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CHAPTER 1

The Effect of Organizational Commitment on Individual Creativity
Mediated by Organizational Citizenship Behavior and Knowledge Sharing
in Indonesia Banking Industry

Achmad RAYADI
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B. Medina NILASARI

Faculty of Economics and Business, Universitas Trisakti
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Orcid: 0000-0002-4339-0278

Salut MUHIDIN

Macquarie Business School, Macquarie University
Salut.muhidin@mg.edu.au

Orcid: 0000-0002-8281-3405

ABSTRACT

Every company is required to be creative in generating ideas or innovations for the company. The importance of
creativity for companies will make it easier to improve sustainability and renewal within companies. In the banking
industry, the high expectations and demands for improving corporate innovation performance in turn encourage
banks to be able to actively innovate banking products and services, especially in order to increase customer and/or
debtor satisfaction. Banks that are unable to adapt to a rapidly changing environment and respond to a variety of
new product and service innovations due to the rapid development of technology and digital transformation, will
be left out in business competition in the banking industry community and will slowly begin to be left behind by
customers. This study was aimed to analyze the effect of Organizational Commitment on Individual Creativity
mediated by Organizational Citizenship Behavior (OCB) and Knowledge Sharing of Indonesian Banking
Industry. The data used in this study is primary data collected using a questionnaire with a total sample of 171
Indonesian Banking Industry employees was determined using a purposive sampling technique. Data were
analyzed using descriptive statistical analysis and a structural equation model processed with the Amos program
22.

Keywords: Individual Creativity, Knowledge Sharing, Organizational Citizenship Behavior, Organizational
Commitment.
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1. INTRODUCTION

The rapid change in the strategic environment that is currently happening, especially as a result
of advances in technology and information, has given rise to various forms of product
innovation and new corporate services, including in this case the banking industry. The
implication is that every bank is required to be adaptive in facing various creative processes of
new innovations that are happening at this time, so that the company's performance can be
achieved optimally according to the vision and mission, amidst the current increasingly
competitive business climate.

Currently, advances in technology and information have disrupted the conventional functions
of products and services in the banking industry into new business models and behaviors. This
is reflected in the increasingly widespread use of digital-based technology innovations, such as
payment for e-commerce transactions, transfers between accounts and across banks, e-money,
credit, priority customer services, etc. through mobile banking applications, from opening an
account to by utilizing bank products and services. Its use is carried out practically by using
web-based technology, including through smartphone access with various new features that
provide many benefits and conveniences for bank customers and debtors, without the need to
physically come to the location of the bank's office to carry out these financial transactions.
To be able to foster the process of innovation in the banking industry, individual creativity is
considered to be a very important factor to continue to develop and evaluate its implementation
on an ongoing basis. Therefore, company management needs to make efforts to be able to build
and encourage the creative attitude of employees to be more proactive in conveying ideas and
ideas regarding various product innovations and new banking services, as well as actively
finding solutions in solving complex problems in order to support company performance.

The high expectations and demands for increased corporate innovation performance in the
banking sector have in turn encouraged banks to be able to actively carry out various
innovations in banking products and services, especially in order to increase customer and/or
debtor satisfaction. Banks that are unable to adapt to a rapidly changing environment and
respond to various new product and service innovations due to the rapid development of
technology and digital transformation, will be left out in business competition within the
banking industry community and will slowly begin to be abandoned by their customers.

Every company is required to be creative in generating ideas or innovations for the company.
The importance of creativity for companies will make it easier for companies to increase
continuity and renewal in their companies. Business competition requires banking employees
to be creative and analytical in finding solutions to solving problems, having lots of ideas for
product development, and being creative in making work procedures for each task is an
important thing that every employee must have.

2. LITERATURE REVIEW

2.1  Organizational Commitment (OC)
Novita et al. (2016) stated that a situation where an employee is in line with the goals of the

organization is organizational commitment. OC can effectively promote the exchange of
knowledge, experiences and ideas (Szczepanska-Woszczynaz, 2014). In addition, OC can also
provide a positive and better atmosphere/environment to facilitate the consequences of an
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organization or individual. Panggabean and Sancoko (2015) argue that organizational
commitment is a situation in which an employee sided with a particular organization and its
goals and desire to maintain membership in that organization. According to Panggabean (2018)
organizational commitment is the tendency to be bound in a consistent line of activity, because
it considers the costs of carrying out other activities.

Organizational commitment is the desire of company employees to be identified with their
organization. There are three forms of OC, namely affective commitment, continuance, and
normative. Affective commitment is when an employee is passionately involved with the
organization and is less likely to quit; continuance commitment is when an employee considers
whether to consider staying or leaving the company and finally chooses to stay; and normative
commitment is the moral or ethical obligation of an employee to stay (Velickovic et al., 2014).

2.2  Organization Citizenship Behavior (OCB)
Organizational citizenship behavior is an extra role attitude that is neither nominated nor

required by formal job responsibilities and is reflected in an employee voluntarily helping other
employees in their work to promote employer excellence without expecting reward for it (Cem-
Ersoy et al, 2015). Susanti and Wimbarti (2012) OCB describes prosocial behavior used to
show inclinations and friendliness in dealing with one another, this is due to that person and
their sense of volunteering to share knowledge in order to help between employees. Based on
the above understanding, it can be concluded that OCB is a word that reflects a positive and
beneficial attitude that is carried out by employees, they do it without coercion in other words
of personal volition, this attitude can provide support to fellow co-workers and can provide
benefits to the company.

2.3  Knowledge Sharing (KS)
Knowledge sharing is used as a coordination mechanism. According to Lee (2018) knowledge

is skills, facts, ideas, and understanding that can influence an organization, team, and individual.
According to Lee (2018) sharing knowledge is not a goal, but a medium used to achieve goals.
When using all his abilities for the benefit of his organization, knowledge management is very
important for individuals. The right way to get the right ability, to the right individual, and also
at the right time, and to help someone in terms of sharing and utilizing information to make a
decision to increase the performance of an organization, this is the definition of knowledge
management according to Girard. and Girard (2015).

