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Abstract

Communication and technology have changed frequently throughout this era, either in terms of the
meaning or reason for which it has been used. Nowadays, an organization uses social media as a
communication tool among coworkers, which can lead to a variety of issues that impact job performance
and organization. Therefore, this study has been conducted to examine the association between
knowledge sharing, communication, and decision-making with employee job performance. The
correlational study has been used as the research design for this study. A total of 121 data has been
collected from this study. The findings imply that the sharing of information, clear communication, and
well-reasoned decisions are the three factors that are believed to have a beneficial effect on increasing
overall work performance. The perceptions of dependability among persons participating in information
sharing have also favourably benefited both the individual knowledge sharing and the work performance
of those individuals. Moreover, an individual's effectiveness at work may be contingent on their ability to
efficiently information sharing, communication, and decision-making. Thus, mart organizations will use
knowledge exchange, communication, and decision-making to increase their chances of success and gain
a competitive advantage.
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1. Introduction

Communication has changed over time in the era of technology, both in terms of means and the
reason for which they are used. Social networking technologies through Web 2.0 sites have enabled two-
way communication in cyberspace by merely using your fingers if humanity had only relied on
conventional mass media for information in the past, such as newspapers, magazines, and television
(Kapoor et al., 2018). According to a McKinsey survey, 65 percent of businesses utilize social media-
based technology to encourage and improve performance (Bughin et al., 2010). There is research
integrating employee job performance in the context of social media usage in Malaysia and other areas.
Some of the studies are, look at the impact of knowledge sharing, communication, and decision-making
on employee job performance in China (Cao et al., 2016), knowledge sharing through social media to
improve job performance in Korea (Kwahk & Park, 2016), the link between social media and work,
leadership, and work-life conflict among professionals (Jiang et al., 2017), and the relationship between
social media usage and emoji usage (Shami et al., 2014). In Europe, a similar study was conducted to
investigate the impact of social media usage on employee performance (Ouirdi et al., 2014). Omar et al.
(2016) conducted one research project on the effectiveness of knowledge sharing, communication, and
decision-making between employees and its impact on employees in the oil and gas business, while
another study examined the improvement of knowledge sharing, communication, and decision-making on
organizational performance (Parveen et al., 2015).

Compared to less efficient traditional media, social media represents a shift in the new
communication paradigm for firms that enable two-way communication channels. Organizations use
social media to communicate with their stakeholders. The company is currently becoming more interested
in using social media to create relationships with employees and other stakeholders (Appel et al., 2020).
Organizations are increasingly using social media tools such as Facebook, social networking sites, and
LinkedIn to facilitate connections with customers and promote their products and services (Huang et al.,
2019). With the introduction of social media, communication has been progressively simplified, allowing
people to share their experiences and converse without regard to time or location. Employees typically
exchange and collect information from friends and colleagues to preserve a sense of social connection,
and this is how knowledge-sharing and decision-making in the workplace favourably influence work
performance and learning ability (Eid & Al-Jabri, 2016).

Job performance, which includes determining whether people are working efficiently, is a key
indicator of employee success. The usage of social media in the workplace has been disputed at the same
time as new technologies emerge. According to a study by Tajvidi and Karami (2021), using social media
in the workplace enhances employee work effectiveness. Meanwhile, Safko and Brake (2009) have
found that using social media wastes time and diminishes employee productivity due to personal
messaging. According to a German survey, however, 94 percent of the organizations studied have made
information management through social media a major strategy in their operations. However, only 15%
of those surveyed believe using this principle has resulted in effective work performance. The
relationship's outcome demonstrates that exchanging ideas and expertise has a favourable impact on work
performance. Although network links and trust have a little direct impact on job performance, they do

play a role in knowledge transfer.
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2. Literature Review

2.1. Employee Job Performance

Employee performance, according to Kumasey et al. (2014), refers to the quality of an employee's
work. Employee performance improves when the stress system in the workplace is reduced,
demonstrating that employee efficiency is closely tied to employee performance. Employee work
performance refers to an employee's awareness of assigned targets, performance expectations, and
achievement of the organization's defined targets or expectations. Employees' individual talents,
expertise, and skills are internal elements that influence job performance success, whereas task
descriptions, incentives, working environments, organizational structure, and people management
methods are external factors. Organizations aware of these issues should concentrate on how they might
affect their workers' job performance (Dinc, 2017).

