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ABSTRACT 

In recent years, there have been many cases related to the Directorate General of Taxes. This 
phenomenon is to find out whether the use of a good management information system can affect 
employee performance in order to minimize cases such as those carried out by tax employees today. 
This study aims to analyze the influence of management information systems and knowledge 
management elements on the performance of KPP (Tax Service Office) employees in a company. The 
method used is quantitative with a survey approach, involving all active employees as samples 
through saturated sampling techniques. Testing was carried out using Structural Equation Modeling 
(SEM) based on Partial Least Square (PLS). The results of the study showed that explicit knowledge 
management and structured training were important factors in improving employee performance. 
Meanwhile, organizational culture and implicit knowledge showed a positive influence, but were not 
strong enough to significantly drive performance. Meanwhile, emotional intelligence and competence 
have not shown optimal contributions to improving performance. These findings underline the 
importance of focusing on strengthening the knowledge documentation system and ongoing training 
as the main strategy for improving the performance of tax officials, especially in the era of 
digitalization of public services. 

 

Keywords: Emotional Intelligence, Employee Performance, Explicit Knowledge, Knowledge 
Management, Organizational Culture. 

 
ABSTRAK 

Dalam beberapa tahun terakhir ini banyak sekali kasus yang berkaitan dengan Direktorat 
Jenderal Pajak. Fenomena ini untuk mengetahui apakah penggunaan sistem informasi manajemen 
yang baik dapat mempengaruhi kinerja pegawai agar dapat meminimalisir terjadinya kasus seperti 
yang dilakukan oleh pegawai pajak saat ini. Penelitian ini bertujuan untuk menganalisis pengaruh 
sistem informasi manajemen dan unsur manajemen pengetahuan terhadap kinerja pegawai KPP 
(Kantor Pelayanan Pajak) pada suatu perusahaan. Metode yang digunakan adalah kuantitatif 
dengan pendekatan survei, dengan melibatkan seluruh pegawai aktif sebagai sampel melalui teknik 
sampling jenuh. Pengujian dilakukan dengan menggunakan Structural Equation Modeling (SEM) 
berbasis Partial Least Square (PLS). Hasil penelitian menunjukkan bahwa pengelolaan 
pengetahuan eksplisit dan pelatihan terstruktur menjadi faktor penting dalam meningkatkan 
kinerja pegawai. Sementara itu, budaya organisasi dan pengetahuan implisit menunjukkan 
pengaruh positif, namun belum cukup kuat dalam mendorong kinerja secara signifikan. Adapun 
kecerdasan emosional dan kompetensi belum menunjukkan kontribusi optimal terhadap 
peningkatan kinerja. Temuan ini menggarisbawahi pentingnya fokus pada penguatan sistem 
dokumentasi pengetahuan dan pelatihan berkelanjutan sebagai strategi utama peningkatan kinerja 
aparatur perpajakan, khususnya di era digitalisasi pelayanan publik. 

 

Kata kunci: Kecerdasan Emosional, Kinerja Karyawan, Pengetahuan Eksplisit, Manajemen 
Pengetahuan, Budaya Organisasi. 
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INTRODUCTION 

The main duties of tax officers include formulating and implementing tax policies, 
developing standards and procedures, offering technical guidance and supervision, and 
conducting evaluations in the taxation sector. Additionally, they manage the 
administration of the Directorate General of Taxes (DGT) and carry out functions 
assigned by the Minister of Finance. According to Supatmi et al. (2023), employee 
performance significantly impacts organizational contributions, encompassing output 
quality and quantity, punctuality, attendance, and cooperation. High performance helps 
prevent repeated issues and strengthens organizational outcomes, particularly for the 
DGT. Improving employee performance can be influenced by several internal 
organizational factors. One key factor is knowledge management, which involves 
managing organizational knowledge to enhance performance and enable value creation 
through collective decision-making (López et al., 2019; Wong et al., 2020). Rafi et al. 
(2021) define it as the formalization and provision of access to experience, knowledge, 
and expertise to create new capabilities that drive innovation and superior performance. 
This process helps in organizing and distributing vital information required for daily tasks. 

