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Abstract— Current theorization of the efforts of 

organizations to utilize knowledge cannot conclusively 

explain how knowledge is used to improve employee 

performance and organizational effectiveness. This study 

aimed to examine the relationship among trust, knowledge 

transfer, and performance, and to explain the mechanism 

underlying such relationship. The study adopted a 

quantitative design through the distribution of seven 

semantic differential scales, and the study population 

comprised 63 five-star hotels in Bali Province, Indonesia. 

The sampling technique used was proportional random 

sampling resulting in 54-unit sample, and the number of 

respondents was 216 employees. The data were analyzed 

with the help of smartPLS software-3.0. The results 

revealed that trust had a significant effect on knowledge 

transfer and performance. It was also found that 

knowledge transfer played an important role as a 

mediating variable which could improve employee 

performance. Theoretical implications pertain to the role 

of knowledge transfer as a mediating path of leadership 

role to improve employee performance, while the practical 

implications concern the importance of building trust, the 

success of knowledge transfer, and the impact on employee 

performance. Research limitations are discussed in the 

paper. 
Keywords— trust; knowledge transfe, job performance, 

mediation 

 

I.  INTRODUCTION 

The important role played by knowledge in the 

sustainability and excellence of an organization has been 

investigated by many researchers, given that knowledge is 

considered as the main source of organizational 

competitiveness [1], yet there is no literature that discusses the 

quality of shared knowledge including the mechanism and 

process of knowledge change in order to increase competitive 

advantage as argued by [2], in a knowledge based view. 

Knowledge transfer is very important for every individual in an 

organization as an effort to add insight and innovation. 

Many variables play a role in the success of knowledge 

transfer such as motivation [3], absortive capacity [4], and trust 

[5], but in this paper we try to build a model that knowledge 

transfer not only plays a role in improving performance but as a 

strategic pathway mediator. 

The role of trust in the process of knowledge transfer has 

been examined by [6], finding that it plays an important role in 

the success of knowledge transfer in an organization. Trust 

exerts a very strong influence on knowledge acquisition [7] 

from the start of the exchange of information and resources as 

problem solving thanks to the trusted support of partners [8]. 

When trust is tested, it is very important to consider the time 

factor, because the relationship between partners develops and 

changes over time [9]. Although until now there is no definite 

concept of trust [10], but its role is believed to be very 

important in the success of knowledge transfer. 

The relationship between knowledge transfer and job 

performance has been examined by [3], who found that 

knowledge transfer has a significant effect on employee 

performance because knowledge helps in improving the quality 

of employees.  

The present study tries to close the gap in the literature 

concerning the strategic role played by knowledge transfer in 

strengthening the relationship between trust and job 

performance. The research method of the present study 

provides in-depth process analysis through second order 

structural equation modeling to explain froxy latent variables 

built by dimensions and indicators. 
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A. Trust 

Trust is an abstract concept known in psychology, 

sociology, economics, and strategy management. Trust as 

individual beliefs and willingness to act on the basis of words, 

actions and decisions [11]. 

Trust is a complex integration from psychological, 

sociological and economic dimensions forming all experiences 

that cannot be reduced [12]. Furthermore, the other researcher 

clearly noted that "believing in an alliance partner is the result 

of the entire process, not from the sum of the component parts, 

but from a holistic assessment in the past, present and future of 

the relationship with that partner" [13]. 

 

B. Knowledge Transfer 

Knowledge transfer can be defined as the process of 

people learning through knowledge transformation [14]. 

Knowledge transfer measures employees obtaining, 

disseminating and exchanging knowledge and intellectual 

property with other employees in an organization [15]. The 

purpose of transfer of knowledge, quick learning task (the 

target) after the learning task is different but similar to it [16]. 

Effective knowledge transfer will increase organizational 

productivity and efficiency. 

 

C. Job Performance 

Employee performance has been studied in both 

industrial and organozational psychology, especially that 

related to workplace [17]. For organizations that are able to 

manage human resources and to optimize the ability of 

employees will produce employees with performance that has 

implications for the achievement of the organizational goals. 

