ratio values are greater than 1, the research
model consisting of the four variables can be considered fulfilling. Evaluation of discriminant
validity is the second assessment of the outer model. Based on table 3 above, it can be seen that
the AVE value shows a value above 0.5 so that the AVE value shows good convergent validity.
The AVE value greater than 0.5 indicates that on average the construct explains more than half
(50%) of the variance of each indicator.

Cronbach Alpha and Composite Reliability

In this study, the Cronbach Alpha and Composite Reability values were examined as
part of the reliability test. If the Cronbach's Alpha and Composite Reability ratings of a research
tool are greater than 0.70, the tool is considered trustworthy and reliable.

Table 4. Cronbach Alpha and Composite Reliability

variable Cronbach's rho_A Composite

Alpha Reliability
Knowledge Sharing 0,753 0,758 0,844
Creativity Value 0,917 0,928 0,930
Job Satisfaction 0,894 0,902 0,920
Employee Performance 0,745 0,745 0,840

Source: SmartPLS 3.0 data analysis

Based on table 4 above, the results show that all variables have values above 0.7 and are
considered to have met the requirements for internal consistency reliability.
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Structural Model Testing (Inner Model)

The inner model is a structural model to predict the causal relationship between latent
variables. Through the bootstrapping process, the T-statistic test parameter is obtained to predict
the relationship. The inner model shows the strength of estimation between latent variables or
constructs.

Path Coefficient

Path coefficients are the values needed to show the angle of the relationship between the
variables, regardless of whether the hypothesis moves in a positive or negative direction. Path
coefficients typically range from -1 to +1, with values between 0 and +1 indicating a strong
positive relationship and 0 to -1 signifying a negative relationship.

Table 5. path coefficient

Path coefficients

Knowledge Sharing -> Employee Performance 0,129
Creativity Value -> Employee Performance 0,027
Knowledge Sharing -> Job Satisfaction 0,408
Creativity Value -> Job Satisfaction 0,545
Job Satisfaction -> Employee Performance 0,706

Source: SmartPLS 3.0 data analysis

Based on table. 5 above, there is a positive relationship between variables, with a value of more
than 0, meaning that if each independent variable increases by one unit, the dependent variable
that is affected will also increase by one unit.

Path Determination (R2)

The coefficient of determination (R2 ) explains, partially or simultaneously, changes in
the dependent variable (Ghozali, 2018). The value between 0 and 1 is the range of the
coefficient of determination (0 < R2 < 1). In addition, an R Square value of 0.75 is stated in the
strong group, an R Square value of 0.5 is stated in the medium category, and an R Square value
of 0.25 is stated in the weak category, according to Hair et al. (2011). The results of the R-
square test can be seen in Table 6.

Table 6. Path Determination (R2)

Variables R Square R Square
Adjusted
Job Satisfaction 0,814 0,806
Employee 0,707 0,688
Source: Performance SmartPLS

3.0 data analysis
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Based on table 6 above, it can be seen that the coefficient of determination (R square)
of the job satisfaction variable is 0.814, meaning that the variable knowledge sharing, creativity
value can explain the job satisfaction variable by 81.4% and 1.86% is explained by other
variables outside the specified hypothesis. Meanwhile, the R square value of employee
performance is 0. 707, meaning that the knowledge sharing, creativity value and job satisfaction
variables can explain the employee performance variable by 70.7%, and 29.3% is explained by
other variables outside the hypothesized variables.

Hypothesis Testing Analysis

Hypothesis testing is carried out to determine whether all variables ultimately have a
statistical relationship or influence, as previously hypothesized, or may also oppose the
hypothesis.

Path Coefficients (Direct Effect)

Hypothesis testing analysis is done by bootstrapping on SmartPLS 4.0 software. The
results are evaluated by looking at whether the path coefficient with t-statistic >1.96 and p-
value <0.05 If the result is positive, the hypothesis is considered valid. It has a positive and
significant impact on both endogenous and exogenous variables.