Another significant factor is organizational culture. It encompasses the values, norms, 
and behaviors shared among members of an organization that shape their collective 
behavior (Nauliana et al., 2021; Mohiya, 2023). A strong organizational culture enhances 
employee effectiveness and productivity. Empirical findings have shown a positive and 
significant influence of culture on performance, where the organizational culture at DGT 
was categorized as very high. Competence also plays a critical role. It refers to the 
combination of knowledge, skills, and attitudes necessary for effective job performance. 
Huie et al. (2020) and Djalante et al. (2023) argues that competence is essential for 
achieving individual success and organizational advancement. Therefore, identifying and 
developing the right competencies is vital for optimizing employee roles, particularly 
within DGT. This study is focused on employees of tax office (Kantor Pelayanan 

Pajak/KPP) Pratama Depok Sawangan and seeks to examine the effects of knowledge 

management, organizational culture, and competence on employee performance in 
online SPT reporting (Wicaksono et al 2024). The adoption of digital systems has 

increased performance expectations, as reflected in the revised strategy map and key 
performance indicators (Indikator Kinerja Utama/IKU) in the 2022 Kemenkeu-One 

performance agreement between the DGT and the Ministry of Finance. These reforms 
aim to strengthen organizational performance and accountability. 

One key performance reference is the Employee Performance Value (Nilai Kinerja 

Organisasi/NKO), which underpins strategies such as continuous improvement and 

strengthening teamwork. The improvement in DGT’s Employee Performance Value from 
2020 to 2022 indicates progress that researchers use to assess KPP Pratama's employee 
performance, especially given the digital transformation and public trust challenges. Al-
Zoubi et al. (2020) and Putri (2020) explained that explicit capabilities and tacit 
capabilities both contribute significantly to KPP performance. Ongoing training and a 
supportive culture also enhance motivation and commitment (Topan, 2023; Hamdi et al., 
2024). Although online annual tax return reporting has been effectively implemented by 
all employees since 2023 without significant technical issues, existing studies have largely 
concentrated on technological readiness and system implementation, with limited 

emphasis on internal organizational factors that influence employee performance (Vrontis 
et al., 2021; Suparman et al., 2024). This indicates a clear research gap, as there is 
insufficient empirical evidence examining how internal elements such as knowledge 
management, organizational culture, and competence contribute to performance 
outcomes within the context of digital tax services. Addressing this gap is crucial, 
particularly for institutions like KPP Pratama Depok Sawangan, where digital 
transformation demands higher adaptability and organizational alignment. This study 
aims to provide empirical insights into the effects of knowledge management, 
organizational culture, and competence on employee performance. Theoretically, this 
research enriches the literature on performance management by integrating internal 
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organizational dynamics into the digital transformation framework. Practically, the 
findings are expected to support DGT leaders and tax employees in enhancing operational 
effectiveness and to guide future researchers in exploring performance improvement 
strategies in digitally transforming public institutions. 

  

LITERATURE REVIEW & HYPOTHESIS DEVELOPMENT 

Tacit Knowledge, Explicit Knowledge, and Competence 
Tacit knowledge, encompassing personal experiences, insights, and skills that are 

difficult to formalize, plays a critical role in enhancing employee performance. Al-Zoubi 
et al. (2020) stated that tacit knowledge, such as technical expertise and professional 
networks, improves work quality and independence when effectively shared. However, 
its impact may be limited without structured mechanisms for knowledge transfer, such as 
mentoring or documentation (Ehtesham et al., 2019; Rahajeng, 2022). Khaerana and 
Mangiwa (2021) noted that the absence of forums for sharing tacit knowledge hinders its 
contribution to performance, aligning with findings by Imron and Pratiwi (2022). Explicit 
knowledge, which is codified and transferable through manuals, Standard Operating 

Procedures (SOP’s), and training, significantly boosts performance in digital tax services. 
Putri (2021) emphasized that explicit knowledge plays an important role in ensuring 
consistency and compliance in work processes. With the availability of systematically 
documented information, employees can make more informed decisions, based on 
measurable data and facts (López et al., 2019; Wong et al., 2020). Rafi et al. (2022) argue 
that explicit knowledge drives innovation and operational efficiency, which are important 
for online tax reporting. 

Competence, defined as the combination of knowledge, skills, and attitudes required 
for effective job performance, is critical to organizational success. Huie et al. (2020) stated 
that well-aligned competencies enhance individual and organizational performance. 
Elizar and Tanjung (2018) highlighted that misaligned competencies, particularly a lack 
of soft skills, can have a negative impact on public service roles such as at KPP Pratama 
Depok Sawangan (Karim et al., 2019; Kuswati, 2020). Duan et al. (2022) noted that 
competencies must be aligned with job demands to positively influence performance 
outcomes. In the context of digital tax services, technical and interpersonal competencies 
are critical to meeting performance expectations.  

 
H1: Tacit Knowledge has a significant effect on employee performance. 
H2: Explicit Knowledge has a significant effect on employee performance. 
H3: Competence has a significant effect on employee performance. 

