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1. INTRODUCTION

Human resources (HR) play an important role in an organization. Organizations, in
various forms and purposes, are designed based on a shared vision and run by humans
to achieve the established mission. Employees or workers are the most valuable HR
elements in an organization. Without competent and qualified employees, it is difficult for
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an organization to achieve its goals optimally. The organizational process runs in a
system consisting of structured activities and is carried out continuously to achieve
common goals. To realize these goals, organizations not only need material and capital
support, but also superior and competent human resources. Quality HR is the main
determinant of the success of implementing the organization's strategy and operations as
a whole (Harimu et al., 2021).

Quality human resources play a crucial role in company performance, particularly
in Indonesia’s coal and oil and gas refining sector, which contributes significantly to
foreign exchange, job creation, and national economic growth. Supported by skilled
workers and effective management, this sector ranks second in GDP contribution,
reflecting its substantial economic value and multiplier effects such as employment,
investment, and state revenue, while also serving as a key driver of national economic
stability and sustainability. Petroleum, a key product of the coal and refining industry, is
a vital fossil fuel that supports global energy needs and serves as the main raw material
for fuels and various chemical products. Its importance makes the upstream oil and gas
industry a major contributor to state revenue, regional development, job creation, and
local industry growth. PT Pertamina Hulu Rokan (PHR), a subsidiary of PT Pertamina
(Persero) under PT Pertamina Hulu Energi (PHE), was established on December 20, 2018,
and has managed the Rokan Working Area since August 9, 2021.

Several external factors are considered to influence employee performance at PT
Pertamina Hulu Rokan. Strict regulations in the oil and gas industry require companies
to continually update their technical knowledge, operational standards, and legal
compliance, thus encouraging the implementation of effective knowledge management.
Meanwhile, fluctuations in global oil prices can create business uncertainty, requiring
employees to be more creative in finding efficiency solutions, operational innovations, and
adaptation strategies. The combination of these two factors can enhance or hinder the
effectiveness of knowledge management in encouraging creativity, which ultimately
impacts overall employee performance. The results of the pre-research analysis show that
the average production level of Pertamina Hulu Rokan recorded quite significant
performance when compared to other regions, such as the upstream energy regions of
Jambi, East Kalimantan, and Sanga. The high production in the Rokan Working Area
reflects the optimization of oil and gas resource management that is carried out
consistently. However, despite recording a high production level, there are problems at
Pertamina Hulu Rokan related to fluctuating productivity levels every month. In addition,
it is also known that oil and condensate production at Pertamina Hulu Rokan still
experiences significant variations, with fluctuating patterns of increases and decreases.
This phenomenon reflects performance problems that are influenced by various factors,
including the level of success of exploration and production activities, technical
conditions in the field, and the implementation of human resource management
strategies. This change is an important indication for the company to continue to
evaluate performance and improve operational effectiveness.

One of the efforts that companies can make to improve their performance is by
implementing a knowledge management system. The theory in Harimu and Pio (2021)
research explains that knowledge management is a field of science that has a crucial role
in the process of transferring knowledge, skills, and effective work behavior within an
organization. This not only focuses on collecting information, but also on managing and
distributing knowledge in a structured manner to ensure that every individual in the
organization can access resources that are relevant to their tasks. With an effective
knowledge management system, employees have access to relevant and up-to-date
information, which allows them to make better decisions and complete tasks faster. In
addition, the transfer of skills and work behavior through knowledge-based training
helps create a competent and adaptive workforce to change. As a result, employee
performance increases significantly, which ultimately contributes to the success and
competitiveness of the organization (Purnama & Riyanto, 2020).
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Previous studies have examined the same topic related to knowledge management
and employee performance. The first study was conducted by Pinasti and Nurdin (2023)
with the aim of determining the effect of knowledge management on employee
performance at PT. Telekomunikasi Indonesia Tbk Bima. The results of the study
explained that knowledge management has an effect on employee performance. Further
research was conducted by Chandra and Hadiyanti (2020) aimed to test the relationship
between knowledge management and employee performance at PT. BPD Kaltim Kaltara
Samarinda Head Office. The study explained that knowledge management has a positive
effect on Employee Performance. There is a research gap from several previous studies
that discuss the impact of knowledge management on employee performance in a
company. The difference in previous studies lies in the use of indicators and variable
constructs used. As in the study of Obeso and Hernandez-Linares (2020) which used
three types of knowledge management systems consisting of knowledge generation (KG),
knowledge storage (KS) and knowledge flow (KF) affecting employee performance in the
company. Meanwhile, research conducted by Karyatun, Yuliantini and Tama Putra
Saratian (2023) used indicators such as technological, procedural, and individual
knowledge which were tested against employee performance.

