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Abstract. This study aims to analyze the effect of knowledge quality on innovative 
work behavior and human resource (HR) performance, as well as the effect of 
innovative work behavior on HR performance at the Customs and Excise 
Supervision and Service Office Type Madya Pabean A Semarang. This research uses 
an associative explanatory design with a quantitative approach. The population 
consists of all civil servants and non-civil servants totaling 203 employees, with a 
sample of 135 respondents determined using the Slovin formula. The sampling 
technique employed is non-probability sampling with convenience sampling. Data 
were collected using closed-ended questionnaires with a Likert scale of 1–5, 
covering knowledge quality, innovative work behavior, and HR performance 
variables. Data analysis was conducted using Partial Least Square (PLS). The results 
indicate that knowledge quality has a significant effect on innovative work 
behavior, knowledge quality has a significant effect on HR performance, and 
innovative work behavior has a significant effect on HR performance. These 
findings suggest that effective knowledge management encourages innovative 
behavior and improves employee performance. Therefore, organizations are 
recommended to strengthen knowledge management systems and promote an 
innovation-oriented culture to enhance HR performance sustainably. 
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1. Introduction 

Rapid digital change across various sectors has had a significant impact, including on the 
customs and excise sector, which now faces significant challenges in adapting to 
technological advancements. At the Directorate of Customs and Excise, the development of 
customs and excise regulations has become increasingly complex, as the implementation of 
digital systems impacts administrative and supervisory processes at every level. The 
implementation of more advanced digital technology requires a more efficient, transparent, 
and accessible system. Therefore, these changes require rapid adaptation in terms of 
regulations and human resource (HR) training. 
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One of the main challenges facing human resources in the Directorate of Customs and 
Excise is the need to master new technologies used in customs and excise processes. The 
ever-evolving digital system demands advanced technical skills, ranging from the use of 
software for reporting and monitoring to online transaction oversight. Furthermore, 
developing regulations in line with digital technology requires a deep understanding of the 
legal aspects and new policies related to the use of technology in customs operations. 

 The quality of knowledge is a key factor in determining organizational performance. 
(Waheed & Kaur, 2016) High-quality knowledge that is relevant to current developments 
allows employees to adapt quickly, increase work efficiency, and provide the best service to 
the public and business actors. (Corral de Zubielqui et al., 2019). 

The relevance of knowledge to current developments is very important, especially in terms 
of adapting to technological changes, such as the use of blockchain technology and the 
Internet of Things (IoT), as well as changes in global regulations and policies. (Tseng, 2016) 
Up-to-date knowledge helps employees make informed decisions, increases innovation and 
work efficiency, and provides better public services. (Lodhi et al., 2017). 

In addition, quality knowledge plays an important role in improving analytical skills and 
problem-solving abilities, which are the main components of professional competence. (Han 
et al., 2018) These skills help employees analyze complex information, anticipate potential 
problems, and formulate appropriate and efficient solutions, thereby strengthening the 
organization's capacity to provide optimal service. 

Previous research on the role of knowledge in performance remains controversial. Among 
these is the research that states that knowledge is essentially...does not have a significant 
impact on performance, because some knowledge cannot be easily shared (Manaf et al., 
2018) but other studies state that knowledge has a positive and significant impact on the 
performance of the public sector in the UAE (Al Ahbabi et al., 2019). 

Knowledge is not the only aspect that influences service performance, however, the ability 
to continuously produce innovation in products, services and work processes is also a crucial 
aspect for an organization.(Prakash, 2019).Jong & Hartog (2008)defines Innovative Work 
Behavior as individual behavior that aims to initiate and intentionally introduce (in a work 
role, group, or organization) new and useful ideas, processes, products, or procedures. 