 

Organizational Culture, Emotional Intelligence, and Training  
Organizational culture reflects shared beliefs and practices that directly impact 

employee performance by shaping attitudes, work ethic, and collaboration. Nauliana et 
al. (2021) stated that a strong organizational culture enhances employee effectiveness by 
fostering collaboration and commitment. However, inconsistent application of cultural 
values or ineffective leadership can limit its impact (Saragih, 2018; Ferdian, 2020). 
Mohsen et al. (2020) argued that when employees are not fully engaged in internalizing 
cultural values, the effect on performance diminishes, as seen in some public sector 

contexts (Amelia & Ariani, 2023). Emotional Intelligence (EI), encompassing self-
awareness, self-regulation, empathy, and social skills, is expected to enhance performance 
by improving interpersonal interactions. Vrontis et al. (2021) stated that EI supports 
teamwork and service quality in high-pressure environments like tax offices. However, 
Nasution et al. (2018) and Rakhmaniar (2023) stated that without systematic training, the 
influence of emotional intelligence on performance tends to be insignificant. Guan and 
Frenkel (2019) further highlighted that underdeveloped EI skills can lead to reduced 
effectiveness in public service roles. 

Training, as a structured development tool, significantly enhances employee 
performance by improving technical and soft skills. Rosmayati et al. (2021) and Matta 
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and Alam (2023) stated that well-designed training programs, with clear objectives and 
qualified instructors, improve regulatory understanding and teamwork. Kuncoro et al. 
(2022) and Supatmi et al. (2023) emphasized that training reduces stress and increases 
motivation, which is important for digital tax reporting tasks. Mahardika and Luturlean 
(2020) added that training aligned with job demands fosters adaptability and productivity. 
In the context of KPP Pratama Depok Sawangan, training supports employees in 
navigating digital systems, enhancing performance outcomes.  

 
H4: Organizational Culture has a significant effect on employee performance. 
H5: Emotional Intelligence has a significant effect on employee performance. 
H6: Training has a significant effect on employee performance. 

 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

Figure 1. Conceptual Framework 

 
Figure 1 is a conceptual model that describes the relationship between various factors 

on employee performance. This model consists of six independent variables, namely Tacit 
Knowledge, Explicit Knowledge, Competence, Organizational Culture, Emotional 
Intelligence, and Training, each of which is assumed to have an influence on the 
dependent variable Employee Performance. These relationships are represented by the 
hypothesis paths H1 to H6, which show the direction of influence of each independent 
variable on employee performance. This model is used to empirically test how knowledge, 
competence, organizational culture, emotional intelligence, and training contribute to 
improving employee performance. 
 

RESEARCH METHOD 
This study employs a quantitative research design using a survey method, which 

involves collecting numerical data through structured questionnaires to examine 
relationships among variables. This method is well-suited for hypothesis testing and 
allows for the systematic and objective measurement of how various factors influence 
employee performance. The research population includes all active employees at KPP 
Pratama Depok Sawangan in 2023. Given the limited population in this study of less than 
30 individuals, this study used a saturated sampling technique, which means that the 
entire population was used as a research sample. This ensures that all available 
perspectives are captured, enhancing the accuracy and contextual relevance of the 
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findings. Primary data were collected through structured questionnaires designed to assess 
key variables: tacit knowledge, explicit knowledge, organizational culture, competence, 
training, and employee performance. These variables were selected based on their 
relevance to performance, particularly in the context of digital tax reporting and internal 
operational effectiveness. Each variable was measured using multiple indicators, 
transformed into questionnaire items and scored using a Likert scale to capture the extent 
of respondent agreement or perception. 

Data analysis involved quantitative methods, including the classification and 
tabulation of responses by variable. These results were then interpreted and summarized 
to test the research hypotheses. To analyze the relationships between variables and test 
the proposed theoretical model, the study used Structural Equation Modeling (SEM) with 
the Partial Least Squares (PLS) approach, processed through SmartPLS 3.0 software. This 
method is particularly effective when dealing with small sample sizes and complex models 
that include several latent variables and indicators. The analysis consists of two stages. 
The first, outer model analysis, evaluates the measurement model's validity and reliability. 
Reliability is tested using Cronbach’s Alpha and Composite Reliability (CR), where 

values above 0.70 indicate acceptable internal consistency. Validity is examined through 
Convergent Validity, measured by Average Variance Extracted (AVE ≥ 0.50), and 
Discriminant Validity, which confirms that each construct is empirically distinct. The 
second stage, inner model analysis, explores the structural relationships among variables 
to assess the significance and direction of influence, thereby evaluating how well the 
proposed model explains employee performance. Through this rigorous process, the study 
aims to generate strong empirical evidence regarding the effects of knowledge 
management, training, organizational culture, and competence within the Directorate 
General of Taxes. 

