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Abstract. This research aimed to indicate the effect of work values of construction
employees towards creative performance and to assess the role of mediation about sharing the
knowledge among those variables. This research involved 315 respondents from various
construction companies in Jakarta for assessing hypothesis research. Knowledge sharing had the
role as mediator among comfort and status dimensions from work values towards creative
performance. This research provided information about effect of work values towards creative
performance from construction industry and confirmed the role of knowledge sharing in mediating
work values dimension.
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Introduction

For several years, there are a bigger number of researches which have
focused on employees’ creative performance at work [1; 2; 3]. It is triggered by
the evidence of creative performance as significant factors in determining
sustainable living and company development [4; 5]. The company innovation
performance in Indonesia can be seen at project performance, marketing
performance, company excellence, and competitive supremacy [6; 7; 8]. In China,
the pressure of creative performance is extremely vital for companies since they
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struggle to create competitive excellence through the creative performance in
market and number of products [9; 10]. The research conducted in public sector
in Norway by Mutonyi et al. [11] obtains data that creative performance is
influenced by organization climate.

Company creative performance is related to its employees and they play
significant roles in creative performance [12]. The key to promoting company
creative performance is increasing its creative performance [13; 14]. This research
provides employees performance which has found many factors influencing
employees creative performance such as psychological modal [15], knowledge
sharing [16; 17], creative climate [18], leadership style [19; 20; 21], employees
involvement [22], gift [23], and psychological contract [24]. These factors can be
classified into two major categories: behavior and psychology [24]. However, a
bigger number of researchers have found that the factors are influenced by work
values, and the researches have set work values as antecedent factor influencing
employees behavior and psychology [25; 26]. Work values influence employees
behavior and determine their performance [27; 28; 29]. Therefore, we propose that
work values possibly have significant effects on employees’ creative behavior and
creative performance.

Knowledge sharing is defined as an activity which is involved in knowledge
distribution and transfer among individual, group, or organization [30; 31]. It has
positive effects to the organization as it can promote knowledge current,
information and improve creative level of organization, and individual. [32; 33; 34;
35; 36]. Indeed, knowledge sharing is supported by three major factors; there are
individual organization, and information technology [32; 37; 38], and people are
the central factor. Hence, how to support behavior of knowledge sharing to
employees is a significant research. Whereas, several researchers learn knowledge
sharing from employees perspective [34; 39], the study of knowledge sharing
mechanism from employee work values perspective, it rarely occurs and it needs to
conduct relevant research.

Briefly, the research has found countless factors influencing creative
performance, but few researches have focused on correlation between work values
and creative performance, mainly from knowledge sharing perspective [40; 12; 39].
To complete this discrepancy, this research shows correlation of both subjects with
empirical study, whereupon explores the effects of work values and knowledge
sharing on creative performance.

Literature Review and Hypothesis

Work Values. The research in accordance with work values has been
conducted for decades. Most of researches assume work values as major criteria
when the employees are evaluated for their work [27; 41]. The research from
various perspectives (e.g. demography) have explored the factors causing
employees work values and found that age [42; 43; 44; 45], sex [46; 27; 47], level
of education [48], and personality [49] which are all significant. At the same time,
many empirical studies have focused on the effects produced by work values [50;
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51; 52; 53]. They conclude that work values do not only influence employees
psychology variables, for instance job satisfaction, [28] and commitment of
organization [28; 54], but also they impact upon behavior variables, for example
organization nationality behavior and to show work values are major factors
influencing psychology and employees behavior.

In this research, work values are defined as employees’ internal standard to
evaluate factors related to job. Adopting a suggestion from Meyer et al. [54], we
divide work values into three dimensions: comfort and security (Comfort),
competence and growth (Competence) and status and independence (Status). Since
employees in Indonesia are attractive, especially for perspective assessment to
assess behavior and result of work, classification method stated by Meyer et al. [54]
is suitable for study of employees in Indonesia.

Work values and creative performance. Based on self-verification theory
[55], an individual keeps searching or triggering a consistent feedback with self-
concept to maintain his own view and proof it through result of work. This theory
also shows an individual behavior and manner who is consistent, and this individual
adopts the right behavior which they consider. Work values are an individual
assessment towards his work behavior. The behavior and individual value
assessment in a consistent work and they affect individual’s behavior and result of
work. This opinion is supported by result of researches which exist. That research
has found the work values which influence employees’ work behavior [50; 56].
Moreover, work values have significant effects on creative performance [57; 58].
Because creative performance is one of creative performance forms, this research
hypothesizes that work values can influence creative performance. However, this
research shows “work value” as a large term for various dimensions (comfort,
competence, and status) and every dimension has different orientation of value
evaluation [54]. According to self-verification theory, different orientation of value
evaluation may produce the different performance. Therefore, it has different
effects on creative performance.