Innovative work behavior refers to employees' ability and desire to generate new ideas, 
more efficient work methods, and creative solutions to various problems. Meanwhile, an 
initiative climate describes a work environment in which employees are encouraged and 
empowered to take initiative, dare to try new things, and actively participate in the 
decision-making process.  
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2. Research Methods 

The type of research used is associative explanatory research, which aims to determine the 
relationship between two or more variables (Sugiyono, 2012). This research aims to"explain 
testing"hypothesis with the aim of confirming or strengthening the hypothesis with the 
hope of strengthening the theory used"foundation. In this case it isquality of knowledge; 
work behavior and HR performance.The data collection method in this study was carried out 
in several ways as follows:"Primary Data,In this study, primary data was obtained from" 
"questionnaire, namely a data collection method carried out by handing out a questionnaire 
containing a list of questions to respondents"related to the statement in the research 
variable, namelyquality of knowledge; work behavior and HR performance.The variables in 
this study were measured using personal questionnaires (Personality Questionnaires). Data 
collection was conducted using a closed-ended questionnaire. The statement intervals in 
this study were 1–5, with anchor statements ranging from Strongly Disagree (STS) to 
Strongly Agree (SS)."Secondary Data Secondary data is data obtained indirectly related to 
research results.Secondary data is data that has been processed by other people or 
institutions and published (Widodo, 2014). This data was obtained from literature related to 
this study. 

3. Results and Discussion 

3.1. Respondent Description 

This study used 135 respondents from the Semarang Type A Customs and Excise Supervision 
and Service Office. The selected respondents were employees with a minimum of 5 years of 
work experience. The characteristics of the research respondents are presented with 
statistical data obtained through questionnaire distribution. In the field implementation, all 
respondents were willing to fill out the questionnaire, so that the results of the study 
obtained 135 research questionnaires that were completely filled out and could be used in 
the data analysis of this study. The results of the questionnaire data processing related to 
the description of the respondents are presented below. 

1) Gender 

The characteristics of respondents analyzed in this study can be identified based on gender 
as follows: 

Respondent Description Table by Gender 

Gender Frequency Percentage 

Man 94 69.6 
Woman 41 30.4 

Total 135 100.0 

Source: Data processing results, 2025. 

The table above shows that 94 respondents (69.6%) were male, while 41 respondents 
(30.4%) were female. This composition reflects the general characteristics of customs 
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agencies, which structurally and operationally assign many male personnel to technical and 
field functions. Male dominance in the HR structure can impact performance dynamics, 
particularly related to physical aspects, mobility, and the relatively high operational 
workload. However, the presence of female employees, who make up nearly a third of the 
population, continues to make important contributions, particularly in administrative 
functions, data analysis, and customs services that require high accuracy. 

2) Age 

The characteristics of the respondents analyzed in this study can be identified based on age 
level as follows: 

Respondent Description Table by Age 

Age Frequency Percentage 

21 - 30 years old 49 36.3 
31 - 40 years old 54 40.0 
41 - 50 years old 21 15.6 
51 - 60 years 11 8.1 

Total 135 100.0 

Source: Data processing results, 2025. 

The data presented in the table shows that in terms of age, the majority of respondents are 
in the 31–40 year range with a total of 54 respondents (40.0%), followed by the 21–30 year 
age group with 49 respondents (36.3%). The 41–50 year age group has 21 respondents 
(15.6%), while the 51–60 year age group has only 11 respondents (8.1%). This composition 
indicates that human resources are dominated by productive age employees who are at the 
peak phase of work capabilities, both physically, cognitively, and innovatively. The 
dominance of productive age has positive implications for organizational performance, 
especially because this group tends to be adaptive to technology, responsive to regulatory 
changes, and has high energy in carrying out dynamic customs operational tasks. 

3) Last education 

The characteristics of the respondents analyzed in this study can be identified based on 
their last education as follows: 

Respondent Description Table According to Last Education 

Education Frequency Percentage 

High School/Vocational School 5 3.7 
Diploma 45 33.3 
S1 70 51.9 
S2 15 11.1 

Total 135 100.0 

Source: Data processing results, 2025. 

Based on the table above, it can be seen that based on educational level, the majority of 
respondents had a bachelor's degree (70 respondents (51.9%), followed by a diploma (45 
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respondents (33.3%) and a master's degree (11.1%). Only 5 respondents (3.7%) had a high 
school/vocational school education. The dominance of higher education graduates indicates 
a good intellectual capacity of human resources in understanding customs regulations, 
technical procedures, and risk analysis. A relatively high level of education also has the 
potential to improve the quality of decision-making and problem-solving skills, which are 
highly relevant in the complex and ever-changing Customs and Excise work environment. 
This is crucial capital in encouraging improvements in the quality of knowledge and work 
innovation. 