Knowledge management has an impact on corporate and individual performance. One activity
that has a positive, useful and very broad impact on the company is knowledge sharing. KS is
used as the main activity in knowledge management. According to Paulin and Suneson (2012)
the procedure for exchanging knowledge, both exchanges carried out by two individuals or
more than two, where the first person talks about knowledge and the other person assimilates
knowledge, this is also called KS. In Lee's research (2018), knowledge sharing has a good
relationship with team, individual and corporate performance, efficiency, and expenses. If you
go through the KS stages effectively and with the support of other employees, you can increase
your creativity to create innovation in drawing efficient conclusions, working together, and
thinking creatively (Lee, 2018).
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2.4 Individual Creativity (IC)
For a long time, research on creativity has focused on individual creativity. However, there is

much to be said about distinguishing social creativity as a separate type of creativity. Some
creative tasks can be managed by a single individual, but many tasks require collaboration
between people with different skills. In two studies, individual creativity and social creativity
even have a negative correlation (Eisele, 2017). According to Hanaysha (2022), creativity is an
act that generates new ideas, inventions, promotions, valuable products, services and useful
concepts. In connection with the above understanding, it can be concluded that IC is a form of
employee initiation to be able to proactively convey various ideas, opinions and thoughts in.

Organizational
Commitment
H1
Knowledge _ Individual
Sharing (KS) //, ————— Creativity

Organizational - " H5
Citizenship =
Behavior (OCB)

Figure 1. Conceptual Framework

As stated by Kurniawan (2015) OCB has an attachment to the results of the workings of an
organization such as organizational commitment, leader-member exchange, employee
involvement, and employee quality. In addition, Kurniawan (2015) also stated that if an
organization has an obligation to make it better for its members, it will encourage the creation
of OCB behavior from its employees. The statement above is linear with the results of
observations that have been researched by Chang et al, (2021) they found that OC has an
influence on OCB towards 139 indigenous workers in indigenous peoples' organizations
(IPPQ's) in Taiwan, which is an organization that has the aim of promoting the development of
knowledge and the creative economy of indigenous peoples. Likewise the results of
observations that have been researched by Uddin et al, (2016) who also found results that OC
has an influence on the OCB of employees who have worked in various companies in
developing Asian countries. Therefore for the first hypothesis to be tested in this study, namely:
H1: OC has a positive effect on employee OCB.

Tandayong and Edalmen (2019) state that in order to advance a company, it requires a high
level of commitment by individuals regarding sharing knowledge in order to advance the
company. A situation where employees choose to side with an organization with several goals
and a desire to keep themselves a member of the organization, this is the definition of
organizational commitment according to Robbins and Judge (2017). According to Tandayong
and Edalmen (2019) that OC is a factor that influences KS. This is in accordance with the
statement of Chang et al (2021) who concluded that OC encourages employees to share
knowledge with each other in order to improve their organizational performance. From the
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observations that have been researched by Tandayong and Edalmen (2019) it is found that OC
has an influence on the KS of employees of PT Katopas Jaya Abadi. So, in this study the
following hypothesis was established:

H2: OC has a positive effect on employee KS.

Putra and Adnyani (2018) state that KS is a method of knowledge management that is used in
providing opportunities for employees in the organization to exchange ideas, experiences and
knowledge with other members in the organization and in realizing KS in the organization must
be with a strong will from employees and supported by the organization. OCB is one of the
factors that affect an employee's KS. This is in accordance with the statement of Susanti and
Wimbarti (2012) OCB describes prosocial behavior used to show inclinations and friendliness
in dealing with one another, this is due to that person and their sense of volunteering to share
knowledge in order to help between employees. Tea and Sun (2012) and Chang et al, (2021)
found that OCB had a positive relationship with KS. Many scholars further assert that KS is
one of the most important outcomes of OCB (Taghvaee-Yazdi and Eynal, 2015; Dehghani et
al, 2015). However, so far there is no agreement on their causality. Because of this, in this study
the following hypotheses were established:

H3: OCB has a positive effect on employee KS.

Organizational commitment is the psychological attachment of employees to the organization.
A situation where employees choose to side with an organization with several goals and a desire
to keep themselves a member of the organization, this is the definition of organizational
commitment according to Robbins and Judge (2017). Previous studies have shown the
relationship with organizational commitment and employee creativity, however, may be
moderated by several additional organizational variables rather than fixed. Taking Klau's
research (2021) shows employees with high commitment will show high creativity. The above
statement is in accordance with the results of observations that have been researched by Sothan
et al, (2016) found that OC affected the creativity of 353 hotel workers from 17 hotels in
Cambodia. Therefore, in this study, the hypothesis is set as follows:

H4: OC has a positive effect on employee IC.

Hanaysha et al, (2022) explained that OCB which describes a person's willingness to contribute
cooperative efforts to the organization is necessary for the effective achievement of
organizational goals to be another aspect that requires attention in order to increase employee
creativity. When an employee feels part of an organization, they will try to show their OCB
behavior and this will affect employees in showing their creative behavior (Akturan and
Cekmecelioglu, 2016). This statement is in accordance with the results of research conducted
by Hanaysha (2022) which found that OCB affects employee creativity at work. Therefore, in
this study, the hypothesis is set as follows:

H5: OCB has a positive effect on employee IC.

KS in an organization becomes an important thing in the framework of developing knowledge,
ideas and experiences among employees in the organization (Soda et al, 2017). According to
Wang and Zatrick (2019) and Bhatti et al, (2021) sharing knowledge between employees makes
employees more aware of the goals and strategic processes of the organization and will bring
out creative attitudes from employees to contribute to company development. Research
conducted by Zhao et al, (2021) found that outbound KS has an effect on IC. Other results were
found by Bhatti et al, (2021) and Joo et al, (2022) also found that KS had an effect on the IC of

8
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workers in the Pakistani pharmaceutical industry. Therefore, in this study, the hypothesis is set
as follows:

H6: KS has a positive effect on employee IC.

Employee creativity according to Amanda (2020) is the main foundation for increasing the level
of efficiency and productivity of an organization then carrying out organizational strategy and
maintaining the future sustainability of the group or organization, therefore the group or
organization can develop and maintain itself in an enviroment that very large competition as it
is today. Klau (2021) provides a statement that employees who do not have a stand for their
organization have a difficult tendency to have creativity in the work activities they carry out.
Knowledge sharing is one of the methods to increase employee commitment to the organization.
Knowledge sharing in an organization becomes an important matter in the framework of
developing knowledge, ideas and experiences between employees in the organization (Soda et
al, 2017). According to Wang and Zatrick (2019) and Bhatti et al, (2021) sharing knowledge
between employees makes employees more aware of the goals and strategic processes of the
organization and will bring out creative attitudes from employees to contribute to company
development. In addition, Tandayong and Edalmen (2019) state that high commitment in an
organization can be associated with an individual's willingness to share knowledge in order to
advance the company. Observations that have been researched by Sothan et al, (2016) found
that Knowledge Sharing is able to mediate the effect of Organizational Commitment on
Individual Creativity, so that in this study the hypothesis was set as follows:

H7: OC has a positive effect on employee IC mediated by KS.