The main difference between previous research and the current research lies in
the focus of the use of creativity variables. This study specifically explores the role of
creativity as a mediating variable in the relationship between knowledge management
and employee performance. This approach offers a new perspective that has not been
widely discussed in previous research, where the direct relationship between knowledge
management and employee performance is more often the main discussion. Based on
this, the author is interested in conducting a study entitled "The Effect of Knowledge
Management on Employee Performance through Employee Creativity at Pertamina Hulu
Rokan, Riau"

2. RESEARCH METHOD

This type of research is explanatory research by adopting quantitative methods, which is
an approach based on the philosophy of positivism. This quantitative method is used to
research a particular population or sample by collecting data through research
instruments. The results obtained from the analysis of the data are in the form of
statistical figures used to test previously established hypotheses, with the aim of
producing more objective and measurable evidence. In this study, the data sources used
are primary and secondary data. Primary data was obtained from the results of a
questionnaire distributed to respondents using Google Form. While secondary data was
obtained from articles, books, national and international journals and previous research.
The data collection technique chosen was interviews and conducting online
questionnaires distributed via Google Form. The selection of this method aims to obtain
relevant primary data directly from respondents, either through in-depth interaction in
interviews or through structured responses in questionnaires.

The sampling technique used in this study is saturated or census sampling. The
definition of saturated or census sampling according to Sugiyono (2018) is a sampling
technique when all members of the population are used as samples. Another term for
saturated sampling is census. So the sample is 86 employees of the project division at
PT. Pertamina Hulu Rokan, Riau. The data analysis technique used in this study is the
Variance Based Structural Equation Model (SEM), which is processed using the Partial
Least Square (Smart-PLS) program. According to Hair, Joseph and William (2014) one of
the data analysis methods used is multivariate analysis. Meanwhile, according to
Juliandi (2018), multivariate analysis is a statistical technique used to analyze several
variables simultaneously. Sugiyono (2018) explains that SEM combines factor analysis,
structural models, and path analysis in one approach. Thus, in SEM modeling, there are
three data processing methods that are carried out simultaneously, namely checking the
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validity and reliability of the instrument (which is related to confirmatory factor analysis),
testing the relationship between variables (which is related to path analysis), and finding
a suitable model for prediction (which is related to regression analysis or structural
model).

3. RESULTS AND DISCUSSIONS

3.1 Descriptive analysis

Based on the distribution of respondents' responses, knowledge management is
considered to be able to influence employee performance. There is a strong commitment
to using technology among employees, indicating that PT Pertamina Hulu Rokan is not
only focused on developing existing knowledge but also open to adopting new
technologies as a means of knowledge creation. Furthermore, the form of employee
creativity that contributes most to performance is employees' ability to change their work
methods to be different from usual, confirming that employees feel encouraged to think
outside the box and dare to make breakthroughs in their work processes.