First dimension, comfort, is mainly assessed as work security, workplace
stability, office hour, and clarity of problem solving. The employees who have
high convenience work values are more conservative. They do not accept
challenge or try a new method or work idea and they will not locate longer time
and bigger energy at work. Therefore, convenient work value is not conducive for
creativity.

H1. Comfort will have negative correlation with creative performance.

Second dimension of work value, competence, related to learning,
communication, work autonomy, creativity, and work achievement. These factors
are considered as positive correlation with creative performance for being creative,
employees need to have creative motive and they are involved in sustainable
learning and communication. Therefore, we hypothesize that employees having
higher competence work values will be more creative:

H2. Competence will have a positive correlation with creative performance.
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Third dimension of work values, status particularly refers to evaluation of
income value, promotion, needs to independently work, and feel sense of honor.
The employees who pursue status can be more paying attention to creative
activity. Since success in creative performance can pay the employees who pursue
status of making extra money and promotion. The inventive employee can earn
higher respect from their director and colleague. It can be concluded that, the
employees who pursue Status at work will bring better creative performance for
their work:

H3. Status will have a positive correlation with creative performance.

Knowledge sharing and creative performance. Knowledge is a significant
factor which influences creative performance, and efficiency of knowledge sharing
influences employees creative performance level [16; 59; 17]. Knowledge sharing
can create unrestricted knowledge current [60; 31], it enables the employees to use
full knowledge. [60; 31], enhancing the use efficiency of organization natural
resources [61], promoting creativity at once [62; 63]. Related to empirical study
shows that knowledge sharing can provide the chance for employees to obtain
sufficient information [16] and it helps them to comprehend and accept new ideas.
Thus, promoting creativity [64; 17]:

H4. Knowledge sharing will have a positive correlation with creative
performance.

Mediating roles of knowledge sharing. Values are kinds of faith [65],
inspiring intrinsic individual motivation [66], and influencing result of work by
altering their behavior [25]. Toode et al. [67] shows that work values influence
employees’ work behavior having their turn to impact quantity and quality of work
which they produce. So, we assume that work values have indirect effects towards
quality of work. Meanwhile, knowledge sharing can generate knowledge and latest
information to employees, and it can help them to analyze problem from recent
perspective, creating new methods and elevating their creativity level. Empirical
study found that knowledge sharing can promote employee’s creative performance
as well [59].

On the other hand, knowledge sharing is kind of work behavior and it is
influenced by intrinsic values [27]. We propose that employees work behavior will
be influenced by work values at work. According to social exchange theory when
employees need to obtain relevant knowledge and information for creative
performance, they do not only obtain it from others, but they also actively share
their knowledge and information. Therefore, knowledge sharing is conducted
among employees. Accordingly, the employees work values will have an impact on
their knowledge sharing behavior. Based on the analysis, this research proposes that
the role of knowledge sharing could be a meditation between work values and
creative performance:

HS. Knowledge sharing mediates the correlation between work values and
creative performance.
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Fig. 1. Research model
Source: Researchers Own Survey (2020).

Method

Participants. The population of this research was 1.718 construction
company representatives (with engineer as their minimum position) from 1.718
construction companies (private and public) affiliated with Jakarta branch of
Gapensi (Indonesian Nasional Construction Board) as research target. The sample
determination used Slovin formulation approach [68] at the precision level
calculation of 5% and was obtained the sample of 324 construction company
representatives who were involved in this research. We sent questionnaires to 324
construction company’s representatives by email; from such amount, 315
respondents returned their questionnaire and delivered the response level of
97.22%. 67 (21.3%) respondents were female; 248 (78.7%) were male. 3 people
(1%) had experience for 1-5 years, 7 people (2.2%) had experience for 6-10 years,
and 305 people (97.1%) had experience for 11-15 years of work. In terms of
educational background, 2 people (0.6%) had diploma degrees, 312 people (99%)
had bachelor’s degrees, and 1 person (0.3%) had master’s degree. In terms of
occupational background, 2 people (0.6%) worked as engineer, 3 people (1%)
worked as project management team, 306 people (97.1%) worked as leader, and 4
people (1.3%) as other staff.