Table 7. Path Coefficients (Direct Effect)

Influence original Sample Standard T Statistics P Results  Hypothesis
sample Mean Deviation (O/STDEV) Values
(9)) (M) (STDEV)

Knowledge Sharing -> 0,417 0,430 0,130 3,195 0,001 positive Accepted
Employee Performance and
(H1) significant

effect
Creativity Value -> 0,412 0,405 0,132 3,124 0,002 positive Accepted
Employee Performance and
(H2) significant

effect
Knowledge Sharing -> 0,408 0,406 0,109 3,734 0,000 positive Accepted
Job Satisfaction (H3) and

significant

effect
Creativity Value -> Job 0,545 0,550 0,110 4,970 0,000 positive Accepted
Satisfaction (H4) and

significant

effect
Job Satisfaction -> 0,706 0,690 0,251 2,813 0,005 positive Accepted
Employee Performance and
(H5) significant

effect

Source: SmartPLS 3.0 data analysis

Based on table. 7 shows the statistical value of T> 1.96 and the value of P < 0.05, of the six
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hypotheses that have a direct effect are accepted, and have an effect.
e H1: the effect of knowledge sharing (X1) on employee performance (Y)

Based on table 5 above, it can be seen that the knowledge sharing variable (X1) on the
employee performance variable has a parameter coefficient value of 0.417 with a
statistical T value greater than the T-table (1.96) value of 3.195 and a value for
Pvalue <0.5, which is 0.001. Thus it can be said that knowledge sharing has a
positive and significant effect on employee performance, so that hypothesis H1
can be stated as accepted.

e H2: the effect of creativity value (X2) on employee performance ()
In the variable creativity value (X2) on the employee performance variable (Y) results
in a parameter coefficient of 0.412 with a T-statistic value greater than the T-table
(1.96) value of 3.124 and a value for P value <0.5, which is 0.002. Thus it can be
said that creativity value has a positive and significant effect on employee
performance, so it can be stated that hypothesis H2 is accepted.

e Ha3: the effect of knowledge sharing (X1) on job satisfaction (Z)

The variable knowledge sharing (X1) on job satisfaction (Z) produces a parameter
coefficient value of 0.408 with a T-statistic value greater than the T-table (1.96)
value of 3.734 and a value for P value <0.5, which is 0.000. This states that the
knowledge sharing variable on job satisfaction has the strongest influence because
the P-value is 0.00. Thus it can be said that knowledge sharing has a positive and
significant effect on job satisfaction, so it can be stated that hypothesis H3 is
accepted.

e H4: the effect of creativity value (X2) on job satisfaction (Z)

Variable creativity value (X2) on job satisfaction (Z) produces a parameter coefficient
value of 0.545 with a T-statistic value greater than the T-table (1.96) value of 4.970
and a value for P value <0.5, which is 0.000. This states that the creativity value
variable on job satisfaction has the strongest influence because the P-value is 0.00.
Thus it can be said that creativity value has a positive and significant effect on job
satisfaction, so it can be stated that hypothesis H4 is accepted.

e HB5: the effect of job satisfaction (Z) on employee performance (YY)

Variable job satisfaction (Z) on employee performance (Y) results in a parameter
coefficient value of 0.706 with a T-statistic value greater than the T-table (1.96)
value of 2.813 and a value for P value <0.5, which is 0.005. Thus it can be said
that job satisfaction has a positive and significant effect on employee performance,
S0 it can be stated that hypothesis H5 is accepted.
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Path Coefficients (Indirect Effect)

Table 8. Path Coefficients (Indirect Effect)

Influence original  Sample Standard T Statistics P Results  Hypothesis
sample Mean  Deviation (O/STDEV) Values
(O) (M) (STDEV)
Knowledge positive Accepted
Sharing -> Job and
Satisfaction -> 0,288 0,277 0,123 2,343 0,020  significant
Employee effect
Performance
(H6)
Creativity 0,385 0,378 0,159 2,423 0,016 positive Accepted
Value -> Job and
Satisfaction -> significant
Employee effect
Performance
(H7)