Employee performance derives from the achievement of an 

employee at the personal level or something he or she has 

been done. Employee performance can also be interpreted as 

the result of the work activity expected by the employee and 

how the activity is completed. Employee performance 

involves quality and quantity of output, attendance, 

accommodativeness and punctuality of output.  

 

II. RESEARCH METHOD 

 

A. Population and samples 

The population of 5-star hotels in Bali Province comprised 

63 units at the time when the study was conducted and the 

sampling frame consisted of 54 units. The sampling technique 

used was simple random sampling method that is a non-

replacement method, meaning that each member of the 

population has the same opportunity to be chosen once. So out 

the 54 hotels making up the sample frame, 3 respondents from 

each hotel were asked to fill out the research questionnaire. The 

total number of respondents (employees) was 216 employees 

acting as the unit of analysis in this study. 

B. Research procedure 

This study employed quantitative design to examine the 

relationship between variables of the research. The data 

collection was carried out by distributing questionnaires and 

conducting interviews with employees to obtain information 

pertaining to the research variables.  

The trust subscale uses 5 dimensions, namely integrity, 

competence, concistency, loyalty and openness and total 15 

indicators. Knowledge transfer subscale uses 4 dimensions, 

namely learning, knowledge sharing, negotiation and 

communication and total 12 indicators, and finally the job 

performance subscale uses 7 dimensions namely quality, 

quantity, timeliness, job knowledge, collaboration, 

innovativeness and creativeness and total 15 indicators. 

Prior to the distribution of the questionnaires, the 

research team provided coaching on the variables and 

objectives of the research so that objectivity could be 

maintained. The questionnaires were distributed to 230 

employees and they were briefed before they fill them out, so 

that the research objectives could be achieved. Questionnaires 

that were returned in full usable for analysis were 216 or 

93.9% indicating that the questionnaire return rate was very 

high. 

 

C. Instrument and Meassurement scale 

The meassurement scale used was semantic 

differential [17] that is a scale of 1-7. This method was 

developed by Osgood, Suci and Tannenbaum in 1957. This 

method is used for scale measurement if the respondents have 

a variety of attitudes or characters, the respondents can give a 

perception in the range of positive answers up to negative 

(bipolar).  

If a respondent gives a 7, it means that the response is 

strongly agree; however if the answer is 1 it means that the 

response is strongly disagree. This technique is based on the 

assumption that an object has a number of dimensions of 

connotative senses that can be placed in a range of 

multidimensional characteristics.  
 

D. Hypotheses  

a) The relationship between trust and knowledge transfer 

The role of trust in IJVs is "important", because it has an 

impact on opportunistic behavior common in IJVs [19]. Trust 

has a positive effect on knowledge transfer [20]; [21] and 

knowledge transfer is supported by trust [8]. Based on the 

description above, the first hypothesis is that trust will have a 

significant positive effect on knowledge transfer. 

 

b) The relationship between knowledge transfer and job 

performance 

 Knowledge transfer has a significant effect on employee 

performance [22]. Knowledge transfer had a significant effect 

on employee performance because knowledge helped in 

improving the quality of employees [3]. Based on the 

description above, hypothesis 2 is that knowledge transfer will 

have a significant positive effect on job performance. 
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c) The relationship between trust and job performance 

Trust has an important effect on job performance 

[23]; [24]. Based on the description above, hypothesis 3 is that 

trust will have a significant positive effect on job performance. 

 

III. RESULTS AND DISCUSSION 

This study aimed to examine the relationship among trust, 

knowledge transfer and job performance, both direct and 

indirect. The analysis of the data using SmartPLS 3.0 consisted 

of 3 steps, namely outer model measurement, inner model 

measurement, and hypothesis testing. 

A. Test of outer model 

This study used three analytical tools to obtain 

information on the quality of data, namely convergent and 

discriminant validity of indicators and composite reliability for 

block indicators. 