4) Years of service 

The characteristics of the respondents analyzed in this study can be identified based on the 
length of time they have worked as follows: 

Respondent Description Table According to Length of Service 

Years of service Frequency Percentage 

0 - 10 years 62 45.9 
11 - 20 years 48 35.6 
21 - 30 years old 18 13.3 
> 30 years 7 5.2 

Total 135 100.0 

Source: Primary Data Processing Results, 2025. 

The table shows that in terms of length of service, the majority of respondents were in the 
0–10 years category, with 62 respondents (45.9%), followed by 11–20 years with 48 
respondents (35.6%). Respondents with 21–30 years of service numbered 18 respondents 
(13.3%), while only 7 respondents (5.2%) had worked for more than 30 years. This indicates 
that the composition of human resources tends to be dominated by employees with 
intermediate work experience who have adequate operational understanding while still 
being adaptive to innovation and digitalization of customs processes. This relatively even 
length of service also indicates that the combination of experienced and new generation 
human resources can create productive work collaboration, especially in terms of 
knowledge transfer, competency strengthening, and the implementation of more effective 
work procedures. 

Descriptive analysis aims to obtain an overview of respondents' assessments of the variables 
being studied. Descriptive analysis provides information about respondents' tendencies in 
responding to the indicator items used to measure the research variables. 

The data is described by assigning a weighting to each statement in the questionnaire. 
Respondent response criteria follow the following rating scale: Strongly Agree (SS) score 5, 
Agree (S) score 4, Somewhat Agree (CS) score 3, Disagree (TS) score 2, Strongly Disagree 
(STS) score 1.Next, the data will be categorized into three groups using this scale. To 
determine the scoring criteria for each group, the calculation can be done as 
follows:(Sugiyono, 2017): 
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Highest score = 5 

Lowest score = 1 

Range  = Highest score – lowest score = 5 - 1 = 4 

Class interval = Range / number of categories = 4/3 = 1.33 

Based on the size of the class interval, the criteria for the three categories are: low category, 
score = 1.00 – 2.33, medium category, score = 2.34 – 3.66 and high/good category, with a 
score of 3.67 – 5.00. A complete description of each variable is presented below: 

TaResearch Variable Description bell 

No Variables and indicators Mean Standard 
Deviatio
n 

1 Quality of knowledge 4.06  

 a. Accuracy 4.12 0.91 

 b. Completeness 4.07 0.93 

 c. Punctuality, 4.04 0.94 

 d. Relevance of information 4.01 0.92 

2 Innovative work behavior 4.21  

 a. Innovation in IT utilization 4.24 0.80 

 b. problem identification, 4.23 0.76 

 c. idea generation, 4.16 0.73 

 d. promotion, 4.21 0.79 

 e. realization. 4.19 0.78 

3 HR Performance 4.21  

 a. quality, 4.30 0.75 

 b. quantity, 4.17 0.71 

 c. the need for supervision, 4.19 0.71 

 d. interpersonal influence 4.18 0.78 

The table shows that Knowledge Quality has a mean value in the high category, namely 
4.06. This result indicates that the knowledge possessed by HR is good in terms of accuracy, 
completeness, timeliness, and relevance of information, thus supporting the organization's 
work processes effectively. The indicator with the highest value is Accuracy with a mean of 
4.12 (high category), which indicates that HR is able to present information accurately and 
with minimal errors. The indicator with the lowest value is Information Relevance with a 
mean of 4.01, but still in the high category. This indicates that although the relevance of 
information is still good, there is room for improvement to make the information provided 
more appropriate to the work context and organizational needs. Overall, all indicators show 
a consistently good condition of HR knowledge across various aspects. 