3.2 Convergent Validity

The outer loading value, also known as the loading factor, is used to test the
convergent validity in the measurement model. If an indicator has an outer loading value
above 0.70, then the indicator is considered to meet the convergent validity requirements
in the good category. The higher this value, the stronger the evidence that the indicator
consistently and accurately represents the latent variable being measured. In other
words, an indicator with a high loading value shows a significant contribution to its
construct. The outer loading value of each indicator in the research variable is presented
in the following table :

Table 1. First Outer Loading Test Results

Variable Indicator Outer Loading Information

X1.1 0.493 Invalid

X1.2 0.519 Invalid
X1.3 0.709 Valid

X1.4 0.669 Invalid
X1.5 0.722 Valid

X2.1 0.564 Invalid

X2.2 0.633 Invalid
X2.3 0.743 Valid
Knowledge management (X) X024 0.716 Valid
X2.5 0.729 Valid
X2.6 0.705 Valid
X3.1 0.782 Valid
X3.2 0.830 Valid
X3.3 0.786 Valid
X3.4 0.752 Valid
X3.5 0.707 Valid
X3.6 0.760 Valid
X3.7 0.721 Valid
Z1 0.717 Valid
Z2 0.743 Valid
Z3 0.811 Valid
L Z4 0.755 Valid
Creativity (Z) z5 0.799 Valid
Z6 0.756 Valid

z7 0.092 Invalid

Z8 0.651 Invalid
Y1 0.727 Valid
Y2 0.833 Valid
Employee performance (Y) Y3 0.778 Valid
Y4 0.732 Valid
YS 0.783 Valid
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Variable Indicator Outer Loading Information
Y6 0.774 Valid
Y7 0.676 Invalid
Y8 0.798 Valid
Y9 0.490 Invalid
Y10 0.738 Valid

Based on the test table above, it is known that there are several questionnaire
items that are invalid in the study. The questionnaire items are X1.1, X1.2, X1.4, X2.1,
X2.2, Z7, Z8, Y7, and Y9. Therefore, the questionnaire items were eliminated from the
research and retested. The final test results after eliminating the questionnaire items can
be seen in the following table:

Variable Indicator Outer Loading Information
X2.3 0.762 Valid
X2.4 0.703 Valid
X2.5 0.717 Valid
X2.6 0.709 Valid
Knowledge management (X) X3.1 0.796 Valid
X3.2 0.842 Valid
X3.3 0.822 Valid
X3.4 0.809 Valid
X3.5 0.748 Valid
X3.6 0.784 Valid
X3.7 0.742 Valid
Z1 0.726 Valid
Z2 0.762 Valid
Z3 0.811 Valid
Creativity (Z) Z4 0.767 Valid
Z5 0.793 Valid
Z6 0.756 Valid
Z1 0.726 Valid
Z2 0.762 Valid
Y1 0.737 Valid
Y10 0.723 Valid
Y2 0.848 Valid
Employee performance (Y) Y3 0.799 Valid
Y4 0.739 Valid
Y5 0.803 Valid
Y6 0.776 Valid
Y8 0.789 Valid

The data processing results presented in Table 2 show that all indicators in the
research variables have outer loading values above 0.7. This finding indicates that each
indicator has met the required convergent validity criteria, thus the constructs in the
model can be declared to have an adequate level of validity. Thus, each indicator is
proven to be able to measure the latent variables accurately and consistently. In addition
to evaluating outer loadings, construct validity can also be analyzed using another
approach, namely by looking at the Average Variance Extracted (AVE) value. A model is
considered good quality if the AVE value for each construct exceeds 0.5, which means
that most of the variance of the indicator can be explained by the latent construct it
represents.

Table 2. Average Variance Extracted (AVE) value

Average variance extracted (AVE)

Employee performance (Y) 0.605
Knowledge management (X) 0.590
Creativity (Z) 0.593
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Based on the test results presented in the previous table, all variables in this
study had Average Variance Extracted (AVE) values exceeding 0.5. This value indicates
that more than 50% of the variance in each indicator was successfully explained by the
measured latent construct. This indicates that all constructs in the model have met the
criteria for good convergent validity and are able to represent their indicators robustly
and consistently.