Source: SmartPLS 3.0 data analysis

e H6: the effect of knowledge sharing (X1) on employee performance () through job
satisfaction (2)
The variable knowledge sharing (X1) on employee performance (Y) through job
satisfaction (Z) produces a parameter coefficient value of 0.288 with a T-statistic value
greater than the T-table (1.96) value of 2.343 and a value for P value <0.5, which is
0.020. Thus it can be said that knowledge sharing has a positive and significant effect
on employee performance, through job satisfaction so that it can be stated that
hypothesis H6 is accepted.

eH7: the effect of creativity value (X2) on employee performance (Y) through job
satisfaction (Z) Variable creativity value (X2) on employee performance (YY) through
job satisfaction (Z) produces a parameter coefficient value of 0.385 with a T-statistic
value greater than the T-table (1.96) value of 2.423 and a value for P value <0.5, which
is 0.016. Thus it can be said that creativity value has a positive and significant effect on
employee performance, through job satisfaction so that it can be stated that hypothesis
H7 is accepted.

DISCUSSION
The Effect of Knowledge Sharing (X1) on Employee Performance (Y)

As can be observed from the calculation of hypothesis one testing above, that the
knowledge sharing variable has a positive and significant effect on employee performance. If
the application of knowledge sharing is poor, the performance of employees will also decrease.
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Vice versa, if the application of knowledge sharing is good, the performance of employees will
increase. The application of knowledge sharing at Bank BSI KCP Sidoarjo based on the average
score shows that knowledge sharing is in the good category. Knowledge sharing that has been
well described at Bank BSI KCP Sidoarjo, among others, when the researcher wants to
distribute questionnaires, it can be seen that employees are doing Briefing in the morning in
order to convey the latest information, today's goals and work focus to employees. not only
that, Bank BS1 KCP Sidoarjo employees also do knowledge sharing when conducting meetings
related to sharing product knowledge sessions, the latest product / feature applications and new
provisions at the BSI KCP Sidoarjo office. With knowledge sharing, employees can improve
their understanding of tasks and challenges, optimize work processes and create a collaborative
work environment. This can lead to increased productivity and service quality in the banking
context.

This research is in line with research conducted by [26] and [14]. Studies conducted in
different locations using the same variables found that employee performance in an
organization is influenced by knowledge sharing. employees in the organization must have a
mindset that encourages knowledge sharing as an effort to generate new concepts, increase
output, and realize the vision, mission, and goals of the organization. Worker attitudes play an
important role in how well knowledge sharing is implemented. Organizations must take action
to ensure that workers are willing and consistent to do knowledge sharing; Employee awareness
cannot happen by itself. Knowledge sharing activities will increase with employees' awareness
and intention to share knowledge.

Effect of Creativity Value (X2) on Employee Performance (Y)

As can be observed from the calculation of hypothesis two testing above, that the
creativity value variable has a positive and significant effect on employee performance.
Creativity and employee performance have a positive relationship, meaning that if creativity is
increased, employee performance will also increase. The opportunity given by the company to
employees to work creatively has gone well so as to improve employee performance. This can
be seen from the average answer strongly agree/agree with respondents on topics related to
creativity value on performance that employees often combine various experiences and
knowledge to solve problems at work and always try to find ways so that the work given can
be completed on time and with optimal results, this means that employees already reflect high
commitment and efficiency in carrying out their duties properly and effectively. Not only that,
the application of creativity value that has been running at BSI Bank KCP Sidoarjo includes;
taking an innovation-based approach to improve services and efficiency including product
development, creating new features that facilitate transactions and developing creative
marketing strategies to attract new customers.

The results of this study are in line with research [28] and [22] which states that
creativity value has a positive and significant effect on employee performance. This creativity
value supports the space for collaboration that can strengthen the creative culture in the
workplace. Enhancing creativity such as a creative person, giving encouragement, even
increasing skills and abilities will improve and improve employee performance. by encouraging
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creativity, BSI KCP Sidoarjo bank can provide added value to customers and increase
competitiveness in the banking industry. If in a company a leader or coworker always gives
enthusiasm or encouragement to colleagues in any form, it can be said that a person's creativity
will increase and be realized in a job.