 

RESULTS 
The results of data analysis using SmartPLS show that of the six variables tested, only 

training has a positive and significant effect on employee performance, indicating that 
proper training can directly improve work results. Meanwhile, tacit knowledge and 
organizational culture have a positive but insignificant effect, possibly due to limited 
knowledge sharing forums and inconsistencies in the application of organizational values. 
Competence actually shows a negative effect, indicating a mismatch between the 
competencies possessed and the needs of the job, especially in public services. Emotional 
intelligence also shows a negative and insignificant effect, which is thought to be due to a 
lack of understanding and application of this aspect in work practices. These findings 
confirm that improving employee performance at KPP Pratama Depok Sawangan does 
not only depend on technical knowledge and training, but also on the suitability of 
competencies and organizational values to job demands. 

The Partial Least Square (PLS) structural model that describes the influence of six 
independent variables on the dependent variable Employee Performance. The 
independent variables include Explicit Knowledge, Tacit Knowledge, Competence, 
Organizational Culture, Emotional Intelligence, and Training. Each variable is measured 
through several indicators shown in the yellow box, with loading values mostly above 0.7, 
indicating that the indicators are valid in measuring their constructs. The directed line 

shows the relationship between variables with path coefficients, such as the positive 
influence of Training of 0.404 on performance, and Tacit Knowledge of 0.230. 
Meanwhile, variables such as Competence, Organizational Culture, and Emotional 
Intelligence show a small or negative influence on performance. The R² value of 0.755 on 
the Employee Performance variable indicates that 75.5% of the variation in performance 
can be explained by the six independent variables. 
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Figure 2. Outer Factor Loading Path After Re-estimation 

 
  

Table 1. Results of t-test values 

Variables 
Original 

Sample 

T 

Statistics 

P 

Values 

Organizational culture -> Employee 

Performance 
         0.029 0.234 0.814 

Explicit Knowledge -> Employee Performance          0.363 2.052 0.040 

Emotional Intelligence -> Employee 

Performance 
        -0.003 0.019 0.984 

Competence -> Employee Performance         -0.073 0.293 0.769 

Tacit Knowledge -> Employee Performance          0.229 1.595 0.111 

Training -> Employee Performance          0.404 2.145 0.032 

 
Figure 2 shows the R-square value of 0.755 indicates that 75.5% of the variation in 

employee performance can be explained by the six independent variables in the model, 
namely tacit knowledge, explicit knowledge, competence, organizational culture, 

emotional intelligence, and training. Meanwhile, the Adjusted R-Square value of 0.738 
indicates that after being corrected for the number of predictors in the model, around 
73.8% of the variability in employee performance can still be explained by these variables. 
This value indicates that the model has strong explanatory power and is relevant in the 
context of this study. The results of the determination coefficient test show the R-value 
Square on the Employee Performance variable of 0.738. If this value is interpreted, the 
independent variables in the form of Organizational Culture, Explicit Knowledge, 
Emotional Intelligence, Competence, Tacit Knowledge, and Training have an influence 
of 73.8% on the dependent variable of Employee Performance. 
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The t-statistic test generally shows how much impact an independent variable 
individually has in describing the variation in the dependent variable. The results of the t-
test are based on calculations using software PLS3.0. Table 1 shows the results of the t-
test on the effect of each independent variable on employee performance using SEM-PLS. 
Of the six variables tested, only explicit knowledge (T = 2.052; P = 0.040) and training (T 
= 2.145; P = 0.032) have a positive and significant effect on performance, which means 
that both variables make a real contribution to improving employee performance. 
Meanwhile, organizational culture (T = 0.234; P = 0.814), emotional intelligence (T = 
0.019; P = 0.984), and competence (T = 0.293; P = 0.769) do not show a significant effect, 
even emotional intelligence and competence tend to have a negative impact. Tacit 
knowledge (T = 1.595; P = 0.111) has a positive influence but is not statistically 
significant.  

This finding indicates that in the context of KPP Pratama Depok Sawangan, the 
aspects of explicit knowledge and training have an important role in driving employee 
performance, while other variables require further strengthening in order to provide 
optimal impact. In Table 1, the statistical values for each independent variable against the 

dependent variable tested are known. The value will be compared with the value table to 
find out the influence of independent variables on dependent variables in this study. The 
results of the analysis show that the variables Organizational Culture, Emotional 
Intelligence, Competence, and Tacit Knowledge do not have a significant effect on 
Employee Performance. This is evidenced by the t-count value which is smaller than the 
t-table and the significance value (p-value) which is greater than 0.05, so it does not meet 
the requirements for a significant effect.  