3.3 Discriminant Validity

After the convergent validity testing process is completed, the next stage is to
conduct a discriminant validity test, which aims to ensure that each construct in the
model clearly measures a distinct concept and does not overlap with one another. In this
test, reflective indicators are evaluated using cross-loading values, namely by comparing
the strength of the indicator's relationship to the measured construct (the original
construct) and other constructs. An indicator is considered to meet the discriminant
validity criteria if the outer loading value for the original construct is higher than the
loading value for other constructs in the model. This indicates that the indicator
specifically and accurately represents only the intended construct, not other constructs.

Table 3. Cross Loading Value

Employee performance (Y) Knowledge management (X) Cre(aZt;wty
X2.3 0.521 0.762 0.448
X2.4 0.512 0.703 0.428
X2.5 0.638 0.717 0.515
X2.6 0.431 0.709 0.439
X3.1 0.534 0.796 0.439
X3.2 0.540 0.842 0.476
X3.3 0.570 0.822 0.538
X3.4 0.616 0.809 0.480
X3.5 0.572 0.748 0.519
X3.6 0.596 0.784 0.541
X3.7 0.621 0.742 0.585
Y1 0.737 0.589 0.474
Y10 0.723 0.573 0.604
Y2 0.848 0.560 0.553
Y3 0.799 0.602 0.599
Y4 0.739 0.516 0.670
Y5 0.803 0.531 0.588
Y6 0.776 0.566 0.614
Y8 0.789 0.628 0.574
Z1 0.568 0.557 0.726
z2 0.452 0.506 0.762
Z3 0.598 0.586 0.811
z4 0.566 0.438 0.767
Z5 0.610 0.424 0.793
Z6 0.670 0.457 0.756

Based on the test results presented in the table above, it can be seen that all
constructs in the research variables show higher correlation values with their own
indicators compared to the correlation with other constructs. This finding indicates that
each item in the model has successfully met the criteria for discriminant validity, as it is
able to clearly and consistently differentiate between one construct and another. In
addition to cross-loading analysis, discriminant validity can also be tested using the
Fornell-Larcker Criterion approach, which assesses the extent to which a latent construct
has a stronger relationship with its own indicators compared to its relationship with
other constructs. The results of the test using the Fornell-Larcker method are presented
in the following table.
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Table 4. Fornell-Larcker Criterion Value

Employee Knowledge Creativity
performance (Y) management (X) (2)
Employee performance (Y) 0.778
Knowledge management (X) 0.735 0.768
Creativity (Z) 0.755 0.646 0.770

Based on the results presented in Table 3.15, it can be concluded that each
construct in the research model shows a higher Fornell-Larcker Criterion value compared
to the correlation value with other constructs. This indicates that each latent variable has
the strongest relationship with its own indicators, compared to its relationship with other
constructs in the model.

3.4 Reliability

To ensure that the measurement process is accurate and error-free, the final step
in outer model evaluation is to conduct a reliability test on the model that has been
constructed. This test aims to assess the extent to which the research instrument can
provide consistent and stable measurement results in representing the construct being
measured. The two main indicators used in this stage are Composite Reliability and
Cronbach's Alpha, both of which are used to evaluate internal consistency, or the
agreement between items within a construct. In general, an instrument is considered
reliable if the value of both indicators is above 0.60, and is categorized as good if the
value reaches or exceeds 0.70, indicating that the measuring instrument is reliable for
further analysis.

Table 5. Reliability Test

Cronbach's Composite Composite
alpha reliability (rho_a) reliability (rho_c)
Employee performance (Y) 0.906 0.907 0.924
Knowledge management (X) 0.930 0.932 0.940
Creativity (Z) 0.862 0.864 0.897

Based on the test results presented in the table above, it can be seen that all
latent variables in the model have Composite Reliability and Cronbach's Alpha values
above 0.70. These values indicate that each construct has met good internal reliability
standards, meaning the research instrument is able to measure the variables
consistently and stably. These results provide confidence that the items within each
construct are strongly correlated with each other and can be relied upon as measuring
instruments in the model.