The Effect of Knowledge Sharing (X1) on Employee Satisfaction (Z)

As can be observed from the calculation of hypothesis testing three in the previous
chapter, the Knowledge sharing variable has a positive and significant effect on job satisfaction.
This can be seen from the average answer strongly agree / agree with respondents on topics
related to knowledge sharing on satisfaction, that employees at bank bsi kcp sidoarjo have
shown a collaborative attitude and enthusiasm for sharing information and increasing mutual
knowledge. Employees at Bank BSI Syariah KCP Sidoarjo have carried out their role well at
work, such as regular meetings / when conducting meeting activities can be a platform for
sharing experiences and discussions related to certain tasks. Employees at Bank BSI KCP
Sidoarjo also contribute by creating knowledge documentation such as guides or reference
documents that can be accessed by other team members.

The results of this study are in accordance with the findings of research conducted by
[20] and [8] which states that knowledge sharing has a positive and significant effect on job
satisfaction. In addition, the results of this study are also reinforced by the theory of Luthans
[46] which states that one of the factors that can affect job satisfaction is coworkers, where if
employees have good coworkers, employees will easily share their experiences or knowledge
without feeling awkward. By doing knowledge sharing, employees will get comfort in the
workplace. Creating an environment where information can be accessed more easily, allowing
employees to develop and providing a sense of support from coworkers all play a role in
increasing employee satisfaction.

Effect of Creativity Value (X2) on Job Satisfaction (Z)

As can be observed from the calculation of hypothesis four testing in the previous
chapter, the creativity value variable has a positive and significant effect on job satisfaction.
This means that a positive creativity value for employees can increase their satisfaction with
the company. In this study, the highest item size is seen in the understanding of BSI Bank
Sidoarjo employees who already reflect high commitment and efficiency in carrying out their
duties properly and effectively. Bank BSI KCP Sidoarjo leaders also provide opportunities for
employees to participate in structured brainstorming sessions where employees can freely
express new ideas related to banking products, services and processes. The results of this study
are in line with research [22] and [47] . creativity enables employees to develop new ideas,
innovative solutions and creative approaches in delivering services. This not only improves
service quality but also creates a more positive experience for customers or coworkers, which
in turn can increase overall satisfaction.

Effect of Job Satisfaction (Z) on Employee Performance (Y)

As can be observed from the calculation of hypothesis five testing above, that job
satisfaction has a positive and significant effect on employee performance. In this study, the
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highest item size seen in topics related to job satisfaction on performance shows effective
communication collaboration, as well as mutual support among team members. Positive work
relationships can create a pleasant work environment, increase productivity which in turn can
contribute to the success of the organization. The relationship means that the more satisfied
employees are with the company, the better the work performance and work results shown will
be. High job satisfaction will also have a good effect on employee performance. employees at
bank BSI KCP Sidoarjo feel satisfied if the work given is in accordance with their abilities and
are appreciated for their contribution to work. The results of this study are in line with previous
research from [23] and [48] . Someone who has a high level of job satisfaction shows a positive
attitude towards their work. The importance of the role of employees in an organization or
company, it is also important to pay attention to the factors that affect employee job
satisfaction.[31]. Satisfied employees tend to work more effectively and make better
contributions to organizational goals.

The Effect of Knowledge Sharing (X1) on Employee Performance (Y) through Job
Satisfaction (Z) as an Intervening Variable.

As can be observed from the calculation of hypothesis six testing above, that the
knowledge sharing variable has a positive and significant effect on employee performance
through job satisfaction as an intervening variable at BSI Bank KCP Sidoarjo. This means that
the more employees who share knowledge about work, it will increase employee knowledge so
that later employees can feel satisfied with their work and will improve their performance. This
is in line with research findings [41] . An open and mutually supportive knowledge sharing
process can build trust among employees. This trust can create a satisfying work environment
that can increase employee satisfaction. With employee satisfaction acting as an intervening
variable, this can indicate that increasing knowledge sharing can have a positive impact on
employee performance through increasing employee satisfaction with work and the work
environment. By building a knowledge sharing culture, organizations can create an
environment that supports employee growth and achievement which contributes positively to
overall company performance.