Previous studies have shown the relationship with organizational commitment and employee
creativity, however, may be moderated by several additional organizational variables rather
than fixed. Taking Klau's research (2021) shows employees with high commitment will show
high creativity.

Hanaysha et al, (2022) stated that OCB is really needed which describes the willingness of
individuals to contribute cooperative effort to an organization, this makes organizational goals
more effective, on the other hand it is an aspect that needs attention in order to increase
employee creativity. When an employee considers himself part of an organization, these
employees will try to show their OCB behavior and this will affect employees in displaying
their creative attitude (Akturan and Cekmecelioglu, 2016). This shows that when employee
commitment is high it will be able to increase employee creativity which is in line with
increased employee OCB behavior. Referring to this, in this study the hypothesis was
determined as follows:

H8: OC has a positive effect on employee IC mediated by OCB

Hanaysha et al, (2022) stated that OCB is really needed which describes the willingness of
individuals to contribute cooperative effort to an organization, this makes organizational goals
more effective, on the other hand it is an aspect that needs attention in order to increase
employee creativity. When an employee considers himself part of an organization, these
employees will try to show their OCB behavior and this will affect employees in displaying the
creative attitude they have (Akturan and Cekmecelioglu, 2016).

Putra and Adnyani (2018) state that KS is a method of knowledge management that is used in
providing opportunities for employees in the organization to exchange ideas, experiences and
knowledge with other members of the organization. In realizing KS in the organization, it must
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be realized with a strong will from the employees and supported by the organization. According
to Wang and Zatrick (2019) and Bhatti et al, (2021) the sharing of knowledge between
employees makes employees more aware of the goals and strategic processes of the
organization and will bring out the creative attitude of employees to contribute to the
development of the company. So, in this study the following hypothesis was established:

H9: OCB has a positive effect on employee IC mediated by KS.

3 METHODS
This research is based on previous research conducted by Chang et al, (2021), Zhao et al,

(2021), and Hanaysha et al, (2022). The design of this study will use a hypothesis testing design,
which is where this study will try to test estimates for the influence of the variables that have
been described in the hypothetical design. Cross sectional survey design is the research design
used. Furthermore, the analysis in this study is an individual, namely employees in a banking
company, carried out at one time or called cross sectional. The objects used in this study are
employees who work in the banking industry in Jakarta. The choice of research location was
based on the fact that in Jakarta the current development of information and technology has
disrupted the conventional functions of products and services in the banking industry with
various innovative new business models based on digital technology. Therefore, it is important
for every bank to innovate in order to improve company performance by taking into account
several influencing factors. Research time to get data in October (2022).

Identification of variables is used to be able to describe the effect of the independent variables,
namely organizational commitment and organizational citizenship behavior on knowledge
sharing, and their impact on individual creativity. The measurements used for each variable in
this study are as follows:

Table 1. Description of Research Variables and Indicators

Variabel Indikator Sumber
Organizational 1) I will work as optimally as possible above expectations in Uddin et al,
Commitment order to help the success of the company (2019)
(2) I tell my friends that | work for a great company
3) I find similarities between my values and those of the
company.
(@) I am proud to tell others to be part of the company.
(5) The company really inspires me about the best thing to
achieve job performance.
(6) I am happy choosing the company where | work according
to my considerations before working, compared to other companies.
@) I really care about the future of the company.
Organizational (1) Iadjust my time schedule to be able to help colleagues. Ritz et al,
Citizenship (2) 1try hard to help others so they can integrate into the company. (2014) and
Behavior (3) Iread and actively follow company developments. Uddin et al,
(4) 1 attend an event that is not mandatory, but helps the Company's (2019)
reputation

(5) I make innovative suggestions for improving company functions.

10
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Variabel Indikator Sumber
Knowledge Sharing (1) When | have learned something new, | tell my co-workers Zhao et al,
about it. (2021)
(2) When colleagues have learned something new, they tell me
about it.
3) In the company where | work, knowledge sharing among
colleagues is a common thing.
4) I share information with colleagues when they request it.
(5) | share expertise with colleagues when they ask me to.
(6) Colleagues at the company share knowledge when | ask
them to.
@) Colleagues at the company share expertise when | ask them
to.
Individual (1) I enjoy finding solutions to complex problems Zhao et al,
Creativity 2) | enjoy sharing new product ideas. (2021)
3) | enjoy engaging in analytical thinking.
(4) | enjoy creating new procedures for work assignments.

This study uses an interval scale as a measurement scale using a Likert research questionnaire
with 5 points, namely: 1 = Strongly Disagree; 2= Disagree; 3 = Simply Agree; 4= Agree;=
Strongly Agree. The Likert scale is used to measure attitudes, opinions and perceptions of a
person or group of people about social phenomena. Respondents choose one of the five
alternative answers that are tailored to the circumstances of the subject. The questionnaire was
distributed online using the Google Form link sent via social media.

The sampling method used is non-probability sampling, namely the sampling technique by
giving equal opportunities to respondents. This is taking into account that the sample for this
research is based on certain considerations and the sample obtained is not taken randomly and
has predetermined criteria. In connection with this, the sampling selection technique used is
purposive sampling technique. The criteria for the respondents who were sampled were
employees who worked in banking in the Jakarta area and had worked for at least the last 1
year. Other criteria, namely working at the following three state-owned banks, namely Bank
Mandiri, Bank BNI and Bank BTN. Hair Jr. et al, (2017) recommends using a minimum sample
size of 5-10 times the number of question items included in the questionnaire. The number of
statements in this study was 23. With the number of statements of 23, the respondents in this
study were 23 x 5 = 115 respondents to 23 x 10 = 230 respondents so that according to these
criteria, the number of respondents in this study ranged from 115-230 respondents. From the
research questionnaire that was distributed to the three respondent banks, namely Bank
Mandiri, Bank BNI and Bank BTN, a total of 171 research questionnaires were obtained which
had been filled in completely by the respondents so that the results could be processed and
analyzed with a response rate of 100%.

4 RESULTS

4.1 Instrument Testing
To show the extent to which the measuring device is used to measure what is being measured

is also called validity. Measuring validity is carried out by calculating the correlation of the
values obtained from each statement item with the total value of the individual. The item or
statement is valid if the decision making at the time of conducting the validity test is obtained
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from the value of the rcount (corrected item - total correlation) greater than the rtable value of
0.151, with a df value equal to 169-2 = 167; o = 0.05, and vice versa. According to the results
of the calculation of the validity test of organizational commitment variables, organizational
citizenship behavior, individual creativity, and knowledge sharing with a total of 23 statement
items as shown in table 2 below.