Organizational Culture only provides a positive contribution of 2.9%, Emotional 
Intelligence is negative by 0.3%, Competence is negative by 7.3%, and Tacit Knowledge 
is positive by 22.9%, but all are not statistically significant. On the other hand, the 
variables Explicit Knowledge and Training are proven to have a significant positive effect 
on Employee Performance. Explicit Knowledge shows a contribution of 36.3% with a t-
count of 2.052 > t-table of 1.662 and a p-value of 0.040 < 0.05, while Training provides 
the largest contribution of 40.4%, with a t-count of 2.145 which is also greater than the t-

table and a p-value of 0.032 < 0.05. Thus, increasing explicit knowledge and training play 
an important role in significantly improving employee performance. 

After the test was carried out statistic and interpreted in accordance with the provisions 
of decision making, there are two variables that have a significant influence on Employee 
Performance, namely Tacit Knowledge and Training. Meanwhile, the variables of 
Organizational Culture, Explicit Knowledge, Emotional Intelligence, and Competence 
do not have a significant influence. In addition, there are two variables that have a 
negative direction on Employee Performance, namely Emotional Intelligence and 
Competence variables. The negative direction explains that if one variable increases by its 
unit, the other variable will decrease. Meanwhile, the other variables have a positive 
direction. The positive direction explains that if one variable increases by its unit, the other 
variable will increase, and vice versa. Figure 3 shows the results of testing on inner model 
variables tested. 

Figure 3 shows a diagram that compares several important factors in human resource 
development and knowledge management in an organization. The diagram consists of 

four main components, namely Explicit Knowledge with a value of 2.083, Competence 
with a value of 0.293, Organizational Culture with a value of 0.235, and Taxit Knowledge 
with a value of 0.019. These numbers may indicate the level of influence, contribution, or 
score of each element towards an organizational goal. At the bottom, there are two 
additional supporting factors, namely Employee Performance with a value of 1.596 and 
Training with a value of 2.145. These values indicate that training has a higher influence 
than employee performance in the context being analyzed. This visualization serves as a 
valuable analytical tool, enabling stakeholders to assess the interplay between knowledge 
management practices, workforce competencies, cultural dynamics, and developmental 
initiatives such as training programs. By quantifying these relationships, the diagram 
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facilitates data-driven decision-making aimed at optimizing organizational effectiveness 
and fostering continuous improvement in human capital management. 

 
Figure 3. Inner Model PLS Results 

 

DISCUSSION 
Explicit knowledge contributes significantly to improving employee performance 

because this knowledge is documented and easily transferred through mechanisms such 
as SOPs, work manuals, and information systems. The results of this study are reinforced 
by previous studies such as Putri (2021), Dinza (2021) and Yulianti and Novita (2024) 
which emphasize that managing explicit knowledge allows organizations to maintain 
service consistency, accuracy, and compliance with procedures. In the theoretical 
framework, explicit knowledge plays a role in the combination and internalization stages, 
where individual experiences are transformed into shared organizational standards, 
thereby directly influencing performance outcomes. This is in line with the knowledge-
based view perspective which views knowledge as a strategic resource in improving 

organizational capabilities. Rosmayati et al. (2023) showed that training has a significant 
positive effect on performance because it can improve both technical and non-technical 
skills of employees. This study is in line with the research of Metan and Handayani (2023) 
which highlights that well-designed training allows employees to adapt to new 
regulations, improve team collaboration, and manage stress in the context of public 
services. In the context of Human Capital Theory, investment in training is considered a 
form of human asset development that provides returns in the form of organizational 
productivity and performance. Kuncoro et al. (2022) emphasized that the effectiveness of 
training will be more optimal if combined with strengthening soft skills, especially in a 
dynamic work environment such as KPP Pratama. 
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Previous research by Karim et al. (2020) and Ferdian (2020) emphasized that 
organizational culture does not have a significant influence on employee performance due 
to the inconsistency of the application of cultural values and minimal employee 
involvement in the process of internalizing culture. Saragih (2018), Ferdian et al. (2020), 
and Topan (2023) presented different results, showing that cultural effectiveness is highly 
dependent on the organizational context, including leadership quality. Guan and Frenkel 
(2019) revealed that Emotional Intelligence (EI) has a negative and insignificant influence 
on performance. This is possible because there is no training or system that supports the 
development of EI, such as self-awareness, empathy, and social skills, which are actually 
important in a collaborative work environment (Nisa et al., 2021). Rakhmaniar (2024) 
supports this finding, although it differs from the findings of Topan (2023) who showed 
that EI has a positive effect in the context of an organization that is more open to 
interpersonal development. Elizar and Tanjung (2018) stated that employee competence 
does not always improve performance if there is a mismatch between the skills possessed 
and the demands of the job. Although technical competence is needed, the lack of soft 
skills such as communication and empathy can hinder effectiveness in public tax services. 