Contextual, adaptable, task, creative, agility performance, and effectiveness are the aspects of
employee job performance. Contextual performance refers to an employee's non-core actions, such as
demonstrating a learning attitude, gathering information, sharing information, supporting and assisting
colleagues, or completing work that is not accountable to anybody at work. Employees' creative ability to
generate fresh unique ideas, products, and procedures viewed as potential output for the organization is
referred to as creative performance. Employees are encouraged to create work-related fresh ideas on
different task descriptions and procedures through knowledge sharing, communication, and decision-
making as their creative performance contribution is evaluated. Agility performance, on the other hand, is
defined as an employee's ability to embrace and adopt changes for personal and organizational gain only
when individuals are open to new ideas, technologies, and changes as a result of their dedication to
continuous development and learning. Far-sightedness, suppleness, and flexibility are characteristics of
agility performance. Continuous learning and exploration of new experiences through knowledge sharing,
communication, and decision-making can help to expand such characteristics (Cai et al., 2018). Adaptive
performance refers to an employee's ability to comprehend and adapt to changes in the workplace
(Pulakos et al., 2000). In a nutshell, adaptive performance assesses individuals' ability to handle issues
creatively, deal with uncertain situations, and acquire new activities, technology, and procedures
(Koopmans et al., 2012).

2.2. Knowledge Sharing

Knowledge is a source of power in today's information age (Hart & Kim, 1997), and knowledge
sharing is described as an "activity to share knowledge among members of an organization" by Mohajan
(2019). Knowledge sharing, according to Ghazali et al. (2016), is a method of communicating knowledge
among a group of individuals formally or informally at work or among friends. Knowledge sharing,
according to Kwahk and Park (2016), is when active interaction effort is required by and between
participating individuals who have the required necessary knowledge.

According to previous research by Rosendaal (2009), knowledge sharing is a mechanism in which

people and groups from various backgrounds share their experiences. Knowledge exchange is now
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boosted even further with the usage of social media platforms, which are regarded as the most influential
platforms due to their ease of connection and accessibility. As previously stated, the informative
conversation can be conducted between individuals with varying expertise in exploring, discussing,
explaining, and discovering new ideas, new ventures, historical events, knowledge, and current issues
using social media's alternative communication platforms of blogs, forums, and social networking sites
(Pulido et al., 2018). When the sharing and acquisition of knowledge in most industries can be hastened

by the use of social media, it can have a good influence (Ellison et al., 2015).
2.3. Communication

Communication is defined by Rogers and Kincaid (1981) as a process in which two or more
people form or communicate knowledge with one another, resulting in deep mutual understanding.
According to Cangara (2016), communication is "a sort of engagement in which human beings influence
one another, whether on purpose or unintentionally." Communication is a mechanism employed in this
study to communicate with colleagues, as well as involved customers and stakeholders in the operation of
an organization, via social media.

According to Safko and Brake (2009), social media sites encourage two-way communication from
users, and interactive media are technology platform tools that allow users to create text, images, videos,
and photos for usage as communication information during online social interactions. Following that,
social media activities include publishing generated content digitally, disseminating it online, receiving
real-time comments, and reviewing and editing digital information as needed. Organizations use
communication to create a culture of consistent customer involvement and participatory contact with their
clients. The open-mindedness and measurability of communication skills would be required for social

media to be employed as an alternative means of communication among companies, cultures, and people.
2.4. Decision Making

The study and process of discovering and selecting alternatives while minimizing uncertainty in
order to provide the best reasonable choice based on the decision maker's valued preferences are known
as decision-making (Harris, 1998). A decision is an option chosen by an individual after the conclusion,
whereas decision-making is the action taken by the individual in making decisions (Chand, 2016).
Making decisions entails many procedures and steps that occur between thoughts and acts on expressed
ideas (Uzonwanne, 2016). As noted in the literature, informational and normative conformity influence
decision-making in social networks. When a decision-maker relies on his or her social network circle for
accurate information, informational conformity occurs, whereas normative conformity occurs when a
decision-maker makes a decision that will be liked and accepted by his or her social network circle,
resulting in potentially biased decisions. There is evidence that approved that communication has a
significant impact on personal and employee performance, including substituting and influencing ideas
and choices (Power & Phillips-Wren, 2011).