The Effect of Creativity Value (X2) on Employee Performance (Y) Through Job Satisfaction
(Z) as an Intervening Variable.

As can be observed from the calculation of hypothesis testing seven above, that the
creativity value variable has a positive and significant effect on employee performance through
job satisfaction as an intervening variable at bank BSI KCP Sidoarjo. The application of
creativity value to employees of Bank BSI KCP Sidoarjo has been done well. This is in line
with research findings [21] and [29]. The creativity shown by employees in creating creative
products has a measurable value. This value is the employee's perception of the fulfillment of
work value, which ultimately has an impact on employee job satisfaction. In other words, the
higher the level of employee creativity in creating services or products, the higher the value
given to their job satisfaction. [22]. This creativity process is considered indispensable for
creating something that can support employee performance. The creativity process involves the
ability of employees to complete the given workload in an innovative and creative way. The
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integration of creativity and job satisfaction values can create a productive work environment
and motivate employees to make greater contributions.

CONCLUSIONS AND SUGGESTIONS

Based on the results of the research that has been conducted and data analysis as
described in the previous chapter, the following conclusions are presented from the research
results: (1) knowledge sharing, creativity value and job satisfaction have a positive and
significant influence on employee performance; (2) through job satisfaction as an intervening
variable, knowledge sharing and creativity value have a positive and significant influence on
employee performance. So with the research findings using structural equation modeling
(SEM), knowledge sharing, creativity value, and job satisfaction directly have a strong positive
impact on employee performance. Furthermore, knowledge sharing and creativity value
significantly on employee performance of Bank BSI KCP Sidoarjo through job satisfaction.
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would like to express (1) Thank you to Bank BSI KCP Sidoarjo and all staff who have helped
and participated in my research; (2) Both parents who are always there to support, and motivate
me so that | can complete this final project and education; (3) As well as friends in arms who
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REFERENCES

[1]C. Name et al., "NoE & MBERERZ P L LE-AEESEHEICH 1T5 /HBEEEIC
B9 2 I Bk & 7 H Title," Pap. Knowl. . Towar. a Media Hist. Doc., vol. 3, no. 2,
p. 6, 2021.

[2]N. W. Sayekti, A. T. Mauleny, A. S. Alhusain, and Lisnawati, "Merger of State-
Owned Islamic Banks: Quo Vadis?", Kajian, vol. 25, no. 3, pp. 231-250, 2020.

[3]P. Musyarakah, T. Aset, B. Umum, and S. Di, "No Title," 2022.

[4]D. A. Agustina, A. E. Dimawan, M. F. Ridho, and ..., "Improving the Quality of
Human Resource Management in Islamic Banking," J. Educ. ... , vol. 9, no. 3, pp.
98-101, 2021, [Online]. Available:
https://journal.ipts.ac.id/index.php/ED/article/view/2665%0Ahttps://journal.ipts.ac.id/i

ndex.php/ED/article/download/2665/1797

[5]A. Herry and V. Drifanda, "The Role of Human Resources for Regional Growth,” Semin.

629
Volume 25 No 1 (2024)



FAKULTAS EKONOMI

UNIVERSITAS ISLAM LAMONGAN

JURNAL EKBIS Qsinta

ANALISIS, PREDIKSI, DAN INFORMASI | |

https:/fjurnalekonomi.unisla.ac.id P-ISNN : 1979- 746X

National. Keindonesiaan ..., vol. x, no. X, pp. 848-858, 2021, [Online]. Available:
http://conference.upgris.ac.id/index.php/snk/article/view/2791

[6]S. Nur Muthia Naseh, R. Frendika, and A. Roosallyn Assyofa, "The Effect of
Knowledge Sharing and Competence on Employee Performance at PT Eleska latki
Bandung City," Bandung Conf. Ser. Bus. Manag., vol. 3, no. 1, pp. 115-124, 2023, doi:
10.29313/bcsbm.v3i1.5873.