The Innovative Work Behavior variable has an overall average of 4.21, which is in the high 
category. This indicates that human resources have a strong tendency to display innovative 
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behavior in their work, both in identifying problems, generating new ideas, promoting ideas, 
and implementing them. The indicator with the highest score is Innovation in IT Utilization 
with a mean of 4.24, indicating that the use of information technology is the most dominant 
aspect in supporting human resource innovative behavior. The indicator with the lowest 
score is Idea Generation with a mean of 4.16, but still in the high category. This means that 
the ability to generate new ideas is still good but relatively lower than other innovative 
aspects and can be a focus for future improvement. Overall, human resource innovative 
behavior is at a very good level and is an important asset in organizational development. 

The HR Performance variable has an overall mean of 4.21, which is in the high category. This 
indicates that HR is considered capable of achieving good performance standards, both in 
terms of work quality, quantity, level of independence, and interpersonal skills. The 
indicator with the highest value is Work Quality with a mean of 4.30, indicating that the 
work produced by HR has a very good quality standard. The indicator with the lowest value 
is Work Quantity with a mean of 4.17, although it remains in the high category. This 
indicates that the volume of work produced is quite good, but still has the potential to be 
improved to achieve more optimal productivity. Overall, all indicators show that HR 
performance is at a superior level and serves as a strong foundation for organizational 
achievements. 

Reliability tests are conducted to prove accuracy, consistency and precision. instruments in 
measuring constructs. Reliability indicates that the research indicators used are in 
accordance with the actual conditions of the research object. Measuring the reliability test 
of a construct with reflective indicators can be done using three methods, namely: 

a. Cronbach alpha. The Cronbach alpha score criteria of more than 0.70 means that the 
reliability of the construct being studied is classified as good.(Ghozali, 2014). 

b. Composite Reliability. Indicators of a construct give good results, namely if they are able 
to provide a composite reliability value of more than 0.70. 

c. Average Variance Extracted(AVE). An AVE criterion above 0.5 indicates that the indicators 
that form the research variables are said to be reliable, so they can be used in further 
analysis in the research. 

The composite reliability, Cronbach's alpha, and AVE values for each construct of this study 
are presented in full in the table below: 

Reliability Test Results Table  
Cronbach's alpha Composite 

reliability 
(rho_c) 

Average variance 
extracted (AVE) 

HR Performance 0.893 0.926 0.758 

Quality of knowledge 0.974 0.981 0.928 

Innovative work behavior 0.928 0.946 0.777 
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Source: Smart PLS 4.1.0 data processing (2025) 

The results of the reliability test for each structure are shown in the table above. The 
findings indicate that the Cronbach alpha value for each construct is more than 0.7, and the 
composite reliability value (Composite reliability) each construct is more than 0.7, and the 
AVE value of each construct is more than 0.5. Based on the results of the reliability test, it 
can be concluded that the research instrument has high reliability. 

Based on the results of the convergent validity, discriminant validity, and reliability tests of 
the research variables, the conclusion that can be drawn is that the indicators used in 
measuring the latent variables can all be stated as valid and reliable measurement 
indicators. 

3.2. Structural Model Evaluation (Inner Model) 

The final analysis in PLS is the structural model analysis, or inner model. In structural model 
analysis, hypotheses can be tested using t-statistics. The test results can be seen from the 
structural model output, which examines the significance of the loading factor, which 
explains the influence of the knowledge quality construct on HR performance through the 
mediation of innovative work behavior as an intervening variable. 

In this case, data processing was performed using SmartPLS v4.1.0 software. The results of 
this data processing are shown in the following image: 
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SEM-PLS Inner Model Image 
Source: Results of data processing with Smart PLS 4.0 (2025) 

1) Direct Influence Analysis 

Research hypothesis testing was conducted to determine whether the hypothesis was 
accepted or not. The testing procedure was carried out by comparing the calculated t-test 
with the t-table, assuming that the calculated t-test is greater than the t-table. The t-table 
value for a 5% significance level is 1.96. The following table shows the results of the test of 
influence between variables using Partial Least Squares analysis. 