Convergent validity is used to measure the validity of an 

indicator as a measure of a construct indicated by the value of 

the outer loading factor. Research that is in the early stages of 

the development of measurement scale called exploratory 

research a factor loading of 0.50-0.60 is still considered 

sufficient [25]. In this study, the cut-off value of 0.60 was 

used. 

The discriminant validity test to measure the validity of 

an indicator in a variable can be done by comparing the square 

root average of variance coefficient extracted (√AVE) 

coefficient of each latent variable with the correlation 

coefficient between other latent variables in the model. The 

recommended AVE value is above 0.50.  

It was found that the square root value of AVE for 

the tust variable was 0.867, which was greater than the 

correlation coefficient between the trust variable and the other 

variables, 0.857; 0,459; and 0, 368. The square root value of 

AVE for knowledge transfer variable was 0.801, which was 

greater than the correlation coefficient between knowledge 

transfer variable and other variables, 0.459; 0.764 and 0.644. 

The square root value of AVE for job performance variable 

was 0.871, which was greater than the correlation coefficient 

between job performance variable and the other variables, 

0.644. This indicates that indicators reflecting the dimensions 

of the variables in this study have a good discriminant validity. 

Composite reliability meassures the reliability value 

among the indicators of a variable. The result of the indicator 

testing can be said to be reliable if the composite reliability 

and cronbach alpha have a value of > 0.70. The results showed 

that the composite reliability values ranged from 0.741 to 

0.979 (> 0.70); therefore, it was evident that the indicators that 

reflected the dimensions of the latent variables were reliable. 

Similarly, the value of cronbach aplha that ranged from 0.728 

to 0.960 (> 0.70) indicated that the indicators making up the 

dimensions of the research variables were reliable and could 

be declared free from random error problems (MacKenzie et 

al, 2011; Singleton and Straits, 2010). 

B. Test of Inner Model 

Testing of the research model was carried out through a 

feasibility test showing the ability of the model to explain the 

variation in the dispersion of values on the dependent latent 

variables indicated by the factors that influenced them. This 

can be seen first from the results of R
2
 analysis, and second by 

using the predict relevance method of Stone Geiser (Stone, 

1974 and Geisser, 1971) and Goodness of Fit (GoF). 

Computation of Q
2
 and GoF uses the R-square coefficient (R

2
). 

R
2
 value of 0.67 is relatively strong, 0.33 is moderate and 0.19 

is weak [25]. 

The results revealed that the R
2
 value for trust was 

0.661, for knowledge transfer was 0.735, and for job 

performance was 0.753. R
2
 values showed that the model can 

be categorized as a strong model because the values were 

above 0.67. The average value was 0.716, which means that 

the relationship model of the constructs trust, knowledge 

transfer, and job performance could be accounted for by 71.6 

percent, while the remaining 28.4 percent could be explained 

by other variations outside the model. That the dispersion of 

R
2
 adjusted value was smaller than the dispersion of R

2
 values 

suggested that changes or expansion of the research model by 

including other latent variables was still possible [26].  

The next step was to evaluate the feasibility of the 

model to obtain an overall model description [27] and 

expressed in the form of Q
2
 formula [28]. Q Square Predictive 

Relevance (Q
2
) measures how good the observations produced 

by the model are. Q
2
 has a range of values ranging from 0 to 1. 

A value closer to 1 means that the model has better predictive 

ability. Q
2
 value can be calculated by the following formula: 

Q
2
 = 1 - [(1-R

2
y1) (1-R

2
y2)] 

Q
2
 = 1 - [(1-0,735) (1-0,753)] 

Q
2
 = 1- [(0,265) (0,247)] 

Q
2
 = 1- 0,065 

Q
2
 = 0, 9350 (very good Q

2
 predictive relevance) 

 It was found that the Q
2
 value was 0.9350, indicating that the 

model showed very good observation, that is 93.50% the 

relationship among the variables could be explained by the 

model while the remaining 6.5% were other factors not 

examined in the research model.  