Variable measures

Work values (WV). We measured work values by using 21-item scale
developed by Meyer et al. [54] (o = 0.820). This scale included 3 dimensions:
comfort (CF), competence (CPT), and status (ST). Comfort dimension was
measured with five-item scale (e.g. “Allowing daily routine within work time and
place”). Competence dimension contained of seven-item scale (e.g. “Requiring
meeting and communicating with many people”). Status dimension was measured
with nine-item scale (e.g. “Advancing permission to a higher administration
responsibility”’). The values of a for these three types of scale were 0.872, 0.903,
and 0.888. These items were measured on five-value Likert type scale, started from
1 “not important” to 5 “very important”.
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Knowledge-sharing intention (KS). We assessed participants’ intention of
knowledge sharing using 4-item scale developed by Pi et al. [69]. The item example
was “I enjoy sharing knowledge and experience with my colleagues”. The
coefficient of a for this scale was 0.900. These items were measured on the scale of
1 “strongly disagree” to 5 “strongly agree”.

Creative performance (CP). Managers who were familiar with the
employees’ behavior were demanded to assess the creative performance of
employees by using four-item scale [70]. The example was “Providing new ideas
to improve the existing condition”. The coefficient of a for this scale was 0.840
[71]. These items were measured on five-point scale of 1 “never happened” to 5
“frequently”.

Analysis

The inferential statistical analysis was used to test the research hypothesis in
accordance with Figure 1 was structural equation modeling — partial least squares
(SEM-PLS) by using SmartPLS 3.2.8 software. The significance used in this
research was 0.05 and was also used one-tailed test. The quantitative approach was
used in data analysis. Besides, descriptive statistical analysis was used for
determining the frequency distribution of filled answers and questionnaires.

Result and discussion

Measurement model. Evaluation of the measurement model (outer model)
performed to determine the validity and reliability that connects the indicator with
its latent variable. There are three criteria in using data analysis techniques with
SmartPLS 3.2.8 to evaluate the outer model, namely, convergent validity,
discriminant validity, composite reliability, and average variance extracted (AVE)
[72; 73].

Convergent validity of the measurement model with reflective indicators is
evaluated based on the correlation between item scores/component scores estimated
with PLS software. Individual reflective measures are said to be high if they correlate
more than 0.70 with the construct measured [73]. In this research, a loading factor
limit of 0.70 will be used. There is still an outer loading value below 0.70. Because it
has a low convergent validity value, statement items that have a loading factor below
0.70 must be removed (deleted). Two indicators on Competence must be removed
i.e. Competence2 and Competence4. In the Knowledge Sharing construct, one
indicator must be removed i.e. KnowledgeSharing5. The results of data processing
for loading values less than 0.70 that have been deleted are shown in Figure 2.

Discriminant validity analysis. After ensuring that all indicators of the latent
variable are constructs of the latent variable, the next step is to test the discriminant
validity. Discriminant validity also needs to be done so that the scale used does not
comprise two constructs that measure the same thing. To find out, the correlation
between constructs must be less than 0.90. If between constructs, the correlation is
0.90 or more, multicollinearity between constructs will occur [73]. The results of
discriminant validity testing are shown in Table 1.
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As shown in Table 1, there is no multicollinearity between variables because
each construct measures different things. This is evident from the correlation value
between constructs that is less than 0.90.
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Fig. 2. Result of structural equation modelling
Source: Researchers Own Survey (2020).

Reliability evaluation and AVE. The validity and reliability criteria can also
be seen from the reliability value of a construct and the value of the AVE of each
construct. The construct is said to have high reliability if the value is 0.70 and AVE
is above 0.50 [73]. The composite reliability indices of each scale were all greater
than the level of 0.70 recommended by Fornell & Larcker [74]. Table 1 presents
Cronbach’s alpha, composite reliability (CR), and AVE values for all variables.

As shown in Table 1, CF, CPT, ST, KS, and CP have a composite reliability
above 0.80 and a Cronbach’s alpha value above 0.70; hence, it can be concluded
that the indicators used in every variable has good reliability or can measure its
construct [73]. However, the Cronbach’s alpha value generated by PLS is slightly
underestimated, so it is recommended to use the composite reliability value [75].
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Likewise, with the AVE value, the above variables have an AVE value above 0.50;
therefore, it can be said that each variable has a high discriminant validity.