[7]R. Fox, "Information economy,"” Digit. Libr. Perspect., vol. 34, no. 2, pp. 78-83, 2018,
doi: 10.1108/DLP-10-2017-0040.

[8]T. Simanjuntan and V. S. S. Sitio, "The Effect of Knowledge Sharing and Employee
Engagement on Employee Job Satisfaction of Narma Toserba, Narogong Bogor," J. Inov.
Mhs. Manaj., vol. 2, no. 1, pp. 42-54, 2021.

[9]V. Nurhaliza and R. Abadiyah, SE., M.S.M., CHCM, "Culture of Innovation and
Creativity Value in Improving Employee Performance Through Employee Satisfaction
PT. ACT INDONESIA" Acad. Open, vol. 7, pp. 1-14, 2022, doi:
10.21070/acopen.7.2022.3478.

[J. Dama and I. W. J. Ogi, "The Effect of Innovation on and Creativity on Employee
Performance at Pt Bank Mandiri (Persero) Tbk. Manado,"” J. EMBA J. Ris. Econ.
Management, Business and Account., vol. 6, no. 1, pp. 41-50, 2018.

[11]Y. D. Sagita and A. Setiorini, "The Effect of Creativity and Innovation on Employee
Job Satisfaction of Mnc Animation,” J. Ekon. and Ind., vol. 23, no. 2, pp. 417-425, 2022,
doi: 10.35137/jei.v23i2.729.

[12]R. R. Hanawidjaya, S. Sindrawati, N. Sumiati, and R. A. Barokah, "The Effect of
Job Satisfaction on Employee Performance at Pt. Niaga Nusa Abadi Subang," J. Econ.,
vol. 1, no. 2, pp. 203-218, 2022, doi: 10.55681/economina.v1i2.51.

[13]M. F. Aditia and K. Sudiana, "The Effect of Job Satisfaction on Employee
Performance of Cilimus Health Center," e-Proceding Manag., vol. 10, no. 2, p. 738,
2023.

[14]K. Khaerana and B. Mangiwa, "The Effect of Knowledge Sharing on Employee
Performance at PT PLN (Persero),” J. Manaj. STIE Muhammadiyah Palopo, vol. 7, no.
2, p. 63, 2021, doi: 10.35906/jurman.v7i2.919.

[15]K. On, P. T. Umc, and C. Bojonegoro, "The influence of knowledge sharing on
employee performance at pt. umc bojonegoro branch,” vol. 5, pp. 1-5, 2017.

[16]Y. Anggreyana, "The Effect of Information Sharing, Knowledge Sharing and
Relationship on Employee Performance at Bank Mandiri Tarakan City," J. lIm. Univ.
Borneo Tarakan, vol. 2, no. 1, 2018.

630
Volume 25 No 1 (2024)



FAKULTAS EKONOMI

UNIVERSITAS ISLAM LAMONGAN

JURNAL EKBIS Qsinta

ANALISIS, PREDIKSI, DAN INFORMASI | |

https:/fjurnalekonomi.unisla.ac.id P-ISNN : 1979- 746X

[17]C. Author, "Management Studies and Entrepreneurship Journal,” vol. 3, no. June,
pp. 1314-1321, 2022.

[18]K. Apryani and M. Siagian, "SEIKO: Journal of Management & Business The Effect
of Job Creativity, Work Experience, and Work Motivation on Employee Performance of
PT Indo Kreasi Grafika,” wvol. 6, no. 1, pp. 931-942, 2023, doi:
10.37531/sejaman.v6i1.3813.

[19]P. Berbagi, P. Dan, and K. Cakung, "Journal of Pijar Management and Business
Studies,"” vol. 1, no. 4, pp. 864-872, 2023.