3.5 Coefficient of Determination Test

The coefficient of determination (R? test is conducted to assess the extent to
which endogenous latent variables in the model can be explained by exogenous latent
variables. The R? value is used as an indicator to evaluate the model's predictive ability;
the higher the value, the greater the proportion of the dependent variable's variance that
can be explained by the independent constructs in the model. In other words, R? reflects
how well the structural model explains the relationships between the variables under
study. This test serves as a benchmark in assessing the overall strength and quality of
the model. The complete results of the coefficient of determination test in this study can
be seen in the following table.

Table 6. Coefficient of Determination Test

R-square R-square adjusted
Employee performance (Y) 0.675 0.667
Creativity (Z) 0.417 0.410
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The results of the inner model test show that the creativity variable has an R?
value of 0.417. This value indicates that the creativity construct, which acts as an
intervening variable, is in the moderate category in terms of its ability to be explained by
the independent variables in the model. Meanwhile, the employee performance variable,
which acts as the dependent variable, obtained an R? value of 0.675, which is also
classified as moderate, although approaching the upper limit of the category.

3.5 Hypothesis testing

Analysis of the relationships between variables in a model is performed by
calculating path coefficients for each path within the model structure, known as path
analysis. This step aims to determine the strength and direction of the influence between
latent constructs. Before testing, bootstrapping is performed, a resampling technique
used to address the possibility of abnormal data distribution and improve the stability of
parameter estimates.
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Figure 1. Hypothesis Testing
The image above visualizes the relationship between variables and shows the p-
values for each formulated hypothesis. The detailed calculations for this hypothesis test

can be seen in the following table.

Table 7. Hypothesis Test Results

Hypothesis Relationship of variables Original Sample  t- Statistic Va};u_es Result

H1 Knowledge management 0.646 9,736 0.000 Accepted
influences employee creativity.

H2 Creativity positively influences 0.481 4,880 0.000 Accepted
employee performance

H3 Knowledge management
positively influences employee 0.646 9,736 0.000 Accepted
performance

H4 Employee creativity mediates
the relationship between 0.310 4,137 0.000  Accepted

knowledge management and
employee performance

Based on the information presented in the validity test table, it can be concluded
that all hypotheses proposed in this study are acceptable. This conclusion is obtained
from the test results, which show that the calculated t-value for each relationship path
between variables exceeds the t-table value that has been set as the significance limit.
Thus, each relationship between constructs in the model is proven to be statistically
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significant, indicating that the tested influences have a strong empirical basis. This
finding strengthens the belief that the structural model developed in this study has good
predictive ability and is able to represent the phenomena studied validly.

4. CONCLUSION

Based on data analysis on the influence of knowledge management on employee
performance through employee creativity at PT Pertamina Hulu Rokan, Riau, it can be
concluded that good knowledge management plays a crucial role in fostering creativity in
the workplace. Organizations that create an open and structured knowledge-sharing
system provide greater opportunities for employees to acquire ideas, information, and
experiences that can serve as sources of inspiration for developing innovative solutions.
This demonstrates that knowledge management is not merely a tool for archiving
information but also a key driver of individual creativity. This study also shows that
creativity has a positive impact on employee performance. Creative employees tend to be
more adaptable, productive, and able to complete work with a more effective approach.
Furthermore, knowledge management has been shown to directly contribute to improved
employee performance through the availability of relevant and easily accessible
information. Interestingly, the results of this study reveal that creativity acts as a
mediating variable, strengthening the relationship between knowledge management and
employee performance. This means that when organizations successfully manage
knowledge optimally and create a supportive work environment, employee creativity will
grow, directly impacting overall work performance.

Recommended that future research expand the scope of study objects, both
geographically and across industry sectors, to obtain a more comprehensive picture of
the relationship between knowledge management, creativity, and employee performance.
Furthermore, future research agendas should consider testing other mediating or
moderating variables, such as organizational culture, leadership style, engagement, and
innovation climate, to examine more complex and reflective pathways of influence on
current organizational realities.