Table 1
Internal consistency and reliability
Construct Fact.o y Ca CR AVE
loading
Comfortl 0.777 0.858 0.897 0.636
Comfort2 0.805
Comfort3 0.828
Comfort4 0.820
Comfort5 0.755
Competencel 0.754 0.906 0.926 0.641
Competence3 0.772
Competence5 0.723
Competence6 0.884
Competence7 0.815
Competence8 0.904
Competence9 0.735
Status1 0.860 0.910 0.928 0.649
Status?2 0.841
Status3 0.833
Status4 0.756
Status5 0.703
Status6 0.831
Status7 0.806
KnowledgeSharing 1 0.778 0.854 0.901 0.649
KnowledgeSharing?2 0.840
KnowledgeSharing3 0.824
KnowledgeSharing4 0.888
Creativel 0.874 0.873 0.913 0.725
Creative2 0.847
Creative3 0.896
Creative4 0.784

Source: Researchers Own Survey (2020).

Structural model. Testing the inner model or structural model is done to see
the relationship between the construct, the significance value, and the R? of the
research model [76]. The structural model is evaluated using R? for the dependent
construct of the t-test as well as the significance of the coefficient of structural path
parameters. Assessing a model with PLS starts by looking at the R? for each latent
dependent variable. Table 2 shows the results of R? estimation using SmartPLS.

Table 2
R-square results
Variable R? R? adjusted
Creative Performance 0.647 0.642
Knowledge Sharing 0.768 0.766
Source: Researchers Own Survey (2020).
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Table 2 shows the R? value for the CP obtained at 0.647 and for the KS
obtained at 0.768. These results indicate that 64.7% of the CP can be influenced by
CF, CPT, ST, and KS; the rest are influenced by other variables not included in the
study. However, 76.8% of KS is influenced by the CF, CPT, and ST; the rest is
influenced by other variables not found in the study.

Furthermore, the total value of R? (see Table 2) is used to predictive relevance
(Q%). The blinfolding approach measures the predictive relevance (Q?) and the
effect Q2 or impact of exogenous constructs on endogenous constructs (Henseler et
al., 2009). As shown in Table 2, the value of Q? in this study can be measured by
the following calculation:

Q*=1-(1-R1%») (1 -R2?Y

Q*=1-(1-0.647) (1 —0.768)

Q*=0.918104

The predictive value of relevance (Q?) for the structural model in this study
is 0.918 or 91.8%, meaning that the model is able to explain the phenomenon of
performance associated with several variables, namely, CF, CPT, ST, and KS.
Therefore, the model can be said to be very good or the model has a very good
predictive value. In the end, the model can be used for hypothesis testing.

Hypotheses testing. After knowing the questionnaire items' validity and
reliability and knowing the resulting model from the SEM analysis and the
feasibility of the model, we test the previously compiled hypotheses. This
hypothesis testing is based on the significance value (p-value) < 0.05. If the
significance value is less than 0.05, there is an influence between variables and the
accepted hypothesis. The results of hypothesis testing for direct effect can be seen
in Table 3 below.

Table 3
Direct effect
Hypothesis Relationship p p values Status
H1 CF > CP 0.317 0.006 Not significant
H2 CPT > CP 0.195 0.153 Not significant
H3 ST > CP 0.125 0.238 Not significant
H4 KS > CP 0.223 0.005 Significant

Source: Researchers Own Survey (2020).

In the indirect effect, Table 4 showed that two paths were significant. We run
a contestant bootstrapping with 5,000 sub-samples to estimate the p-values to assess
the level of significance for specific indirect effect as shown in Table 4.

Table 4
Indirect effect
Hypothesis Relationship p p values Status
H5a CF>KS->CP 0.045 0.029 Significant
H5b CPT > KS > CP 0.044 0.174 Not significant
H5c¢ ST > KS > CP 0.114 0.028 Significant

Source: Researchers Own Survey (2020).
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Discussion and Conclusion

First, this research has discovered new antecedent factor for creative
performance. Previously, research discussing creative performance generation
mechanism has primarily focused on employees behavior and organizational factors
[16; 3]. This research has found the impact of work values towards creative
performance through empirical study. Our findings show that employees work
values, mainly comfort and status dimensions have insignificant impacts on creative
performance if the mediation of knowledge sharing intention is not included. This
research concludes that by the mediation of knowledge sharing intention, work
values will affect creativity. Comfort has insignificant negative impacts on creative
performance. Competence and status have insignificant effects on creative
performance. In conclusion, this research has theoretical and significance values.
This research will not only identify new factors affecting creative performance, but
also promote further research conducted in other industrial areas. It will provide
new perspective for future research and promote further research concerning the
correlation between work values and creative performance.

Second, this research explores creative performance mechanism work values
perspective. Through this research, we discover affecting line that has work values
on creative performance. Specifically, comfort and status values indirectly affect
creative performance. Their impact results from full mediation of knowledge
sharing. In the other hand, competence value has neither indirectly affected creative
performance, nor has indirect effects through the mediation of knowledge sharing.
This research will not only enrich and develop the result of existing research, but
also describe the affecting line of work values towards creative performance.