Table 2. Validity Test Results

Indicator r count r table Criteria
0ocC1 0.661 0.151 Valid
0ocC2 0.501 0.151 Valid
0cC3 0.696 0.151 Valid
0C4 0.550 0.151 Valid
0C5 0.693 0.151 Valid
0C6 0.659 0.151 Valid
oc7 0.610 0.151 Valid
ocCB1 0.439 0.151 Valid
0CB2 0.610 0.151 Valid
0OCB3 0.770 0.151 Valid
oCB4 0.619 0.151 Valid
OCB5 0.723 0.151 Valid
KS1 0.621 0.151 Valid
KS2 0.621 0.151 Valid
KS3 0.486 0.151 Valid
KS4 0.658 0.151 Valid
KS5 0.561 0.151 Valid
KS6 0.661 0.151 Valid
KS7 0.770 0.151 Valid
IC1 0.551 0.151 Valid
IC2 0.689 0.151 Valid
IC3 0.658 0.151 Valid
IC4 0.561 0.151 Valid

Source: Data Processing Results (2022)

To find out related to the consistency of the data then used the reliability test. Doing this test is
used to measure the reliability of a questionnaire by conducting an assessment of the Cronbach's
alpha value. A variable can be said to be reliable if it has a Cronbach's alpha value > 0.6. In
table 3 it can be seen that all statements from the research variables are reliable because the
value of Cronbach's alpha has a value of > 0.6. In this context, the question items describe the
variables of organizational commitment, organizational citizenship behavior, individual
creativity, and knowledge sharing.

12
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Table 3. Reliability Test Results

Scale Mean if  Scale Variance Corrected Item-  Cronbach’s Alpha

Item Deleted if Item Deleted  Total Correlation if Item Deleted Criteria
0OC1 99.57 87.902 0.661 0.936 Reliable
0C2 99.70 86.841 0.501 0.938 Reliable
0C3 99.80 85.015 0.696 0.935 Reliable
ocC4 99.64 88.244 0.550 0.937 Reliable
0C5 99.78 84.985 0.693 0.935 Reliable
0C6 99.75 85.676 0.659 0.936 Reliable
0ocC7 99.59 87.850 0.610 0.937 Reliable
OCB1 100.08 87.422 0.439 0.939 Reliable
0OCB2 99.92 85.850 0.610 0.937 Reliable
OCB3 99.84 84.814 0.770 0.934 Reliable
OCB4 100.25 84.369 0.619 0.937 Reliable
OCB5 99.93 84.543 0.723 0.935 Reliable
KS1 99.79 86.606 0.621 0.936 Reliable
KS2 100.05 84.700 0.621 0.936 Reliable
KS3 99.86 86.968 0.486 0.939 Reliable
KS4 99.94 85.901 0.658 0.936 Reliable
KS5 100.04 84.773 0.561 0.938 Reliable
KS6 99.57 87.902 0.661 0.936 Reliable
KS7 99.84 84.814 0.770 0.934 Reliable
IC1 99.66 88.536 0.551 0.937 Reliable
IC2 99.89 84.910 0.689 0.935 Reliable
IC3 99.94 85.901 0.658 0.936 Reliable
IC4 100.04 84.773 0.561 0.938 Reliable

Source: Data Processing Results (2022)

4.2 Goodness of Fit Test

Model fit test can be seen from Chi-Square, Probability Level, RMSEA, GFI, TLI, CFI, and
AGFI.

Tabel 4. Goodness of Fit Test Results

Goodness of Fit Cut Off Value Result Criteria
Chi-Square Mendekati 0 735.994  Poor fit
Lower limit: 1.0 .
CMIN/DF Upper limit: 5.0 3.286 Good fit
Root Mean Square Error Approximation .
(RMSEA) <0.08 or<0.05 0.116 Poor fit
Good Fit Index (GFI) 0.80<GFI1<0.90 or > 0.90 0.726 Poor fit
Tucker Lewis Index (TLI) 0.80<TLI<0.90 or >0.90 0.792 Poor fit
Comparative Fit Index (CFI) 0.80<CFI<0.90 or > 0.90 0.816 Marjinal fit
Adjusted Good Fit Index (AGFI) 0.80<AGFI<0.90 or > 0.90 0.662 Poor fit

Source: Data Processing Results (2022)

Based on the results in table 4, only one criterion, namely CMIN/DF, is included in the good
fit category. Several other criteria include the poor fit category. However, a model can be said
to be feasible if at least one criterion with goodness of fit is met (Hair et al., 2017). This shows
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that the established model can be used in assessing organizational commitment, organizational
citizenship behavior, knowledge sharing, and individual creativity so that theoretical hypothesis
testing can be carried out..

4.3

Hypothesis Testing
The basis for making a decision to test the hypothesis according to Hair et al. (2017) as follows: 1. If
the p-value < 0.05 then HO is not supported and Ha is supported

2. If the p-value > 0.05 then HO is supported and Ha is not supported
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Figure.2 Structural Equation Modeling (SEM) Measurement
Source: Data Processing Results (2022)

The results of the SEM measurements show that the five hypotheses are acceptable and
significant because the pvalue is less than 0.05. The hypothesis is rejected as many as four
hypotheses because the pvalue is greater than the value of 0.05.

Tabel 5. Hypothesis Testing Results

Hypothesis Estimate p-value Decision
H1: OC > OCB 0.833 0.000 Hal Supported
H2: OC > KS 0.221 0.085 Ha2 Not Supported
H3: OCB > KS 0.349 0.007 Ha3 Supported
H4:0C > IC -0.065 0.566 Ha4 Not Supported
H5:0CB > IC 0.698 0.000 Ha5 Supported
H6: KS > IC 0.268 0.003 Ha6 Supported
H7:0C > KS > IC 0.059 0.136 Ha7 Not Supported
H8: 0C > OCB > IC 0.616 0.000 Ha8 Supported
H9: OCB > KS > IC 0.094 0.045 Ha9 Not Supported
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5. DISCUSSION

H: There is an influence of Organizational Commitment on Organizational Citizenship
Behavior

Organizational commitment has a positive influence on organizational citizenship behavior.
This means that the H1 hypothesis in this study is acceptable. In this case, employees who work
at three state-owned banks in the Jakarta area have high commitment and loyalty to the
company. This is especially supported by data on the characteristics of respondents who are
dominated by employees who have worked for more than 5-10 years and above, which means
that new policies made by employees may only affect employees with working years under 5
years, because employees who tied to the company in a short period of time does not feel any
connection and does not own the company in himself. This is in line with the theory put forward
by (Kurniawan, 2015) that organizational citizenship behavior arises due to factors within a
company or organization, one of which is employee commitment. Employees who have a high
commitment to a company or organization, these employees will be happy to do whatever they
believe in and can develop the company because of their trust in the company.