[20]D. F. Restyorini, "THE EFFECT OF KNOWLEDGE MANAGEMENT ON
EMPLOYEE SATISFACTION AT PT. SEMEN INDONESIA (PERSERO) TBK
Knowledge management implemented at PT. Semen Indonesia is considered capable of
fulfilling employee satisfaction. This is of course followed by several aspects,” pp. 1-12.

[21]T. P. Astuti, R. Sitawati, and Tukijan, "The Effect of Creativity and Innovative
Behavior on Employee Performance with Job Satisfaction as a Mediating Variable
(Study at Pandanaran Hotel Semarang),” J. Ekon. Manaj. and Account., no. 47, pp. 53-
64, 2019.

[22]N. R. Adhika, "The Effect of Creativity on the relationship between Job Satisfaction
and Employee Performance at Cooperatives in North Denpasar District,"” vol. 4, no. 2,
pp. 101-110, 2022.

[23]M. Sembiring and H. Tanjung, "The Mediating Effect of Job Satisfaction on the
Effect of Motivation and Work Ability on Employee Performance,” vol. 4, pp. 131-144,
2021.

[24]M. K. Work, "Journal of Ecobistek,” wvol. 11, pp. 448-453, 2022, doi:
10.35134/ekobistek.v11i4.446.

[25]E. Fauziek, "THE EFFECT OF JOB SATISFACTION ON EMPLOYEE
PERFORMANCE WITH WORK STRESS AS A MEDIATING VARIABLE," vol. Ill,
no. 3, pp. 680-687, 2021.

[26]E. Erwina and M. Mira, "The Effect of Knowledge Sharing on Employee
Performance at Drinking Water Company (Pam) Tirta Mangkaluku Kota Palopo,"”
JEMMA | J. Econ. Manag. Account., vol. 2, no. 2, p. 75, 2019, doi:
10.35914/jemma.v2i2.251.

[27]F. Danuputra et al., "THE INFLUENCE OF KNOWLEDGE SHARING'S
DIMENSION ON EMPLOYEE PERFORMANCE (STUDY ON TELKOM
UNIVERSITY NON-LECTURER EMPLOYEES) Abstract Source," vol. 6, no. 2, pp.
2404-2409, 20109.

631
Volume 25 No 1 (2024)



FAKULTAS EKONOMI

UNIVERSITAS ISLAM LAMONGAN

JURNAL EKBIS @sinta

ANALISIS, PREDIKSI, DAN INFORMASI | |

https://jurnalekonomi.unisla.ac.id P-ISNN : 1979- 746X

[28]Y. C. Rompas et al., "Innovation and Creativity in Relation to Employee
Performance,” pp. 163-167.

[29]S. Supriyanto, "The Effect of Emotional Intelligence and Employee Creativity on
Employee Performance with Job Satisfaction as an Intervening Variable Study on
Generation Y Employees at the Regional Secretariat of Blora Regency," Innov. Theory
Pract. Manag. J., vol. 2, no. 1, pp. 87-104, 2023, doi: 10.56444/jitpm.v2i1.380.

[30] "No Title," 2020.
[31]L. B. Research, P. Indonesia, and D. J. West, "CHAPTER 1",

[32]R. A. Wahyuni, "Perceived Organizational Support and Talent Management on
Employee Performance through Employee Engagement,” J. Ilmu Manaj., vol. 7, no. 4,
pp. 905-913, 2019.

[33]l. K. Indrajita and I. G. A. Mahayasa, "The Effect of Creativity and Innovation on
Employee Performance at PT. Tohpati Grafika Utama Denpasar," vol. 1, no. 1, pp. 1-13,
2021.

[34]P. Salary, B. Knowledge, and D. A. N. B. Organizational, "ON ISLAMIC
PERSPECTIVE ORGANIZATIONAL CITIZENSHIP BEHAVIOR (OCBIP) WITH
WORK SATISFACTION AS A MEDIATING VARIABLE (CASE STUDY ON PT.
DIANSURYA GLOBAL) Journal Publication Written by: Name Student Number Major
Field of Concentration: Fikri A," no. x, 2019.

