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INTRODUCTION

In the era of digital transformation and increasingly competitive business competition, companies
are required to have the ability to adapt, innovate, and improve performance continuously. Company
performance is one of the main indicators of organizational success in achieving strategic goals,
increasing productivity, creating added value, and maintaining competitive advantage amidst the
dynamics of the business environment. According to Delery and Roumpi (2017), a company's
competitive advantage is largely determined by the organization's ability to manage human resources
as a strategic asset capable of creating economic value, innovation, and organizational sustainability.
Therefore, effective human resource management is one of the important factors in improving company
performance, including PT CBA which is required to continuously improve competitiveness through
developing the quality of its human resources.

One of the factors that plays a crucial role in improving company performance is employee
competency. Competence encompasses not only knowledge, skills, and technical abilities, but also
attitudes, behaviors, and an individual's ability to solve problems, make decisions, and adapt to changes
in the work environment. According to Campion et al. (2020), competency is a combination of
individual characteristics that support effective work performance and contribute to the achievement of
organizational goals. Employees with high competency are better able to produce quality work, increase
productivity, and support the achievement of company targets. Therefore, improving competency is a
strategic investment for PT CBA in facing increasingly complex business challenges.

In addition to competence, corporate culture is also a crucial factor influencing an organization's
success in achieving optimal performance. Corporate culture is a set of values, norms, beliefs, and
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behavioral patterns shared by all members of an organization, serving as guidelines for carrying out
work activities. A strong corporate culture can create a conducive work environment, increase employee
commitment, strengthen collaboration, and encourage continuous innovation. According to Denison
and Mishra (1995), an effective organizational culture can increase employee engagement, coordination
between work units, adaptability to change, and organizational consistency in achieving strategic goals.
Conversely, a corporate culture that does not support collaboration, communication, and learning will
hinder organizational effectiveness, resulting in decreased company performance.

The development of a knowledge-based economy has made knowledge a strategic asset for
companies. In this context, knowledge sharing is a crucial mechanism that allows individuals to share
their knowledge, experience, and skills with other members of the organization. According to
Razmerita, Kirchner, and Nielsen (2016), knowledge sharing is a process of exchanging knowledge that
can enhance innovation, accelerate organizational learning, and support more effective decision-
making. For companies like PT CBA, the practice of knowledge sharing is crucial to ensure that each
employee's knowledge is not only an individual asset but also an organizational asset that can be utilized
collectively to improve company performance.

In practice, companies often face the challenge of knowledge loss when experienced employees
retire, move to another work unit, or resign. Tacit knowledge is generally difficult to document and
therefore potentially lost if not accompanied by an effective knowledge-sharing process. This situation
means that individual competencies and a developed corporate culture may not necessarily have an
optimal impact on performance improvement if not supported by knowledge-sharing practices.
Therefore, knowledge sharing is seen as playing a crucial role as a moderating variable that can
strengthen or weaken the influence of competencies and corporate culture on company performance.

Various previous studies have shown that competence, corporate culture, and knowledge sharing
are closely related to improved organizational performance. Research by Muthuveloo et al. (2022)
demonstrated that human resource competence positively influences organizational effectiveness and
improves company performance. Research by Tran (2021) also demonstrated that knowledge sharing
contributes to increased organizational effectiveness through increased innovation and decision-making
quality. Muhammed and Zaim (2020) found that knowledge sharing practices improve organizational
performance through the successful implementation of knowledge management, while Farooq (2023)
stated that knowledge sharing can increase operational efficiency and company competitiveness.
Furthermore, various studies have shown that a strong corporate culture can increase organizational
commitment, collaboration, and employee productivity, thus positively impacting company
performance.