Goodness of fit (GoF) was used to validate the overall 

model because it is a single measure of the outer model and 

inner model. The GoF value has a range between 0 which 

shows the model is not good, while a value away from 0 

getting closer to 1 indicates that the model is good. The 

formula used to determine the GoF value is as follows; 

GoF = √com x R
2
 

        = √0,681 x 0,716 

        = √0,489 

        = 0,699 

It was found that the GoF value was 0.699 suggesting 

that the model was a fit predictive one, which indicates that 

the precision of the measurement model was relatively good. 

Based on the criteria for GoF values, i.e. 0.10 (GoF small), 
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0.25 (Moderate GoF) and 0.36 (GoF large), the research model 

could be categorized as GoF Large.  

Effect size testing (f
2
) aims to provide more detailed 

information about variations in values that can be explained by 

a group of independent variables on the dependent variable in 

a structural equation system (Cohen, 1998). The effect size 

criteria (f
2
) is as follows: 0.02-0.15 (small effect), 0.15 - 0.35 

(moderate effect) and> 0.35 (strong effect). If the value of f2 

obtained is in the range of 0.02, it means that the variation in 

value that can be explained is classified as small. If the value 

of f
2
 is in the range of 0.15, it is classified as moderate, and if 

the value of f
2
 is in the range of 0.35 or above, the equation 

system can be classified as large effect [25]. 

 
TABLE I.  EFFECT SIZE 

  
Original 
Sample 

(O) 

Sample 
Mean 

(M) 

Standard 
Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 

T -> JP 0.368 0.371 0.099 3.704 0.000 

Average  0,368  

As shown in Table I above, an average of 0.368 is a 

strong indication of the formation of the pattern of mediation 

relationships in this study. 

 

C. Hypotheses Testing 

Testing of hypotheses in this study was carried out in 

two stages, namely testing the direct effects and testing the 

indirect effects of exogenous variables on endogenous 

variables. Table II shows the coefficient values based on the 

results of SmartPLS 3.0 output. 

 
TABLE II.  HYPOTHESIS TESTING 

  

Original 

Sample 
(O) 

Sample 

Mean 
(M) 

Standard 

Deviation 
(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 

T-->KT 0.857 0.860 0.022 38.768 0.000 

KT ->JP 0.459 0.446 0.096 4.778 0.000 

T -> JP 0.368 0.371 0.099 3.704 0.000 

 

a) The Relationship between trust and knowledge transfer 

Table II shows that trust had a significant positive 

effect on knowledge transfer, where the path coefficient value 

was 0.857 with t-statistic of 38.768, which is greater > 1.96 

which means significant positive. The results of this test 

indicated that hypothesis 1 was accepted.  

 

b) The relationship between knowledge transfer and job 

performance 

Table II shows that knowledge transfer had a 

significant positive effect on job performance, where the value 

of the path coefficient was 0.459 with a t-statistic of 4.778, > 

1.96 which means significant positive. The results of this test 

indicate that hypothesis 2 was accepted.  

c) The Relationship between Trust and Job Performance 

Table II shows that trust had a significant positive 

effect on job performance, where the path coefficient value 

shown was 0.368 with a t-statistic of 3.704, > 1.96 which 

means significant positive. The results of this test indicate that 

hypothesis 3 was accepted.  

Subsequent to the detection of partial relationships 

among the variables was testing the mediating variables that 

aim to detect the position of the mediating variables in the 

research model. This test was intended to see the role of 

knowledge transfer in its position as a mediating variable in 

the relationship between trust and job performance.  
TABLE III.  MEDIATING VARIABLE TEST 

 Model 
Path 

Coeff 

t-

hitung 
t-table VAF Reamrk 

T-->KT 0.857 38.768 > 1.96 

0.516 
Partial 
mediation 

effect 

KT ->JP 0.459 4.778 > 1.96 

T -> JP 0.368 3.704 > 1.96 

Table III presents information about the direct effect of trust 

on knowledge transfer with a coefficient of 0.857 and a t-

statistic of 38.768, > 1.96 which means significant (a). The 

effect of knowledge transfer on job performance with a 

coefficient value of 0.459 and a t-statistics os 4.778, > 1.96 

which means significant (b). The effect of trust on job 

performance with a coefficient of 0.368 and a t-statistics of 

3,704, > 1.96 which means significant (c). The three 

relationships between variables are significantly positive but 

the coefficient value c<b, suggesting partial mediation. 