Efforts from employees to direct all their abilities because of their high commitment to the
company, theoretically as described earlier will stimulate the emergence of OCB. OCB that
arises such as helping co-workers, carrying out work assignments without being asked, obeying
rules, getting involved in organizational activities, tolerance for conflict, and taking attitudes
and increasing their abilities for the benefit of the organization.

The results of this study are in accordance with the results of research conducted by Uddin et
al, (2016); Chang et al, (2021) which stated that there was a positive and significant influence
of organizational commitment on OCB. The strong influence of organizational commitment is
inseparable from the form of bond between members of the organization and their organization.
The stronger the bond, the more room for increasing the emergence of OCB.

H> There is an influence of Organizational Commitment on Knowledge Sharing

Organizational commitment is a special bond that exists with employees who already feel that
the organization is the most important thing in work life which is indicated by a high level of
work and always respecting the values or procedures that exist within the organization
(Latupapua, 2021). Organizational commitment is a factor that influences knowledge sharing
as the previous consensus found that employees' willingness to share knowledge depends on
three main factors, namely individual factors (such as employee commitment to the
organization), group factors (such as trust in colleagues), and organizational factors. (such as
the work environment and ethics in the organization.

In knowledge management, it is expected that an employee learns something so that other
employees in the organization or company also know or understand what the employee has
learned. Knowledge sharing is a systematic process for sending, distributing, and disseminating
knowledge in a multidimensional context from a person or organization to other people or
organizations that requires a variety of methods and media. Sharing knowledge is an
individual's behavior in sharing their knowledge with other members in the organization to
create added value for the organization. Sharing knowledge is a culture of social interaction that
involves the exchange of knowledge, experience and skills between members within an
organization.

The results of the analysis show that H2 is not supported, that is, there is no influence from
organizational commitment to knowledge sharing. This shows that when the employee's
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commitment to the organization increases, it does not necessarily increase or decrease the desire
of employees to share knowledge between employees, or it can be interpreted that the OC
variable is not one of the main factors that directly increases or decreases the knowledge sharing
of banking employees in Indonesia. This is also inconsistent with previous research from Swart
et al. (2014) on 559 employees of a global Professional Services Company (ProClient) which
shows that organizational commitment is positively and significantly related to knowledge
sharing.

Hs There is an influence of Organizational Citizenship Behavior on Knowledge Sharing
Organizational citizenship behavior (OCB) is a form of individual behavior in an organization.
OCB concerns the behavior of individuals in an organization. OCB is a choice behavior that is
not a formal work obligation for employees, but can support organizational functions
effectively (Robbins and Judge, 2017). Organizational citizenship behavior is a behavior that
extends and exceeds any behavior required by the organization in improving employee
performance. Organizations will benefit from encouraging employees to engage in OCB, as it
has been shown to increase productivity, ability to share knowledge, and reduce costs as well
as rates of turnover and absenteeism.

The results of the H3 hypothesis show that organizational citizenship behavior has a significant
and positive effect on knowledge sharing. Organizational citizenship behavior plays an
important role in completing work faster and optimizing resources which will have an impact
on knowledge sharing in helping employees understand their work and helping organizations
grow quickly. This is in accordance with previous research conducted by Tea and Sun (2012);
Chang et al. (2021) found that organizational citizenship behavior has an effect on knowledge
sharing. According to Taghvaee-Yazdi and Eynal (2015) and Dehghani et al. (2015) confirmed
that knowledge sharing is one of the most important outcomes of influential organizational
citizenship behavior.

Ha There is an Influence of Organizational Commitment on Individual Creativity

Employee creativity according to Amanda (2020) is the main foundation in increasing
organizational productivity and efficiency in carrying out organizational strategy and
maintaining the future sustainability of the organization, so that organizations can survive and
thrive in today's competitive environment. One thing that needs to be considered by companies
in order to increase the creativity of their employees is the matter of organizational
commitment. According to Robbins and Judge (2017) organizational commitment is a situation
where an employee is in favor of a particular organization or group, besides that some goals
and desires to keep himself a member of the organization or group are also called organizational
commitment. In today's post-industrial society, modern organizations place particular emphasis
on the influence of innovation on the long-term development of the organization, so that
employees with a strong psychological (committed) attachment to the organization can better
demonstrate creative ways of working because of their alignment with organizational goals.
Klau (2021) states that employees who are not committed to their organization tend to find it
difficult to be guided to have creativity in the work activities they carry out..

The results of this research show that organizational commitment has no effect on individual
creativity. This shows that when employees' commitment to the organization increases, it does
not necessarily increase or decrease employee creativity or it can be interpreted that the OC
variable is not one of the main factors that directly increases or decreases the creativity of
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banking employees in Indonesia. The results of this study are in contrast to the results of a study
conducted by Sothan et al. (2016) found that Organizational Commitment affected the creativity
of 353 hotel workers from 17 hotels in Cambodia.

Hs There is an Influence of Organizational Citizenship Behavior on Individual Creativity
Every company is required to be creative in generating ideas or innovations for the company.
The importance of creativity for companies will make it easier for companies to increase
continuity and renewal in their companies. Al Ahmad et al, (2019) said that to achieve superior
competition, every organization is required to have high creativity because with a high level of
creativity, the organization can understand opportunities, competencies, technology, and assets
from new knowledge. A new idea, idea or procedure that has benefits for an organization can
be obtained from creative individuals (Klau, 2021). The ability to respond quickly to an
organization can increase due to the implementation and initiation of these creative ideas or
ideas, therefore an organization can easily make adjustments, compete and develop in a market
(Klau, 2021).

The results of the study show that organizational citizenship behavior has a positive effect on
individual creativity. This shows that when the employee's OCB behavior increases, it will
increase employee creativity or it can be interpreted that the OCB variable is not one of the
main factors that directly increases or decreases the creativity of banking employees in
Indonesia. This statement is in accordance with the statement put forward by Acturan and
Cekmecelioglu (2016) when an employee is aware that he has become a member of an
organization, these employees will try to show their OCB behavior and this will affect employee
performance in carrying out the creative attitude they have. The results of this study are in
accordance with the results of research conducted by Hanaysha (2022) which found that OCB
has an effect on employee creativity at work.