Such evidence has sparked a new research topic focused on communication evolution and its
impact on employee job performance, as well as ideas describing the characteristics of how real-time

communications inside the social and professional circle can influence behavior. According to survey
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results based on 105 participants from 97 businesses in 20 countries, 80 percent of executive decision-
makers at corporations can make faster decisions in producing information and strategy by participating
in online social networks (Bulmer & DiMauro, 2011). It has been proven that endorsements such as read,
share, and retweet are regarded as the collaboration hub in social media networks, demonstrating that
“The Crescendo Effect” found in social media environments has a rising influential impact on buying
decisions, resulting in increased organizational profit and productivity.

According to the media richness theory, clear messages, social impressions, and the ability to
appraise others are the influencing elements that determine choice quality. The mastery and deception
levels of participants are important in creating quality decisions (Kahai & Cooper, 2003). When
participants have a high level of task-relevant knowledge, richer media has a beneficial impact on
decision quality and reduces deceit. In comparison to face-to-face contexts, online social media creates
more instantaneous and broader peer pressure. Peer pressure, in this sense, refers to the influence of peer

groups on a person's beliefs, values, and character. Figure 1 shows the conceptual framework for this

study.
Independent Variable Dependent Variable
s )
Knowledge Sharing

R
~ ~, Employee Job

Communication Performance
A j
' ™

Decision Making

vy

Figure 1. Conceptual Framework: Developed by Radhakrishnan et al. (2018).

3. Research Methodology

A quantitative research approach has been chosen for conducting this research. The research
design for this study is a correlational study. For this study, the researcher tried to investigate the
relationship between knowledge sharing, communication, and decision-making with job performance
among employees in selected private organizations in Selangor. The population for this research were
UNISEL employees at the University Shah Alam, Selangor main campus, which employs around 695
people, are the intended subject of this study. All respondents understand and comprehend the
knowledge-sharing, communication, and decision-making that has been used in the organization’s
working environment. The survey will only be distributed to staff at the UNISEL main campus.
Meanwhile, the sampling technique applied in this study was convenience sampling. Convenience
sampling can be defined as a type of probability sampling, which involves the subjects being drawn from

the part of the population which was close to hand. For this study, the sample size was determined by
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using G*Power software. The researcher calculates the sample size by using the G*Power 3.1.9.4. Thus,
the setting measured in this study was as follows: Effect size f2: 0.15, 0=0.05, and the number of
predictors=3 (knowledge sharing, communication, and decision making). The power was set at 95%.
Thus, the sample size required for this study was 119.

In collecting data for this study, the researcher needs to get ethical approval since that is the
procedure from the DPPS (Department of Postgraduate and Professional Studies) under the Faculty of
Business and Management. The researcher personally distributed the questionnaire by hand to employees
at selected universities in Shah Alam, Selangor. The respondents are given a specific duration of time to
submit back the questionnaires. The questionnaires were completed within two weeks. The respondents

needed around 10 minutes to answer the questionnaire.
4. Data Analysis & Findings

Data were analyzed using SPSS version 26.0. A multiple regression analysis was conducted to
examine the relationship between variables. The respondent was required to provide their demographic

information, which revealed their background. The findings on demographics are reported in Table 1.

Table 1. Demographic Profile of the Respondents (n=121)

Demographic Variable Category Frequency (N) Percent (%0)
Gender Male 40 331
Female 81 66.9
Age 18-25 years old 44 36.4
25-30 years old 52 43.0
30-35 years old 15 12.4
35-40 years old 5 4.1
More than 50 years old 5 4.1
Occupation Managerial Level 28 23.1
Executive Level 11 9.1
Administrative Level 48 39.7
Others 34 28.1
Experience 3-5 Years 63 52.1
6-10 Years 47 38.8
10-15 Years 9 7.4
More than 15 years 2 1.7

Mean, and standard deviation were used in this study's descriptive statistics. The arithmetic mean's
central tendency was measured using the mean, while the most powerful dispersion measure, the standard
deviation, was utilized to quantify the square root of variance variability (Sundram et al., 2016). Table 2
below presents the mean and standard deviation for the dependent variable (employee job performance)
and independent variable (knowledge sharing, communication, decision-making) in this study. In this
study, the data set was tested on all items of the research variables to determine the normal distribution of

the sample. The normality test results indicated that the values are within the cut-offs of +3. Hence it
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agrees with the suggestion provided by Kline (2011), which states that all items of the research variables

should be normally distributed, as shown in Table 2.