Table of Path Coefficients of Direct Influence  
Original 
sample 
(O) 

Sample 
mean 
(M) 

Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P values 

Knowledge quality -> HR 
performance 

0.325 0.328 0.073 4,487 0.000 

Knowledge quality -> 
Innovative work behavior 

0.658 0.657 0.052 12,566 0.000 

Innovative work behavior -
> HR performance 

0.577 0.577 0.067 8,634 0.000 

Source: Results of data processing with Smart PLS 4.1.0 (2025) 

Based on the results of the data processing presented above, the testing for each research 
hypothesis can be explained further, namely: 

a. Hypothesis Testing 1: 

H1: The quality of knowledge possessed by human resources will influence the increase in 
innovative work behavior. 

The first hypothesis test was carried out by looking at the estimated value of the coefficient 
(original sample) of the influence of knowledge quality on increasing Innovative work 
behavior namely 0.658. These results provide evidence that the quality of knowledge has a 
positive influence onInnovative work behavior. The results of the t-test confirmed these 
findings, where the magnitude of the t-count was known (12.566) is more than the t-table 
(1.96) with p (0.000) less than 0.05. The conclusion of the test is that the quality of 
knowledge has a positive and significant influence onInnovative work behavior. This result 
means that the better the quality of knowledge, the better Innovative work behavior will 
tend to increase. Based on this, the first hypothesis proposed in this study, namely "The 
quality of knowledge possessed by human resources will influence the increase in innovative 
work behavior," can be accepted. 

b. Hypothesis Testing 2: 

H: The quality of knowledge will have an impact on improving HR performance. 
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The second hypothesis test was conducted by looking at the estimated coefficient value 
(original sample estimate) of the influence of knowledge quality on HR performance, which 
was 0.325. This result provides evidence that knowledge quality has a positive influence on 
increasing innovative HR work behavior. The results of the t-test confirmed these findings, 
where it was known that the calculated t-value (4.487) was greater than the t-table (1.96) 
with p (0.000) less than 0.05. The conclusion of this test is that knowledge quality positively 
and significantly influences HR performance. This result means that the better the 
knowledge quality, the higher HR performance will tend to be. Based on this, the second 
hypothesis proposed in this study, namely "Knowledge quality will influence increasing HR 
performance," can be accepted. 

c. Hypothesis Testing 3: 

H3: High work innovation behavior will have an impact on improving HR performance. 

The third hypothesis test was conducted by examining the estimated coefficient (original 
sample estimate) of the influence of innovative work behavior on HR performance, which 
was 0.577. This result provides evidence that innovative work behavior has a positive 
influence on HR performance. The t-test results confirmed this finding, where the calculated 
t-value (8,634) is more than t-table (1.96) with p (0.000) less than 0.05. The conclusion of 
the test is that innovative work behavior positively and significantly affects HR performance. 
This result means that if innovative work behavior is better, HR performance will tend to 
increase. Based on this, the third hypothesis proposed in this study, namely "High work 
innovation behavior will have an impact on improving HR performance" can be accepted. 

A summary of the results of the hypothesis testing in this study is presented in full in the 
table. 

Summary Table of Hypothesis Test Results 

 Hypothesis t value p-value Conclusion 

H1 The quality of knowledge possessed by 
human resources will influence the 
increase in innovative work behavior. 

12,566 0.000 
Accepted 
 

H2 The quality of knowledge will have an 
impact on improving HR performance. 

4,487 0.000 
Accepted 
 

H3 High work innovation behavior will have 
an impact on improving HR 
performance. 

8,634 0.000 
Accepted 
 

Description: The hypothesis is accepted if t>1.96 and p value <0.05 
Source: Results of data processing with Smart PLS 4.1.0 (2025) 

2) Analysis of the Indirect Influence of Knowledge Quality on HR Performance through the 
Mediation of Innovative Work Behavior 

The indirect effect test was conducted to see the influence given by an exogenous variable 
(Knowledge Quality) on the endogenous variable (HR Performance) through an intervening 
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variable, namely the variable of Innovative Work Behavior. The indirect effect of Knowledge 
Quality on HR Performance through the mediation of Innovative Work Behavior is depicted 
in the following path diagram: 

 

 

 

 

 

 

Figure of the Path Coefficient of the Influence of Knowledge Quality on HR Performance through Innovative 
Work Behavior 

Information:  

 : Direct influence 

 : Indirect influence 

The results of the indirect influence test from the calculation results with smartPLS can be 
presented in the following table. 