Briefly, this paper has discovered the correlation between work values and
creative performance through empirical study and widened the field of work values
research, and therefore will fill the discrepancy on the existing research. At the same
time, this research also implements the specific effects of work values on creative
performance with knowledge sharing mediation. The conclusion is promoting the
creative theory development.

Moreover, these findings provide the important guide and have reference
values for management practice. Creative performance is an important guarantee
for a company to obtain competitive supremacy and have specific meaning for a
company in competitive market environment competition. The correlation between
work values and creative performance, and impact mechanism, provide such
important management ideas for managers to effectively improve their employees’
creative performance. These findings allow managers to notice the importance of
work values for innovation performance. It will inspire managers to take the
targeted steps in their work in order to improve creative performance level.

This paper proposes two suggestions for management practice. First, observe
the employees’ work values management. According to self-verification theory and
the result of work values, we can discover that employees’ intrinsic values will have
important impacts on their manner and work behavior [50; 57; 55]. Accordingly,
managers should observe more on the employees’ work values management and
establish a scientific evaluation and selection mechanism. Specifically, apply
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knowledge management and its implementation. Particularly for a position with
higher creative requirement, managers should adopt scientific and effective values
evaluation tools to select employees who pursue higher ability and growth, status,
and independence. Second, build knowledge sharing mechanism in the company.
The innovation theory and relevant research result show that sharing knowledge
plays strong positive roles in promoting employees’ innovation performance [59;
17; 31]. Manager should observe more on the development of knowledge sharing
mechanism, overcome the traditional thought and mode, fully utilize modern tools
to build knowledge sharing platform, extend the knowledge sharing channels,
improve the convenience, and review the effectiveness of knowledge sharing.

This research has two major limitations. One of the limitations is external
validity issues. The research data were only collected from 315 construction
companies in Jakarta represented by company representatives as the sample.
According to Slovin approach, it should obtain 324 respondents as sample, but only
315 respondents responded. Besides, another issue is that this research ignores the
impact of organizational level factors. The work values could be affected by
organizational factors, such as leadership or company culture. Thus, the future
study should observe more on the effect of these factors on the correlation between
work values and creative performance.
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LleHHOCTb TpyAa, OOMEeH 3HaHNaAMM
M TBOpPYECKas [eATeNIbHOCTb Cpeaun CTPOUTENbHbIX
pabouux B HxakapTe

Bb.J1. backopo

IIxoma menemrmenTa Cexoia TuHrTH,
13910, Hnoonesus, Jocakapma, Taman Moodepn, JI. Ilanem Padawca, Ne 7-8
bimmodibi@gmail.com

AHHOTanus. B 1aHHOM HCCIeJ0BaHUN pacCMaTpPHUBAETCs BIUSHUE IIEHHOCTH TPYJa CTPOU-
TENBHBIX PAOOTHUKOB Ha TBOPUYECKYIO JEATEIBHOCTh M OLICHUBACTCS POJIb IOCPEIHNYECTBA B 00-
MEHE 3HaHUAMH MEXly STHMH IIEpEMEHHBIMU. B Ipe/1cTaBIeHHOM HCClIeI0BaHUH y4acTBOBau 315
PECIIOHIGHTOB M3 PAa3JIMYHBIX CTPOUTENILHBIX KoMmaHuii [IxakapTel. Cucrema oOMeHa 3HaHHSIMHU
UTpaeT poJib IOCPEIHIKA MEX/y U3MEPEHUIMH KOM(pOpPTa U CTaTyca — OT LICHHOCTH TPYAa JI0 TBOP-
YeCKUX JIOCTIDKeHU. B nccnenoBannm npepocrasisieTcs HHPOpMaNys O BIMSHAN LIEHHOCTH Tpy/a
Ha TBOPYECKYIO JEATEIBHOCTh B CTPOUTENIHLHOM OTpAcii, HOATBEpXKIaronast pojib 0OMeHa 3HaHH-
SIMM B PaMKax U3MEPEHUs LIECHHOCTH TpyJa.

KiroueBnble ciioBa: LICHHOCTH TPyJa, TBOpYECKaA NEATCIbHOCTD, 00MCH 3HAHHSIMU

3asiBieHre 0 KOHQJIMKTe HHTEepecoB: ABTOp 3asBIsIET 00 OTCYTCTBUH KOH(IINKTa HHTEPECOB.
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