Therefore, justification needed to be done through analysis of 

variance accounted for (VAF) by dividing the indirect effect 

value with the total effect. 0.857 * 0.459 = 0.93363. The total 

effect value was found to be 0.93363 + 0.368 = 0.761363 so 

the VAF value was 0.93363 / 0.761363 = 0.516656. 

 Based on the calculation, the VAF value was found to be 

0.516, VAF values range from 0.20 to 0.80, this suggested 

partial mediation [26] which meant that the effect of trust on 

job performance could be explained by the presence of 

knowledge transfer variable and other variables.  

 

Trust
(X)

Knowledge 

Transfer

(Y1)

Job 

Performance

(Y2)

0,459 (Sig)0,857 (Sig)

0,368 (Sig)

 
 

Fig. 1. Research Model Analysis 
 

IV. RESULT AND DISCUSSION 

The development of the tourism as a leading sector in 

the Province of Bali makes Bali the best tourism destination in 

Asia, thus leading to a very rapid growth of five-star hotels 

and others environment. This sector causes the demand for 

workers who have international qualities and competitiveness. 

Improving the quality of human resources can be done through 

knowledge transfer to improve performance, innovation, 

commitment, sustainability and competitive advantages.  
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This study examined the mechanism of knowledge 

transfer in two stages, which provides insight into the results 

of the relationship among variables where the impact of trust 

was proven to be significant on knowledge transfer and job 

performance, and the second stage concerned the identification 

and explaination of the mediating effects of knowledge 

transfer in the research model. 

In the first stage, it was found that trust had a 

significant positive effect on knowledge transfer, meaning that 

trust had a role in encouraging the process and success of 

knowledge transfer. This result is consistent with the results of 

[19]; [20]; [21]; and[8]. In this process, integrity was the most 

dominant dimension (0.953) given the willingness to transfer 

knowledge requires trust in colleagues. Knowledge transfer 

had a significant effect on job performance supporting the 

results of the study [3] and [22]. The highest dimension that 

played an important role was communication (0.950) which 

means that the process of transferring knowledge must go 

through the easiest communication path so that the process 

runs well; finally, trust had a significant effect on job 

performance that employees who have trust tend to have a 

commitment to improve performance. The results of the 

analysis are in line with [23] and [24]. 

In the second stage, the role of knowledge transfer as 

a mediating variable standing between trust and job 

performance is also an important finding in this study. 

Although the direct path of trust to job performance was 

significantly positive, but by passing the knowledge transfer 

path, employee performance will increase. This means that 

knowledge transfer is a strategic option because increased 

performance and work innovation can result from the 

knowledge gained. In individual perspectives, employees can 

take advantage of the knowledge transfer process which can 

increase knowledge, skills, mindset, motivation and innovative 

job performance.  

 

V. CONCLUSION 

This study has theoretical implications in enhancing 

body of knowledge, especially the significant relationship 

among the examined variables and proving the role of 

knowledge transfer as a mediating variable. Although the 

mediation role was found to be partial but the path to 

improving performance through knowledge transfer still has 

strong implications because employees gain multiple benefits, 

namely increased knowledge and increased innovation that 

supports performance. And practically, especially at the 

individual level, it suggests that the mechanism of knowledge 

transfer starts from trust, given the relationship between 

employees requires trust, communication, commitment and 

ownership.  

This research obviously had limitations, such as the 

population consisted of only SMEs Exports in one province 

and it is expected that in the future it will be done on SME 

subjects so that the results can be generalized. Perception 

research is susceptible to bias effects, especially how 

employees evaluate their own performance so that a more 

credible and comprehensive assessment is needed. Future 

research is expected to use leadership variables because the 

process of knowledge transfer and job performance can be 

achieved with the presence of the role of the leader as a trigger 

in building knowledge exchange within the organization. 
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