This is reinforced by the results of Gita and Kurniatun (2024), which show that the work 
context greatly determines the effectiveness of competence on performance. 

Tacit knowledge does not have a significant influence because there is no structured 
system for sharing informal knowledge. The absence of a forum or documentation means 
that work experience cannot be transferred effectively. Khaerana and Mangiwa (2021) 
and Imron and Pratiwi (2022) found similar findings, in contrast to Muttaqin (2023) and 
Yulianti et al. (2023) who reported positive effects in the context of organizations that 
encourage knowledge collaboration. These results confirm that only explicit knowledge 
and training have a significant impact on performance, as both are easy to design, 
implement, and monitor systematically. Other factors tend to be contextual and require a 
more holistic organizational approach to have a significant impact on employee 
performance (Mahardika & Luturlean, 2020; Rahajeng, 2022). 

 

CONCLUSION 

This study investigated the influence of knowledge management, organizational 
culture, and competence on the performance of tax employees at KPP Pratama Depok 
Sawangan in the context of online SPT reporting. This study revealed that Explicit 
Knowledge and Training have a significant positive influence on employee performance. 
This shows that structured knowledge and training provided formally can improve 
performance significantly. Meanwhile, other variables such as Organizational Culture 
and Tacit Knowledge show a positive but insignificant influence. While Competence and 
Emotional Intelligence show a negative influence that is not significant on employee 
performance. Thus, strengthening the aspects of explicit knowledge and training becomes 
an important strategy in efforts to improve employee performance. These results highlight 
the importance of structured knowledge systems and well-designed training programs in 
enhancing public sector employee performance, particularly in digitally transforming 
environments like the Directorate General of Taxes (DGT). 

The practical implication of this study suggests that DGT, particularly KPP Pratama 
Depok Sawangan, should invest more in strengthening explicit knowledge management 

and continuous training to sustain performance improvements. Although technical 
implementation of online SPT reporting has been successfully achieved, internal 
organizational factors still play a critical role in performance outcomes. Theoretically, this 
research enriches the literature on public service performance by emphasizing the 
differential effects of explicit versus tacit knowledge and competence in the digital era. 
However, its focus on a single office limits the generalizability of findings. Future research 
should consider broader institutional contexts and include additional variables such as 
access to technology and digital literacy to offer a more comprehensive analysis of 
employee performance determinants amid public sector digital transformation. 

 



 

Employee Performance 

in Online Tax 
Reporting 

 
 
 
 

 

2614 
 

 

REFERENCES 
 
[1] Al-Zoubi, M. O., Alrowwad, A. A., & Masa’deh, R. E. (2020). Exploring the relationships among 

tacit knowledge sharing, mentoring and employees’ abilities: The case of Al-Hikma pharmaceutical 
company in Jordan. VINE Journal of Information and Knowledge Management Systems, 50(1), 34-56. 

[2] Amelia, R. S., & Ariani, D. (2023). The influence of organizational culture, quality of work life, and 
corporate social responsibility on employee performance at Santi Mebel Godean. Jurnal Ilmiah 

Manajemen Kesatuan, 11(3), 1401-1408. 

[3] Djalante, A., Firman, A., & Natsir, M. (2022). Pengaruh kompetensi, kepemimpinan, lingkungan 

kerja, terhadap kinerja aparatur sipil negara pada Dinas Lingkungan Hidup Kabupaten Sidenreng 
Rappang. YUME: Journal of Management, 5(1), 253-260.  

[4] Duan, Y., Yang, M., Huang, L., Chin, T., Fiano, F., de Nuccio, E., & Zhou, L. (2022). Unveiling 
the impacts of explicit vs. tacit knowledge hiding on innovation quality: The moderating role of 
knowledge flow within a firm. Journal of Business Research, 139, 1489-1500. 

[5] Ehtesham, E., Ghorooneh, D., & Hayat, A. A. (2019). The role of implicit and explicit knowledge 
sharing in improving financial and executive performance: Mediating role of innovation speed and 
quality. International Journal of Business Innovation and Research, 20(3), 415-430. 

[6] Elizar, E., & Tanjung, H. (2018). Pengaruh pelatihan, kompetensi, lingkungan kerja terhadap 
kinerja pegawai. Jurnal Ilmiah Magister Manajemen, 1(1), 121-131.  