However, research integrating competency, corporate culture, and knowledge sharing into a
single model remains relatively limited, particularly when using knowledge sharing as a moderating
variable. Most previous studies have focused on examining the direct influence of competency and
corporate culture on company performance or on knowledge sharing as a mediating variable. However,
conceptually, the effectiveness of individual competency and corporate culture in improving
performance depends heavily on the extent to which knowledge can be shared, utilized, and developed
collaboratively within the organization. Thus, there remains a research gap regarding how knowledge
sharing strengthens the relationship between competency and corporate culture on company
performance.

Based on the above description, the research entitled "The Influence of Competence and
Corporate Culture on Company Performance with Knowledge Sharing as a Moderating Variable at PT
CBA" is important to conduct. This research is expected to be able to provide theoretical contributions
in the development of human resource management and knowledge management science, especially
regarding the moderating role of knowledge sharing. In addition, the results of the research are expected
to provide practical contributions for PT CBA management in formulating employee competency
development strategies, strengthening corporate culture, and building a culture of knowledge sharing
as an effort to improve company performance sustainably.

LITERATURE REVIEW
Employee Competence on Company Performance

Competence is a combination of knowledge, skills, abilities, and individual characteristics that
enable effective and efficient work performance. From the Resource-Based View (RBV) perspective,
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competence is viewed as a strategic resource that can create competitive advantage and improve
company performance. Employees with high competence are generally able to complete tasks with
better quality, adapt to change, and make greater contributions to achieving organizational goals.
Research by Sari et al. (2023) found that human resource competence has a positive and significant
effect on organizational performance. Similar results were also found by Sitorus (2022), who showed
that competence plays a significant role in increasing organizational effectiveness. Furthermore,
research by Wahyudi et al. (2022) proved that competence has a positive effect on employee
performance because it can increase productivity and the quality of task execution. Therefore, the higher
the competence of employees, the greater their contribution to improving company performance. These
findings align with research by Abawa and Obse (2024), which emphasized that the ability and quality
of human resources are important factors in improving organizational performance. Therefore, the
higher the competence of employees, the greater their contribution to improving company performance.
H1: Competence has a positive effect on company performance

Corporate Culture on Corporate Performance

Corporate culture is a set of values, norms, and beliefs shared by members of an organization,
serving as a guideline for action and decision-making. A strong organizational culture can create a
conducive work environment and enhance collaboration. Research by Abawa and Obse (2024) shows
that organizational culture positively influences organizational performance, including through
increased job satisfaction and positive employee behavior. Furthermore, research by Raziq et al. (2024)
found that organizational culture has a significant relationship with organizational performance and that
certain cultures also encourage knowledge sharing practices, which ultimately improve organizational
performance. Therefore, an adaptive organizational culture that supports collaboration is believed to be
able to improve company performance sustainably. These results are supported by research by Aguilar-
Rodriguez et al. (2023), which found that organizational culture has a positive and significant
relationship with organizational performance. Hasan's (2023) research in the Indonesian banking sector
also showed that organizational culture can improve organizational learning and employee
performance. Furthermore, Rabani (2022) found that organizational culture has a positive and
significant effect on employee performance. Therefore, a strong corporate culture is believed to be able
to drive improved company performance by creating a work environment that supports organizational
effectiveness and productivity.
H2: Corporate culture has a positive effect on company performance

Knowledge Sharing as a Moderator Variable in the Relationship between Competence and
Corporate Culture on Corporate Performance

Knowledge sharing is the process of exchanging knowledge, experience, information, and skills
between individuals and teams within an organization. This practice allows for broader utilization of
individual knowledge, thereby enhancing organizational learning, innovation, and work effectiveness.
A systematic review by Yeboah (2023) concluded that knowledge sharing is a crucial factor supporting
improved organizational performance and value creation through collective knowledge utilization.
Research by Atif (2023) shows that knowledge sharing positively impacts organizational performance
by enhancing innovation capabilities. This finding is supported by Zamfir (2022), who states that
effective knowledge transfer can improve decision-making quality and organizational performance.
Furthermore, research by Danko (2025) shows that effective knowledge sharing practices positively
contribute to innovation, market efficiency, and overall organizational performance. Regarding the
relationship between employee competency and company performance, knowledge sharing allows
individual competencies to be transferred to coworkers, resulting in benefits not only felt personally but
also enhancing collective organizational capabilities. Meanwhile, regarding the relationship between
organizational culture and company performance, a culture that encourages openness, collaboration,
and knowledge exchange will strengthen learning and innovation processes, thus having a greater
impact on improving company performance. Therefore, knowledge sharing is expected to act as a
moderating variable that strengthens the relationship between employee competence and organizational
culture on company performance.
H3: Knowledge sharing moderates the influence of competence on company performance
H4: Knowledge sharing moderates the influence of corporate culture on company performance
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Figure 1 Research Framework