Indirect Effect Test Results Table  
Original 
sample (O) 

Sample 
mean (M) 

Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P values 

Knowledge quality -> 
Innovative work 
behavior -> HR 
performance 

0.380 0.378 0.048 7,915 0.000 

Source: Results of data processing with Smart PLS 4.1.0 (2025) 

The mediating effect of innovative work behavior in relation to the variable of knowledge 
quality on HR performance is known to be 0.380. The results of the indirect effect test 
produce a t-test value of7,915(t>1.96) with p = 0.000 < 0.05. The conclusion from this test is 
that innovative work behavior mediates the influence of knowledge quality on HR 
performance. This means that the quality of knowledge possessed by employees will 
increase their innovative work behavior. Employees with more innovative work behaviors 
will more easily find solutions to problems in the field, resulting in more effective and 
efficient work. This is expected to contribute to employee performance. 

Quality of 

knowledge 

Innovative 

work behavior 

HR Performance 

 

0.577 
0.658 

0.325 

0.380 
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3.3. Discussion 

1) Quality of knowledge towards innovative work behavior 

Knowledge quality influences the increase in innovative work behavior. This result means 
that the better the quality of knowledge, the more likely it is that innovative work behavior 
will increase. Similarly, other research also reveals that knowledge sharing has a positive 
and significant relationship with innovative work behavior.(Almulhim, 2020b). 
Findings(Bratianu et al., 2023) supports the hypothesis that increased knowledge sharing 
activities within an organization can encourage the emergence of more innovative work 
behavior among employees. 

Quality of knowledgein this study it was measured from the reflection of four 
indicatorsnamely indicators of accuracy, completeness, timeliness, and relevance of 
information.Whereasinnovative work behaviorin this study it was measured from five 
indicatorsnamely the IT utilization innovation indicators for problem recognition, idea 
generation, promotion, realization. 

The knowledge quality variable shows that the indicator with the highest outer loading 
value is punctuality, while the indicator with the highest contribution in the innovative work 
behavior variable is promotion. These findings indicate that timeliness in the provision and 
utilization of knowledge plays a dominant role in encouraging innovative idea promotion 
behavior. The more quickly and relevantly knowledge is available when needed, the greater 
the opportunity for employees to communicate, convince, and advocate innovative ideas to 
colleagues and leaders. Thus, the timeliness of knowledge is a key factor in strengthening 
the effectiveness of innovation promotion within an organization, because innovation 
depends not only on the quality of ideas, but also on the individual's ability to convey and 
champion those ideas so that they are accepted and implemented. 

Furthermore, the indicator with the lowest outer loading value in the knowledge quality 
variable was accuracy, while in the innovative work behavior variable, the lowest indicator 
was idea generation. These results indicate that although knowledge accuracy influences 
employees' ability to generate new ideas, its contribution is relatively lower compared to 
other indicators. This indicates that the idea generation process is not solely determined by 
the accuracy or truth of information, but is also influenced by internal and external 
individual factors, such as creativity, work experience, organizational culture, and a work 
climate that supports innovation. Thus, knowledge accuracy remains important as a basis 
for generating quality ideas, but innovation will be more optimal if the organization also 
encourages an environment conducive to the exploration of ideas and the development of 
employee creativity. 

2) Quality of knowledge on HR performance behavior 
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The quality of knowledge influences improvementHR performance. This result means that 
the better the quality of knowledge, the betterHR performance will tend to increase further. 
These results support research De Zubielquiet.al (2019) stated that knowledge quality 
contributes to company performance. 

Quality of knowledgein this study it was measured from the reflection of four 
indicatorsnamely indicators of accuracy, completeness, timeliness, and relevance of 
information.WhereasHR Performancein this study it was measured from the reflection of six 
indicatorsnamely indicators of quality, quantity, need for supervision, interpersonal 
influence. 