[7] Ferdian, M. (2020). Pengaruh adaptasi knowledge management, knowledge sharing, dan training terhadap 

kinerja karyawan PT. Bakrie Building Industries. (Thesis strata, Padang: Universitas Putra Indonesia) 

[8] Gamble, J. R. (2020). Tacit vs explicit knowledge as antecedents for organizational change. Journal 

of Organizational Change Management, 33(6), 1123-1141. 

[9] Gita Ramdhani, Patiro, S. P. S., & Kurniatun, T. C. (2024). The effect of servant leadership, human 

resource training and motivation on performance mediated by job satisfaction of employees of the 
malinau regency education office, North Kalimantan Province. Jurnal Ilmiah Manajemen 

Kesatuan, 12(6), 2241–2250. 

[10] Guan, X., & Frenkel, S. (2019). How perceptions of training impact employee performance: 
Evidence from two chinese manufacturing firms. Personnel review, 48(1), 163-183. 

[11] Hamdi, H., Helmi, G. F., Kadir, A., & Naimah, N. (2024). Analysis of Key Factors Affecting 
Employee Performance. Jurnal Ilmiah Manajemen Kesatuan, 12(6), 2361–237 

[12] Huie, C. P., Cassaberry, T., & Rivera, A. K. (2020). The impact of tacit knowledge sharing on job 
performance. International Journal on Social and Education Sciences, 2(1), 34-40. 

[13] Imron, A., & Pratiwi, R. (2022). Peningkatan kinerja sumber daya manusia melalui tacit knowledge 
dan religiusitas: Peran motivasi berprestasi sebagai mediasi studi guru Madrasah Ibtidaiyah. Jurnal 

Basicedu, 6(3), 4481–4490.  

[14] Karim, M. M., Choudhury, M. M., & Latif, W. B. (2019). The impact of training and development 
on employees’ performance: an analysis of quantitative data. Noble International Journal of Business 

and Management Research, 3(2), 25-33. 

[15] Khaerana, K., & Mangiwa, B. (2021). Pengaruh knowledge sharing terhadap kinerja karyawan pada 
PT PLN (Persero). Jurnal Manajemen STIE Muhammadiyah Palopo, 7(2), 143–151.  

[16] Kuncoro, J., Handayani, A., & Suprihatin, T. (2022). Peningkatan soft skill melalui kegiatan 
Merdeka Belajar Kampus Merdeka (MBKM). Jurnal Psikologi Proyeksi, 17(1), 112–126.  

[17] Kuswati, Y. (2020). The influence of organizational culture on employee performance. Budapest 

International Research and Critics Institute (BIRCI-Journal): Humanities and Social Sciences, 3(1), 296-302. 

[18] López-Cabarcos, M. Á., Srinivasan, S., Göttling-Oliveira-Monteiro, S., & Vázquez-Rodríguez, P. 
(2019). Tacit knowledge and firm performance relationship. The role of product innovation and the 
firm level capabilities. Journal of Business Economics and Management, 20(2), 330-350. 

[19] Mahardika, C. G., & Luturlean, B. S. (2020). The effect of training on employee 
performance. Almana: Jurnal Manajemen Dan Bisnis, 4(3), 388-391. 

[20] Matta, R., & Alam, R. E. (2023). The impact of emotional intelligence on employees' performance 
and productivity. International Journal of Work Innovation, 4(1), 35-57. 

[21] Metan, D., & Handayani, W. I. (2023). Analisis faktor yang mempengaruhi soft skills mahasiswa 
dengan problem-based learning sebagai variabel intervening. Lumen Veritatis: Jurnal Filsafat dan 

Teologi, 14(2), 179–200.  

[22] Mohiya, M. (2023). Unleashing employees’ tacit knowledge toward performance-driven culture in 
a Saudi Arabian organisation. Journal of Knowledge Management, 27(6), 1583-1606. 

[23] Mohsen, A., Neyazi, N., & Ebtekar, S. (2020). The impact of organizational culture on employee’s 
performance: an overview. International Journal of Management (IJM), 11(8), 879-888. 

[24] Munir, M., & Arifin, S. (2021). Organizational culture and impact on improving employee 
performance. Journal of Social Science Studies, 1(2), 65-68. 

[25] Murumba, J. W., Kwanya, T., & Maina, J. C. (2020). Effects of tacit knowledge on the performance 
of selected universities in Kenya. Management dynamics in the knowledge economy, 8(2), 125-144. 



 

Employee Performance 

in Online Tax 
Reporting 

 
 
 
 
 

2615 
 

[26] Nasution, F. N., Mariatin, E., & Zahreni, S. (2018). The influence of career development and 
organizational culture on employee performance. International Journal of Scientific Research and 

Management, 6(01), 57-65. 