He There is an Effect of Knowledge Sharing on Individual Creativity

The results of the hypothesis that has been carried out in research have obtained the result that
knowledge sharing has a positive effect on individual creativity with H6 being accepted. This
is supported by the description of the respondents’ answers to the knowledge sharing variable
for employees working in the Jakarta area banking sector, including the majority answering
agree, meaning that the application of knowledge sharing in the company is good and sufficient
according to the company's needs.

As for the description of the respondents' answers to the individual creativity variable for
employees working in the Jakarta area banking, they are in the majority category, they also
agree, the majority category answers agree, indicating that the company places great emphasis
on the principle of openness to all of its members so that they exchange ideas with each other
in order to create a mindset and new ideas pattern that might be useful in work. Members
voluntarily convey their big plans, their strategies for achieving targets without fear of being
competed with by other employees. Indirectly they will have their own pride when the strategy
they create will be successful if it is implemented by other employees in completing their work.
The results of research by Liao et al, (2017) are in accordance with the phenomenon that occurs
where employees are required to continue to have creative ideas with the aim of achieving
company goals. Each employee will share their knowledge and creative ideas/ideas during
weekly or monthly meetings. The purpose of this activity is to increase employee solidarity
with one another. Other research is appropriate (Amabile and Pillemer, 2012), where employee
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creativity relates to the distinctive human capacity to generate new ideas and unique builds on
existing ideologies that reflect new approaches and suggest new solutions. This is in line with
Liao et al, (2017) stating that knowledge sharing has a positive effect on individual creativity..

Indirect Influence Between Variables

Employee creativity according to Amanda (2020) is the main foundation in increasing
organizational productivity and efficiency in carrying out organizational strategy and
maintaining the future sustainability of the organization, so that organizations can survive and
thrive in today's competitive environment. One thing that needs to be considered by companies
in order to increase the creativity of their employees is the matter of organizational commitment
and organizational citizenship behavior of employees..

Based on the results of research at three state-owned banks who were respondents, namely Bank
Mandiri, Bank BNI and Bank BTN, it was found that of the three hypotheses to find indirect
effects between variables, only 1 hypothesis was supported, namely organizational citizenship
behavior capable of mediating the influence between organizational commitment on individual
creativity. This shows that the creativity of employees in the three state-owned banks will
increase along with the increase in employee organizational commitment when employees feel
shoulder to shoulder in every job they do. Klau (2021) states that organizations always try to
increase their employee commitment to the organization by encouraging higher motivation,
increasing employee OCB behavior so as to encourage employee creativity. When an employee
feels part of an organization, they will try to show their organizational commitment and OCB
behavior and this will affect employees in showing their creative behavior (Kurniawan, 2015;
Akturan and Cekmecelioglu, 2016).

Meanwhile, based on the results of the descriptive analysis, it was found that employees will
mobilize all their abilities to show high commitment to the company by helping colleagues to
unite in the company, especially in trying to be involved in solving problems that require
analytical thinking so that problems can be resolved easily and faster . Similar studies that find
similar results are still difficult to find, so it can be said that the results of this study are still up
to date.

Klau (2021) states that employees who are not committed to their organization tend to find it
difficult to be guided to have creativity in the work activities they carry out. Knowledge sharing
is one of the methods to increase employee commitment to the organization. Knowledge sharing
in an organization becomes an important matter in the framework of developing knowledge,
ideas and experiences between employees in the organization (Soda et al, 2017). Therefore,
Wang and Zatrick (2019) and Bhatti et al, (2021) state that sharing knowledge between
employees makes employees more aware of the goals and strategic processes of the
organization and will bring out a creative attitude from employees to contribute to the
development of the company. However, the statement above is not in line with the results of
research which found that knowledge sharing was not able to mediate the influence between
organizational commitment and organizational citizenship behavior on individual creativity..

18



Contemporary Exploration of Social Sciences Inquiries with New Approaches in the Post-Pandemic Era 1

6. CONCLUSION

Based on the results of tests carried out in analyzing the effect of organizational commitment
and organizational citizenship behavior on individual creativity mediated by knowledge sharing
on banking employees in Indonesia, the following conclusions are obtained:

1. Organizational commitment has a positive effect on organizational citizenship behavior
of banking employees in Indonesia. This indicates that increasing employee commitment to the
organization will increase employee OCB behavior.

2. Organizational commitment has no effect on knowledge sharing of banking employees
in Indonesia. This shows that the increasing employee commitment to the organization will
increase or decrease the desire of employees to share knowledge with other employees.

3. Organizational citizenship behavior has a positive effect on knowledge sharing of
banking employees in Indonesia. This shows that the increasing OCB behavior of employees
will increase the desire of employees to share knowledge with other employees.

4. Organizational commitment has no effect on the individual creativity of banking
employees in Indonesia. This shows that the increasing employee commitment to the
organization does not affect the increase or decrease in the creativity of banking employees in
Indonesia.

5. Organizational citizenship behavior has a positive effect on the individual creativity of
banking employees in Indonesia. This shows that the increasing OCB behavior of employees
will increase the creativity of banking employees in Indonesia.

6. Knowledge sharing has a positive effect on the individual creativity of banking
employees in Indonesia. This shows that the increasing behavior of sharing knowledge among
banking employees will further increase the creativity of employees at work.

7. Organizational commitment has no effect on the individual creativity of banking
employees in Indonesia mediated by knowledge sharing. This shows that increasing or
decreasing employee commitment to the organization does not affect the increase or decrease
in the creativity of banking employees in Indonesia, even when the behavior of sharing
knowledge between banking employees increases or decreases.

8. Organizational commitment has a positive effect on the individual creativity of banking
employees in Indonesia mediated by organizational citizenship behavior. This shows that the
increasing employee commitment to the organization will increase the creativity of banking
employees in Indonesia as the behavior of sharing knowledge between banking employees
increases. In order to ensure this, for Bank Mandiri, Bank BTN and Bank BNI it is necessary
to maintain and increase their commitment by always working as optimally as possible above
expectations along with always reading and actively following company developments so that
they can increase their creativity, especially in finding solutions to problems faced .

9. Organizational citizenship behavior has no effect on the individual creativity of banking
employees in Indonesia mediated by knowledge sharing. This shows that increasing or
decreasing OCB behavior of organizational employees does not affect the increase in creativity
of banking employees in Indonesia even when the behavior of sharing knowledge between
banking employees increases or decreases.