REFERENCES

Adnyana, I. M., & Bahri, P. (2020). Pengaruh Knowledge Management Terhadap Kinerja Karyawan
Dimediasi Learning Organization Di BPJS Ketenagakerjaan Pusat Jakarta. Jurnal Ilmu Dan
Budaya, 8299-8340.

Azahari, H., Fantini, E., & Samsudin. (2021). Pengaruh Gaya Kepemimpinan Terhadap Kinerja
Karyawan pada Perusahaan Fintech Pendanaan Xyz di Era Vuca. Prosiding Seminar STIAMI,
8(2), 115-123.

Chandra, D. K., & Hadiyanti, S. U. E. (2020). Pengaruh Knowledge Management terhadap Kinerja
Karyawan pada PT. BPD Kaltim Kaltara Kantor Pusat Samarinda. Borneo Student Research,
2(1), 480-489.

Dayanti, P. R., Igbal, M., & Prakasa, Y. (2020). Pengaruh Knowledge Management Terhadap Kinerja
Karyawan Dengan Individual Inovation Capability Sebagai Variabel Intervening. Jurnal
Administrasi Bisnis (JAB), 78(1), 315-324.

Devi, N. K., Tewal, B., Uhing, Y., Tim, P. K., Dan, K., Terhadap, 1., Karyawan, K., Pt, D. 1., Persero,
P., Wilayah, K., Devi, N. K., Tewal, B., Uhing, Y., Devi, N. K., Tewal, B., & Uhing, Y. (2022).
MANADO EFFECT OF TEAMWORK , CREATIVITY AND INTEGRITY ON EMPLOYEE
PERFORMANCE AT PT . PEGADAIAN ( PERSERO ) OFFICE REGION V MANADO Oleh : Fakultas
Ekonomi dan Bisnis , Jurusan Manajemen Universitas Sam Ratulangi Manado Jurnal EMBA Vol
. 10 No . 2 April 202. 10(2), 632-640.

Farid, M. M., & Mane, A. A. (2021). Analisis Pengaruh Gaya Kepemimpinan dan Motivasi Kerja
Terhadap Kinerja Karyawan pada PT Berita Kota Makassar. Economic Bosowa Journal, 7(001),
225-236.

Fitriansyah, A., & Askiah. (2020). Pengaruh Kreativitas Kerja terhadap Kinerja Karyawan pada PT.
Mahakam Berlian Samjaya. Borneo Student Research, 2(1), 587-595.

Mantik Journal, Vol.9, No.2, August 2025: pp 652-661



Mantik ISSN 2685-4236 (Online) a 661

Hair Jr, Joseph F., Black, William C., Babin, Barry J., Anderson, R. (2010). Multivariate Data
Analysis (7th ed). Pearson.

Harimu, Y. E., Pio, R. J., & Tumbel, T. (2021). Pengaruh Knowledge Management dan Learning
Organization Terhadap Kinerja Karyawan PT Hasjrat Abadi Manado. Productivity, 2(1), 47-51.

Indrajita, I. K., & Mahayasa, I. G. A. (2021). Pengaruh Kreativitas dan Inovasi terhadap Kinerja
Karyawan pada PT . Tohpati Grafika Utama Denpasar. Jurnal Widya Amrita, Jurnal
Manajemen, Kewirausahaan Dan Pariwisata, 1(1), 1-13.

Irawati, A., & Nurfadilah, N. (2021). Pengaruh Kreativitas Dan Perilaku Inovatif Terhadap Kinerja
Pengrajin Galeri Belva Batik Tulis Madura. Eco-Entrepreneurship, 7(1), 1-18.