[27] Nauliana, F., Asiyah, S., & Hatneny, A. I. (2021). Pengaruh motivasi kerja, budaya organisasi, dan 

kualitas kehidupan kerja terhadap kinerja karyawan (Studi pada Dinas Perumahan Dan Kawasan 
Permukiman (Disperkim) Kab. Bondowoso). E-JRM: Elektronik Jurnal Riset Manajemen, 10(17), 141-

154.  

[28] Nisa, M., Sudarno, S., & Sugito, S. (2021). Moderating structural equation modeling dengan partial 
least square pada pemodelan penerimaan dan penggunaan dompet digital di Kota Semarang. Jurnal 

Gaussian, 10(1), 66-75.  

[29] Prentice, C., Dominique Lopes, S., & Wang, X. (2020). Emotional intelligence or artificial 
intelligence–an employee perspective. Journal of Hospitality Marketing & Management, 29(4), 377-403. 

[30] Putri, E. (2021). Analisis Dan Pengembangan Implementasi Prototype Knowledge Management System 

Guna Pencapaian Servicere Covery Index PT Balai Lelang XYZ. (Thesis strata. Jakarta: Binus 

University). 
[31] Rafi, N., Ahmed, A., Shafique, I., & Kalyar, M. N. (2022). Knowledge management capabilities 

and organizational agility as liaisons of business performance. South Asian Journal of Business 

Studies, 11(4), 397-417.  

[32] Rakhmaniar, A. (2023). Hubungan antara kecerdasan emosional dan efikasi komunikasi pada 
pemimpin organisasi: Studi kasus pada perusahaan manufaktur di Kota Bandung. Sosial: Jurnal 

Ilmiah Pendidikan IPS, 1(4), 15-26. 

[33] Rosmayati, S., Kuswarno, E., Mudrikah, A., & Iriantara, Y. (2021). Peran pelatihan dan 
pengembangan dalam menciptakan perilaku kerja yang inovatif dan efektivitas organisasi. 
Coopetition: Jurnal Ilmiah Manajemen, 12(3), 181–193.  

[34] Saragih, H. J. R. (2018). Pengaruh kepemimpinan, budaya organisasi dan keadilan prosedural 

terhadap komitmen organisasi (Studi pegawai Sekretariat Daerah Pemprov. DKI Jakarta dan 
Pemprov. Sumut). Integralistik, 29(1), 14605-14615.  

[35] Suparman, D., Rahayu, S. W., & Firmansyah, D. (2024). Leadership style and performance in 
higher education institutions (PHEI): The mediating role of organizational culture. Jurnal Ilmiah 

Manajemen Kesatuan, 12(4), 981-994. 

[36] Supatmi, M. E., Nimran, U., & Utami, H. N. (2013). Pengaruh pelatihan, kompensasi terhadap 
kepuasan kerja karyawan dan kinerja karyawan. Profit (Jurnal Administrasi Bisnis), 7(1), 123-134.  

[37] Topan, R. (2023). Pengaruh kecerdasan emosional, kompetensi dan budaya organisasi terhadap kinerja 

karyawan PT Lazada Logistik. (Thesis diploma. Jakarta: Universitas Nasional).  

[38] Vrontis, D., Chaarani, H. E., Nemar, S. E., & Dib, H. (2021). The relationship between managers' 
emotional intelligence and employees' performance. Journal for International Business and 

Entrepreneurship Development, 13(2), 177-196. 

[39] Wicaksono, A. S., Hendri, M. I., Daud, I., & Rosnani, T. (2024). The effect of communication, 
work discipline and work life balance on employee performance. Jurnal Ilmiah Manajemen 

Kesatuan, 12(4), 1219-1226. 

[40] Wong, L. W., Leong, L. Y., Hew, J. J., Tan, G. W., & Ooi, K. B. (2020). Time to seize the digital 
evolution: Adoption of blockchain in operations and supply chain management among Malaysian 
SMES. International Journal of Information Management. 13(1), 1-19. 

[41] Yulianti, R. F., H. R., & Rivai, H. A. (2023). Analisis knowledge management menggunakan model 
big data di media sosial UMKM. Jurnal Manajemen Informatika (Jamika).13, 24-39. 

[42] Yulianti, S., & Novita, L. (2024). Pengelolaan administrasi terhadap arus kas di PT Kimia Farma 
Trading & Distributor Bandung. Jurnal Dimmensi, 4(2), 48–53. 

  



 

Employee Performance 

in Online Tax 
Reporting 

 
 
 
 

 

2616 
 

 