7. MANAGERIAL IMPLICATION
Based on the results of this study, it was found that there were several research hypotheses that

met the requirements or accepted the hypotheses. Therefore, it is necessary to formulate a
managerial implication in order to provide suggestions that support companies in developing
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human resources and increasing the creativity of employees in Indonesian banking. The
implications that can be given are:

1. Companies need to do something to increase employee commitment by continuing to
ensure that the values adopted by the company are in accordance with the values shared by
employees. If the company is able to guarantee this, it shows that harmony will be guaranteed
between employees and the company in carrying out their daily activities. Therefore, in order
to achieve this, it is necessary to review the systems and procedures for implementing the values
used by the company so that they are more integrated with their employees.

2. The company still has to maintain employees who work as optimally as possible in
accordance with the expected expectations in order to help the company's success. One way to
retain employees with such commitment is to provide rewards for their performance. This
strategy is part of the company's appreciation for the contribution and hard work given by
employees to the company. Giving rewards is also quite effective in encouraging employee
enthusiasm to improve OCB behavior, especially regarding being active in reading and
following company developments.

3. The company needs to retain employees who are capable and active in reading and
actively following the development of the company. Companies that have employees like that
will feel lucky because they will always learn new things and are willing to share their
knowledge with their co-workers and are creative in finding solutions to problems faced for the
betterment of the company.

4. Companies must also increase the willingness of employees to participate in helping
improve the company's reputation by voluntarily attending events that are not mandatory in
order to expand the network of colleagues who can provide knowledge and this will make it
easier for these employees to create new procedures in carrying out their work assignments.

5. Companies need to do something to ensure increased knowledge sharing for each
employee by involving each employee in every activity that allows employees to meet many
colleagues from the company in order to broaden their knowledge and social life. The advantage
for employees is that it will make employees creative and analytical in designing ideas for their
work assignments.

6. It is important for companies to retain employees who are happy to learn something new
and volunteer to share their knowledge with their colleagues. This will make employees want
to cooperate with each other in finding creative solutions in solving work problems.
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ABSTRACT

This study aims to increase the final grade in the Shop & Store Interior Design course for students of the Interior
Design study program, Faculty of Art and Design, Universitas Trisakti. This research is based on the acquisition
of scores for the last 5 years in every even semester, from the 2017/2018 Academic Year to the 2021/2022
Academic Year. The existing conditions are known to be that almost all students experience difficulties in
completing assignments in the form of Portfolios properly and correctly, on time and representatively. This study
refers to The Dick and Carey Instructional Model up to the ninth step combined with the John Larmer Project-
Based Learning Model from the Buck Institute for education in the sixth step and the Concept of Interior Design
Planning, with research subjects namely Interior Design students at the Faculty of Art and Design at the University
Trisakti. Experimental research was carried out through expert validation, including: Learning Design, Media and
Teaching Materials and was carried out on students by conducting a Pre-Test and Post-Test 'One to one' test with
3 students, Small Group Trial with 9 Students, Trial field with 15 students and field trials with 31 students. The
trial was declared feasible and effective to be developed and applied to the Shop & Store Interior Design Course
so students can complete Portfolio assignments correctly, on time and representatively with a project-based
approach in the design process, where students are able to think creatively, independently and collaboratively work
in do: Gather information from both the literature and field surveys as 'Input’, conduct a 'Process' study and analyze
the information collected to determine the design concept as the final result or 'Output’. The results of this study
are recommended in the form of: Textbooks, Lecturer Guides and Student Guides. Thus it can be concluded that
this Project-Based Learning Model can increase students' final grades in the Shop & Store Interior Design Course.

Keywords: Project Based Learning, Design Concepts, Shop & Store
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INTRODUCTION

Shop & Store Course, Interior Design Study Program, Faculty of Fine Arts and Design —
universitas Trisakti plans the interior of a shophouse in a Commercial Building, namely a Mall
with a room plan of + 150-250 m2. To make it easier for students as learners to understand the
learning material provided and be able to apply and complete the progress of the assigned tasks
using a project-based learning approach and the 'Input - Process - Output' design concept during
the learning process. This research is based on Data for the Last 5 Years of the 2017/2018
Academic Year to the 2021/2022 Academic Year as shown in the following table:

Table-1: Average Student Score for the 'Shop & Store' Course in Odd-Even Semesters for the
2017/2018 Academic Year to the 2021/2022 Academic Year

Year Academic Year Academic Year Academic Year Academic Year Academic
2017/2018 2018/2019 2019/2020 2020/2021 2021/2022
C;z?:te Odd Even Odd Even Odd Even Odd Even Odd Even
fl % f % f % f % f % f % f % f % f % f %
A 0 0 1 294 | 0 0 0 0 0 0 1| 416 |0 0 0 0 0 0 0 0
A- 0 0 1 294 | 0 0 0 0 0 0 21833 |1 714 |0 0 0 0 1 3.7
B+ 0 0 2 | 588 | 1] 909 |0 0 0 0 0 0 1714 |0 0 0 0 1 3.7
B 0 0 31882 |0 0 21909 [1] 909 |6 25 211429 |5 |1785 | 1| 625 | 5| 1851
B- 1(125| 4 | 1176 | 1| 9.09 [ 3| 1366 | 2 | 1818 |3 | 125 | 1| 7.14 |6 | 2142 | 2| 125 | 6 | 2222
C+ 3| 375 8 2355 | 3| 2727 | 5| 2272 | 3| 27.27 | 1 | 4.16 211429 | 2 7.14 2 125 5| 18.51
C 1125 (12| 3529 |3 (2727 |5| 2272 |2 | 1818 |3 | 1666 | 2 | 1429 | 5 | 1785 | 6 | 375 | 2 7.4
D 2| 25 3| 882 |3]2727 2| 909 |0 0 3| 125 | 21429 | 6| 2142 |3 |1875|0 0
E 11125] 0 0 0 0 512272 | 3| 2727 | 4| 1666 | 3 | 2142 | 4 | 1428 | 2 | 125 | 7 | 25.92
Total 8 34 11 22 1 24 14 28 16 27
students

Source: Faculty of Art and Design Universitas Trisakti, 2022

Table 1 Description:
Table 1 shows the Cumulative Grade Point Average data obtained by students for the last 5
years with the following description:

Score Nur:fber % Total Calculation
Student Student
A 2 2% 195 2/195 x 100% = 1,06%
A- 5 5% 195 5/195 x 100% = 2,56%
B+ 5 5% 195 5/195 x 100% = 2,56%
B 25 25% 195 25/195 x 100% = 12,82%
B- 29 29% 195 29/195 x 100% = 14,87%
C+ 34 34% 195 34/195 x 100% = 17,43%
C 42 42% 195 42/195 x 100% = 21,53%
D 24 24% 195 24/195 x 100% = 12,30%
E 29 29% 195 29/195 x 100% = 14,87%

Based on the facts in the form of value data, it can be concluded that the learning of the existing
'Shop & Store' course did not achieve the goal, namely: The student's final score was 'low'. At
the four stages of the experiment which was carried out by conducting the Pre-Test and Post-
Test as well as interviewing students, it was found that so far students have experienced
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difficulties in doing Portfolio assignments correctly, on time and representatively because they
have: 1) Are very dependent on the guidance and direction of the lecturer mentor; 2) There is
no assignment progress schedule that must be completed per week and 3) There are no Lecture
Handbooks and Student Handbooks.