The knowledge quality variable shows that the indicator with the highest outer loading 
value is timeliness, while the indicator with the largest contribution in the HR performance 
variable is quantity. These findings indicate that timeliness in the provision and utilization of 
knowledge plays a major role in increasing the amount of work output produced by human 
resources. The more quickly and accurately knowledge is available when needed, the more 
efficient employees are in carrying out their tasks, thus being able to complete a larger 
volume of work. This means that the timeliness of information and knowledge is a strategic 
factor in increasing work productivity, as delays in knowledge can hamper work processes 
and reduce the achievement of individual and organizational performance targets. 

Furthermore, the indicator with the lowest outer loading value in the knowledge quality 
variable is accuracy, while in the HR performance variable, the lowest indicator is work 
quality. These results indicate that although knowledge accuracy influences the 
improvement of work quality, its contribution is relatively weaker compared to other 
indicators. This indicates that work quality is not only determined by the accuracy of the 
information held, but is also influenced by other factors such as individual competence, 
work experience, standard operating procedures, and supervision and work culture within 
the organization. Thus, knowledge accuracy remains a crucial prerequisite for producing 
quality work, but optimally improving performance quality requires the support of a 
structured work system, competency development, and a conducive work environment. 

3) Innovative work behavior towards HR performance behavior 

Innovative work behavior has an impact on increasingHR performance. This result means 
that the better the innovative work behavior, the betterHR performance will tend to 
increase further. The results of the study(Chaithanapat et al., 2022; Hanaysha et al., 2022; 
Teixeira Filho et al., 2022)shows a positive influence of innovation on performance. 

VariablesInnovative work behaviorin this study it was measured from five indicatorsnamely 
the IT utilization innovation indicators for problem recognition, idea generation, promotion, 
realization.WhereasHR Performance in this study it was measured from the reflection of six 
indicatorsnamely indicators of quality, quantity, need for supervision, interpersonal 
influence. 
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The innovative work behavior variable shows that the indicator with the highest outer 
loading value is promotion, while the highest indicator in the HR performance variable is 
quantity. This finding indicates that employees' ability to promote new ideas, concepts, and 
work methods plays a dominant role in increasing the amount of work output produced. 
The more actively individuals communicate and champion innovative ideas in the 
workplace, the greater the opportunity for the organization to adopt more efficient and 
productive work methods. Thus, the promotion of innovation not only functions as a means 
of disseminating ideas but also becomes a driver of increased performance volume, 
particularly in the form of quantity of work output. This shows that innovative behavior 
oriented towards promoting ideas can create accelerated work processes that have a direct 
impact on increasing HR productivity. 

Furthermore, the indicator with the lowest outer loading value for the innovative work 
behavior variable is idea generation, while the lowest indicator for the HR performance 
variable is quality. These results indicate that despite its relatively lower contribution, an 
individual's ability to generate new ideas still influences the quality of work output. The 
better the idea generation process, the greater the potential for creative and value-added 
solutions, which ultimately impacts the quality of work output. Thus, idea generation is a 
crucial foundation for producing superior performance, particularly in terms of accuracy, 
precision, and innovation in task completion. Therefore, although its influence on work 
quantity is not as strong as idea promotion, organizations still need to encourage a culture 
of creative thinking to continuously improve the quality of work output. 

4. Conclusion 

This study confirms that the quality of knowledge and innovative work behavior are key 
factors in improving HR performance at KPPBC TMP A Semarang. The mutually reinforcing 
relationship between timeliness and idea promotion, as well as between accuracy and idea 
generation, indicates that organizations need to manage knowledge effectively and 
encourage continuous innovation to achieve optimal performance. The conclusion of the 
hypothesis proof is: The quality of knowledge has an influence on increasing innovative 
work behavior. This finding indicates that the higher the level of accuracy, completeness, 
timeliness, and relevance of information possessed by employees, the greater the tendency 
for innovative work behavior will also increase. The quality of knowledge has an influence 
on improving HR performance. The results of this study indicate that improving the quality 
of knowledge will be followed by an increase in the quality and quantity of work results, a 
decrease in the need for supervision, and improvements in interpersonal relationships in 
the work environment. Innovative work behavior has an influence on improving HR 
performance. This finding proves that the better the ability of employees to utilize 
information technology, identify problems, generate ideas, promote ideas, and realize 
innovation, the higher the level of HR performance achieved. 
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