Based on the research framework image above, the hypothesis in this study is as follows:
H1: Competence has a positive effect on company performance
H2: Corporate culture has a positive effect on company performance
H3: Knowledge sharing moderates the influence of competence on company performance
H4: Knowledge sharing moderates the influence of corporate culture on company performance

RESEARCH METHODS

This study uses a quantitative approach with an associative research design to analyze the
influence of competency and corporate culture on company performance with knowledge sharing as a
moderator variable at PT CBA. The quantitative approach was chosen because it allows for objective
testing of relationships between variables through statistical analysis, thus being able to test the
formulated hypotheses (Creswell & Creswell, 2017). The population in this study was all 289
employees of PT CBA. The sample size was determined using the Slovin formula with an error rate of
5%, resulting in 168 respondents. The sampling technique used probability sampling with the simple
random sampling method, which provides an equal opportunity for each member of the population to
be selected as a respondent. The data used consisted of primary data obtained through distributing
questionnaires to respondents and secondary data derived from company documents and various
relevant supporting sources. The research instrument used a five-point Likert scale, ranging from a
score of 1 (strongly disagree) to a score of 5 (strongly agree), to measure respondents' perceptions of
the variables of competency, corporate culture, knowledge sharing, and company performance. Data
analysis was conducted using the Structural Equation Modeling—Partial Least Squares (SEM-PLS)
method with the assistance of SmartPLS software because it is capable of analyzing simultaneous
relationships between latent variables, including testing the moderating effect of knowledge sharing,
and has the advantage of accommodating data that does not have to be normally distributed, is capable
of processing complex research models, and provides good estimation results on relatively moderate
sample sizes, so this method is considered appropriate to the characteristics of the research conducted
(Sarstedt et al., 2021).

RESULTS AND DISCUSSION
Measurement Model Testing (Outer Model)

The results of the measurement model or outer model testing were conducted to assess the model's
validity and reliability. The outer model with reflective indicators was evaluated through convergent
and discriminant validity testing of its indicators and composite reliability for the indicator blocks. The
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results of the convergent testing using AVE are presented in the following table:

Table 1 Validity Test Results - AVE

Variables Average (AVE) Information
Competence 0.761 Valid
Organizational culture 0.751 Valid
Company performance 0.760 Valid

Source: Processed Results with SmartPLS (2026)

Based on the results of convergent validity testing, all research variables obtained Average Variance
Extracted (AVE) values above the required minimum limit, which is 0.50. The AVE value for the
Competence variable was 0.761, Organizational Culture was 0.751, and Company Performance was
0.760. These results indicate that each construct has a good ability to explain the variance of its
indicators. Therefore, all research variables are declared to meet convergent validity and are suitable
for use in the next stage of analysis.