The Project-Based Learning Model developed and applied during the learning process for the
'Shop & Store' course can make it easier for lecturers and students to complete the guidance
process and assignments that must be completed.

MODEL DEVELOPMENT CONCEPT

The Dick and Carey learning model has 10 steps, namely:

1) Identify Instructional Objectives; 2) Performing Instructional Analysis; 3) Analyze students
as learners and context; 4) Writing Performance Objectives; 5) Develop Assessment
Instruments; 6) Revision of learning instructions; 7) Develop Instructional Strategies; 8)
Develop and Select Teaching Materials; 9) Designing and Conducting Formative Evaluation of
Instructions. In the sixth stage, the researchers combined the Project-Based Learning Model
from John Larmer and the Design Process for the Shop & Store Course, Faculty of Art and
Design — Universitas Trisakti.

The reasons for the researcher using the development of the Dick and Carey Instructional Model
combined with the John Larmer Project-Based Learning Model and the Design Concept at the
sixth stage in overcoming problems in the 'Shop & Store' course are as follows: 1) This model
is able to address real needs and find solutions the most appropriate to solve the existing
problem; 2) This research can produce knowledge and insight for lecturers and students to
overcome problems during the learning process; 3) The recommendation of this research is to
be able to produce products in the form of: Textbooks, Lecturer Guidance and Student Guidance
which have expert validation values; Learning Design, Learning Media and Materials; 4) Able
to motivate especially the lecturers of the Interior Design Study Program, Faculty of Fine Arts
and Design - Trisakti University to innovate in developing new products that are always actual
by adjusting to the times and technology and 5) Able to facilitate lecturers as mentors and
students during the learning process.

1.1 Developed Model Concept

In this study, the stages of the Dick and Carey learning model were carried out up to the
ninth step' starting from 'Identify Instructional Goals' to 'Design and Conduct Formative
Evaluation of Instruction'. In the sixth step, the researcher combined it with the Project
Based learning model from John Larmer and the Design Concept of the Design Concept of
Interior Design 3 course, Faculty of Art and Design — Universitas Trisakti. The process and
stages of this research in outline consist of 3 (three) steps which can be explained by the
following cycles:
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1.2 Chart Description

The chart above illustrates the compilation between the Project-Based Learning Model

courses and the 'shop & store' course design concept during the learning process.

Research Stages

In accordance with the circle of research steps, the research stages can be described as
follows:

Dick and Carey models:

a.

Researchers identify instructional needs and set Instructional Objectives for the ‘shop
& store’ course.

The researcher conducted an instructional analysis that described general
competencies as sub-competencies of basic competencies and special competencies.
Researchers identify student behavior and characteristics, this is done to equate student
perceptions before the learning process takes place.

The researcher sets the ‘Shop & Store’ Instructional Specific Objectives.

Develop an assessment tool to see the progress of the tasks students have done,
including conducting several evaluations.

Develop an Instructional Strategy which includes 5 stages of activities, namely: 1. Pre-
Instructional Activities; 2. Content Presentation; 3. Student Participation; 4.
Assessment and 5. Follow-Up Activities.

Notes:

In the sixth phase, the researcher combined it with the project-based learning model
from John Larmer and the ‘Shop & Store’ Design Concept course, namely: Input >
Process = Output.

From combining the Dick and Carey learning model to the ninth step with the Project
Based Learning and Design Concept models, at this stage the researcher develops
teaching materials for the ‘Shop & Store’ course.

At this stage the researcher develops and conducts a formative evaluation by validating
learning tools from experts: Learning design, Media and Teaching Materials before
testing is done on students: One to one, Small Group, Field Trial I and Field Trial II.
Is the final stage of research in the form of recommendations in the form of products:
Textbooks, Lecturer Guidance and Student Guidance

2. PROJECT BASED LEARNING
In this study, researchers used John Larmer’s Project-Based Model of the Buck Institute for

Education. This model has 8 (eight) important steps in involving students to be able to work
independently to find solutions to solving problems in designing and planning shop interiors in
commercial buildings, namely malls with tenant store areas between 150-250 m?. The eight
steps of the John Lamber model are:
a. Significant Content, in this case students choose the type of shop to be designed. For
example, a Men's Clothing Store and making a time schedule for completing tasks according
to the progress format of the tasks to be completed.
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b. Students need to pay attention and know the service system and the characteristics of the
products being sold. Among others: variant, type, size, design and color. Then from these
data will be obtained the calculation of the number of products, product grouping and how
to display. From these calculations, the shape, size and number of displays will be obtained.

c. A Driving Question, what students do is calculate the need for the amount of space,
circulation of users (customers, sales assistants and store managers) on the Activity Chart
and Facility tables.

d. Student Voice and Choice, students are able to complete their tasks independently after
completing the Activity diagram and facility table by making a study and analysis of Zoning
and Grouping.

e. 21st Century Competence, at this stage students create alternative layouts with the guidance
of their supervisor taking into account user circulation, shape — size — display placement.

f. In-Dept Inquiry, after determining the selected layout students consider the zone grouping
of products being sold, displays which are points of interest and circulation that occurs.

g. Criticism and revision, students choose the application of interior elements according to the
image of the planned shop, the characteristics of the products being sold and complete the
overall progress of the task and consult with the supervisor.

h. Public Hearings, students are able to present progress in the form of portfolios correctly, on
time and representatively.

3. DESIGN CONCEPT
The design concept in the learning process for the 'Shop & Store' course can be described as

follows:
INPUT ) PROCESS

OUTPUT

Chart Explanation:

1) Input, is the stage where students collect various information related to store planning and
design in Commercial Buildings, namely Malls with shop areas betwee