[35] "No Title," 2021.

[36]M. Sukmajati, "The effect of proactive personality on career satisfaction and
employee performance with employee creativity as an intervening variable," vol. 17, no.
2, pp. 39-48, 2020.

[37]P. T. Post and W. A. Areros, "The Effect of Job Satisfaction on Office Employee
Performance,” vol. 2, no. 2, pp. 119-123, 2021.

[38]A. Hamid, F. Engineering, U. Batam, F. Economics, and U. P. Batam, "THE
EFFECT OF JOB SATISFACTION ON EMPLOYEE PERFORMANCE," vol. 4, no. 2,
pp. 326-335, 2019.

[39]P. Pt, G. Multi, and M. Blora, "No Title,” pp. 1-19.

[40]M. Yuniarti, M. Mursidi, and R. S. Arifiani, "The Effect of Work Motivation and
Knowledge Sharing on Employee Performance with Job Satisfaction as a Mediating
Variable," Jamanika (Journal of Business Management and Entrepreneurship), vol. 3,
no. 02, pp. 98-110, 2023, doi: 10.22219/jamanika.v3i02.27364.

[41]A. Rahman and N. Hasan, "Modeling the Effect of KM and HRM Processes on

632
Volume 25 No 1 (2024)



@ FAKULTAS EKONOMI
i lsh/ UNIVERSITAS ISLAM LAMONGAN

JURNAL EKBIS Csinta

ANALISIS, PREDIKSI, DAN INFORMASI .

https://jurnalekonomi.unisla.ac.id P-ISNN : 1979- 746X

Organizational Performance and Employee Job Satisfaction,” no. 7, 2017, doi:
10.5539/ijbm.v12n7p35.

[42]M. A. TRIANDEWO and Y. YUSTINE, "The Effect of Service Quality, Company
Image and Trust on Consumer Loyalty," J. Business and Account., vol. 22, no. 1, pp. 13-
24, 2020, doi: 10.34208/jba.v22i1.743.

[43]K. C. Aulia and R. Abadiyah, "Antecedents of Sharia Engagement at Bank BTN
Syariah Surabaya: The Mediating Role of Organizational Commitment”, pp: The
Mediating Role of Organizational Commitment],” pp. 1-18, 2022.

[44]S. J. Hernita, W. Sidik, and V. F. Sanjaya, "The Effect of E-Service and System
Quality on E-Learning System User Satisfaction with Perceived Value Moderation,"
Target J. Manaj. Business, vol. 2, no. 2, pp. 257-264, 2020, doi:
10.30812/target.v2i2.1001.

[Ardiansyah, "CHAPTER_IV not deleted,"” pp. 50-89, 2017.

[46]R. Hidayat, "The Relationship Between Organizational Climate and Work
Motivation with Job Satisfaction in Employees of Pt. Blue Bird Pekanbaru,” Faculty of
Psychol. Univ. State Islamic University Sultan Syarif Kasim Riau Pekanbaru, pp. 10-26,
20109.

[J. C. Kurniawan, Y. Arianto, B. Nugroho, U. Catholic, I. Atma, and J. Jakarta, "THE
EFFECT OF EMPLOYEE CREATIVITY ON JOB PERFORMANCE DIMEDIATED
BY JOB SATISFACTION," wvol. 18, no. 1, pp. 53-64, 2021, doi:
10.25170/jm.v18i1.2266.

[48]R. Damayanti, A. Hanafi, and A. Cahyadi, "THE EFFECT OF WORK
SATISFACTION ON EMPLOYEE PERFORMANCE (CASE STUDY OF NON
MEDICAL EMPLOYEES OF SITI KHADIJAH ISLAMIC HOSPITAL
PALEMBANG) Riski Damayanti 1, Agustina Hanafi 2, & Afriyadi Cahyadi 3, | IIm.
Manaj. Business and Applied. Year, no. 2, pp. 75-86, 2018.

633
Volume 25 No 1 (2024)