Table 2. Mean and Standard Deviation for Variables

Mean Std. Deviation Skewness Kurtosis
Knowledge sharing 4.2777 71198 -.572 -.987
Communication 3.7785 .86248 -.382 -.674
Decision Making 4.6248 .57363 -1.465 1.181
Employee Job performance 4.0601 57371 -.096 -1.058

Reliability analysis was carried out using Cronbach coefficient alpha which assesses the internal
consistency of items. As suggested by Nunnaly and Bernstein (1994), values above 0.7 were considered
reliable (Table 3). The Cronbach’s alpha for all the variables was above 0.7, indicating a good internal

consistency among the items.

Table 3. Reliability for each variable

Variable No of items Reliability Internal consistency
Knowledge Sharing 5 0.853 Good
Communication 5 0.781 Acceptable

Decision Making 5 0.879 Good

Employee Job Performance 15 0.939 Excellent

Multiple regression was used to assess the relationship between knowledge sharing,
communication, and job performance decisions. Preliminary analyses were conducted to ensure no
violation of normality, linearity, multicollinearity, and homoscedasticity assumptions. The results in
Table 4 from the analyses denote that knowledge sharing (t=6.046, p<0.000) and communication (t=

6.651, p< 0.000) influence job performance. It explains 47.6% of the total variance.

Table 4. Results of Multiple Regression Analysis

Independent Standardized t Sig. Collinearity

Variables Coefficients Statistics Confidence Interval
Beta Tolerance VIF Upper Lower

bound bound

Knowledge sharing 0.438** 6.046 0.000 0.852 1.174 0.196 0.387

Communication 0.474** 6.651 0.000 0.883 1.133 0.333 0.615

Decision Making -0.105 -1.440  0.153 0.836 1.196 -0.202 0.032

R Square 0.476

Adjusted R Square 0.462

F 35.410

Sig. of F Value 0.000

5. Discussion and Conclusion

The survey was conducted among 121 employees in the private sector in Selangor. Findings

indicate that most respondents were female, aged 18-25 years, with working experience of three to five
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years. Multiple regression analyses were computed to test the relationship between knowledge sharing,
communication, and decision-making with job performance.

The first finding of this study is to address issues related to the correlation between knowledge
sharing and employee job performance in the private sector. Based on Table 4, findings revealed that the
p-value is less than 0.05 (p>0.05) as the conclusion that there is a positive relationship between
knowledge sharing and job performance. When employees share their expertise with their co-workers, it
may have a wide range of effects. Knowledge sharing and work performance have been shown to be
positively correlated, although there are numerous other variables to consider (Li-Ying et al., 2016; Mura
et al., 2013). Past research in inter-organizational settings has demonstrated that knowledge sharing
enhances business performance (Henttonen et al., 2016). Sharing knowledge increases an organization's
competitive advantage, which fosters the development of innovative approaches, processes, services, and
technologies (Mohammed Fathi et al., 2009) and also improves an organization's long-term performance
(Akram & Bokhari, 2011; Masa'deh & Gharaibeh, 2013; Obeidat et al., 2014). These findings are in line
with previous research conducted by Fallman et al. (2019), and Rafique and Mahmood (2021), who found
that employees at healthcare facilities shared knowledge and looked for the best methods to improve their
performance. The current results appear to be consistent with earlier studies among librarians in
Southwest Nigeria, where knowledge sharing had a significant impact on their performance at work
(Ajegbomogun & Diyaolu, 2018).

Meanwhile, the second finding showed that there is a significant positive relationship between
communication and job performance. In this study, the researcher found that implies that the higher the
communication, the higher the employee performance. This finding is supported by Ince and Gl (2011),
who argued that increasing communication among employees would positively affect employee job
performance. Other researchers, such as Kibe (2014), Sgobbi and Cainarca (2015), also postulated that
there is a positive relationship between communication and job performance.

Frequent communication can reduce unnecessary burdens and improve employee job performance
in the organization. This study has been supported by Abdullah and Hui (2014), who found that
communication inspires employees with the way the information is delivered and received. Junior staff
usually receive information about their work from senior staff in the organization. Hence, communication
enables junior staff to understand expectations from the senior leaders in performing their tasks
(Verghese, 2017).

The third finding in this study sought to determine the relationship between decision-making and
job performance. Contrary to expectations, this study did not find a significant relationship between
decision-making and job performance. The finding agrees with Nuraini et al. (2022), who reported no
significant association between decision-making and job performance. However, this result contradicts
previous studies by Fakunle (2021), Kalla (2005), Shadur et al. (1999), and Preuss and Lautsch (2003). A
possible explanation for this result is that most of the respondents were at the administrative level and

were not involved directly with the decision-making process in their organization.
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