Table 2 Results of Discriminant Validity Test (Fornell Larcker Criterion)
Organizational Company Knowledge

Variables culture performance  Sharing Competence
Organizational 0.866
culture
Company 0.330 0.872
performance
Knowledge Sharing 0.547 0.325 0.894
Competence 0.384 0.471 0.600 0.872

Source: Processed Results with SmartPLS (2026)

The results of the discriminant validity test using the Fornell-Larcker Criterion indicate that all
constructs have met the discriminant validity criteria. This is indicated by the square root of the Average
Variance Extracted (AVE) value for each variable, namely Organizational Culture of 0.866, Company
Performance of 0.872, Knowledge Sharing of 0.894, and Competence of 0.872. All of these values are
higher than the correlation values between other constructs in the same row and column. Thus, each
variable has a good level of uniqueness and is able to explain its respective construct more strongly than
other constructs. These results indicate that the measurement model has met the discriminant validity
criteria, so that all constructs are declared valid and suitable for use in the structural model analysis in
the next stage.

Table 3 Results of Composite Reliability and Cronbach's Alpha Tests

Variables Composite Reliability  Cronbach's Alpha
Competence 0.979 0.761
Organizational culture 0.982 0.751
Knowledge Sharing 0.965 0.799
Company performance 0.962 0.760

Source: Processed Results with SmartPLS (2026)

Based on the results of reliability testing, all constructs showed Composite Reliability values that
exceeded the minimum limit of 0.70 and Cronbach's Alpha values that were above 0.70. The Composite
Reliability values of each variable were Competence (0.979), Organizational Culture (0.982),
Knowledge Sharing (0.965), and Company Performance (0.962), while the Cronbach's Alpha values
were 0.761, 0.751, 0.799, and 0.760, respectively. These results indicate that all constructs have a very
good level of internal consistency, so that the research instrument is declared reliable and can be used
to measure research variables consistently.

Measurement Model Testing (Inner Model)
In this measurement model, it is important to pay attention to finding the VIF (Variance Inflation
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Factor) for After the measurement model (outer model) is declared valid and reliable, the next stage is
testing the structural model (inner model) to assess the model's ability to explain the relationship
between variables and test the proposed research hypothesis.

Table 4 Results of R-Square (R?) Calculation
R Square Adjusted R Square
Company performance 0.339 0.318
Source: Processed Results with SmartPLS (2026)

Based on the results of the structural model test, the Company Performance variable has an R-Square
value of 0.339 and an Adjusted R-Square of 0.318. The R-Square value indicates that the Competence,
Organizational Culture, and Knowledge Sharing variables are able to explain 33.9% of the variation in
Company Performance, while the remaining 66.1% is explained by other factors outside the research
model. Thus, the research model has a moderate explanatory ability in explaining variations in
Company Performance. Meanwhile, the Adjusted R-Square value of 0.318 indicates that after taking
into account the complexity of the model and the number of variables used, the model's ability to explain
Company Performance remains at a fairly adequate level. Therefore, the research model can be
considered to have sufficient explanatory power to be used in testing the relationship between variables.

Furthermore, the Goodness of Fit (GoF) test is conducted to evaluate the overall suitability of the
model by combining the quality of the measurement model (outer model) and the structural model
(inner model). According to Tenenhaus et al. (2005), the GoF value can be calculated using the average
Average Variance Extracted (AVE) value and the R-Square (R?) value with the following formula:

GoF = \/AVE average X RZ

Based on the test results, the AVE values for each variable are Competence (0.761), Organizational
Culture (0.751), Knowledge Sharing (0.799), and Company Performance (0.760). Thus, the average
AVE obtained is:

0,761+ 0,751+ 0,799 + 0,760
AVE average = 2 =0,768

Meanwhile, the R-Square value for Company Performance is 0.339. Therefore, the GoF value can
be calculated as follows:

GoF = /0,768 x 0,339
GoF = ,/0,2604

GoF = 0,510

Based on the test results, the Average Variance Extracted (AVE) value for each variable is
Competence of 0.761, Organizational Culture of 0.751, Knowledge Sharing of 0.799, and Company
Performance of 0.760. Thus, the average AVE obtained is 0.768. Meanwhile, the R-Square value for the
Company Performance variable is 0.339. Based on these two values, the Goodness of Fit (GoF)
calculation produces a value of 0.510. The GoF value is above the limit of 0.36 which indicates a large
category (large GoF) according to Tenenhaus et al. (2005). These results indicate that the research model
has a good level of fit and is able to adequately explain the relationship between Competence,
Organizational Culture, Knowledge Sharing, and Company Performance. Thus, the model built in this
study can be stated to have good quality and is suitable for use in testing research hypotheses.