Karyatun, S., Yuliantini, T., & Tama Putra Saratian, E. (2023). Towards The Best Model Good
Corporate Governance and Knowledge Management to Improve Performance Through Job
Satisfaction. Jurnal Riset Bisnis Dan Manajemen, 2(2), 236-245.
https:/ /journal.unpas.ac.id/index.php/jrbm/index

Karyatun, S., Yuliantini, T., Tama Putra Saratian, E., Soelton, M., & Rahma Putri Riadi, E. (2023).
Toward The Best Model Good Corporate Governance And Knowledge Management to Improve
Performance Throught Job Satisfaction. Jurnal Riset Bisnis Dan Manajemen, 2(2), 236-245.
https:/ /journal.unpas.ac.id/index.php/jrbm/index

Khairawati, S., & Arganingtyas, N. (2021). Dampak Knowledge Management Terhadap Kinerja
Karyawan: Sebuah Pendekatan Manajemen Islam. Jurnal Ilmiah Ekonomi Islam, 7(2), 612—
620. https://doi.org/10.29040/jiei.v7i2.2481

Niati, D. R., Musannip, Z., Siregar, E., & Prayoga, Y. (2018). The Effect of Training on Work
Performance and Career Development: The Role of Motivation as Intervening Variable.
Budapest International Research and Critics Institute-Journal (BIRCI-Journal), 4(2), 2385-2393.

Nurdin, N., & Yusuf, K. (2020). Knowledge management lifecycle in Islamic bank: The case of
syariah banks in Indonesia. International Journal of Knowledge Management Studies, 11(1),
59-80. https://doi.org/10.1504 /IJKMS.2020.105073

Obeso, M., & Hernandez-Linares, R. (2020). Knowledge management processes and organizational
performance: the mediating role of organizational learning. Journal of Knowledge
Management, 24(8), 1859-1880. https://doi.org/10.1108/JKM-10-2019-0553

Panglipurningrum, Y. S., & Pamungkas, B. I. (2022). Pengaruh Kompensasi, Kerjasama Tim Dan
Kreativitas Terhadap Kinerja Karyawan (Studi Kasus Di Mcdonald’s Area Solo Raya). Kelola:
Jurnal Bisnis Dan Manajemen, 9(2), 180-193.

Panungkelan, W. M. (2018). Pengaruh Knowledge Management dan Kepuasan Kerja Terhadap
Kinerja Karyawan pada PT. Bank Sulutgo Cabang Utama Manado. Jurnal Studi Iimu
Administrasi Bisnis, 2(1), 1-9.

Pinasti, P., & Nurdin, H. (2023). Pengaruh Knowledge Management terhadap Kinerja Karyawan.
Bandung Conference Series: Business and Management, 3(2), 535-539.
https://doi.org/10.29313 /bcsbm.v3i2.7550

Purnama, R., & Riyanto, S. (2020). Analysis of The Effect of Dynamic Capability, Knowledge
Management on Employee Performance. Jurnal Akuntansi, Manajemen Dan Ekonomi, 22(3),
21-29. https://doi.org/10.32424/1.jame.2020.22.3.3026

Setyawati, K., & Almaududi, A. M. (2023). The Role of Commitment , Work Ethos and Competence
on Employee Performance in Sharia Commercial Bank. JEMSI (Jurnal Ekonomi, Manajemen,
Dan Akuntansi), 9(2), 523-529.

Shamara, P. A. M., & Etikariena, A. (2021). Budaya Organisasi Pembelajaran sebagai Moderator
Hubungan antara Core Self-Evaluation dengan Kreativitas Karyawan. Jurnal Psikologi Teori
Dan Terapan, 12(1), 103-116.

Syahmirza, J., & Prawitowati, T. (2022). Peran Kreativitas dan Keterikatan Karyawan Sebagai
Pemediasi Pada Pengaruh Kepuasan Kerja Terhadap Kinerja Karyawan Milenial. INOBIS:
Jurnal Inovasi Bisnis Dan Manajemen Indonesia, 5(4), 536-552.

Wulansari, F., & Fauzi, A. (2023). Pengaruh coaching dan mentoring terhadap kinerja pegawai.
Jurnal Akuntansi Dan Manajemen Bisnis, 3(1), 121-126.

Sabila Hayyu Fauzia, The influence of learning organization on employee performance mediated by
employee creativity at pertamina hulu rokan, riau