Furthermore, the estimated path coefficient value can be said to be significant if the T-table for
significance is greater than 1.96 at a 5% significance level (alpha = 0.05). After analyzing the collected
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data, we can draw conclusions about the research hypothesis. The T-Statistic value where the research
hypothesis can be considered accepted if the T-Statistic value is greater than the T-table used to conduct

hypothesis testing in this study.

Table 5 Hypothesis Testing Results

Standard

. Original Sample N T Statistics P .
Variables Deviation Information
Sample (O) Mean (M) (STDEYV) (|O/STDEV|) Values

Company Performance 0.385 0.391 0.080 4,788 0,000  Influential
Competencies—>

Organizational Culture ->Company 0.222 0.224 0.079 2,824 0.005 Influential
Performance

Knowledge Sharing =on Company -0.007 -0.008 0.099 0.068 0.946 No effect
Performance

Moderating Effect 1 ->Company 0.236 0.237 0.083 2,833 0.005 Influential
Performance

Moderating Effect 2 > Company 0.135 0.134 0.083 1,627 0.104  No effect
Performance

Source: Processed Results with SmartPLS (2026)

Discussion

Based on the results of hypothesis testing, it is known that competence has a positive and significant
effect on company performance with a path coefficient () value of 0.385, a t-statistic value of 4.788,
and a p-value of 0.000 (<0.05). These results indicate that the higher the competence possessed by
employees, the higher the resulting company performance. Competence that includes individual
knowledge, skills, and abilities enables employees to carry out tasks more effectively, efficiently, and
productively so as to support the achievement of organizational goals. This finding is in line with the
competency theory proposed by Boyatzis (1991), which states that competence is a fundamental
individual characteristic related to superior performance in work. The results of this study are also
consistent with the research of Sari et al. (2023) and Sitorus (2022) who found that human resource
competence has a positive and significant effect on organizational performance.

Furthermore, organizational culture has a positive and significant effect on company performance
with a path coefficient of 0.222, a t-statistic of 2.824, and a p-value of 0.005 (<0.05). These results
indicate that a strong organizational culture can shape positive work behavior, improve coordination
between employees, and strengthen commitment to organizational goals. An effective organizational
culture will create shared values and norms that serve as guidelines for work, thereby encouraging
improved company performance. These findings support the organizational culture theory proposed by
Schein (2010), which explains that organizational culture is a pattern of basic assumptions learned and
developed by organizational members in facing various internal and external problems. The results of
this study are also in line with the research of Sari & Arsjah (2023) which found that organizational
culture has a positive effect on improving company performance.

Unlike the two previous variables, knowledge sharing does not significantly influence company
performance with a path coefficient value of -0.007, a t-statistic value of 0.068, and a p-value of 0.946
(> 0.05). These results indicate that knowledge sharing practices carried out within the organization
have not been able to directly contribute to improving company performance. This condition may occur
because the ongoing knowledge sharing process has not been carried out intensively, is not well
structured, or the shared knowledge has not been fully implemented in daily work activities. This
finding indicates that the existence of knowledge sharing alone is not enough to improve organizational
performance if it is not supported by an effective knowledge management system. These results differ
from the theory of organizational knowledge creation proposed by Nonaka & Takeuchi (2007), which
emphasizes that the knowledge sharing process is a crucial factor in creating organizational excellence.

The results of the first moderation effect test indicate that knowledge sharing is able to moderate the
influence of competence on company performance with a path coefficient value of 0.236, a t-statistic
value of 2.833, and a p-value of 0.005 (<0.05). A positive coefficient indicates that the higher the
practice of knowledge sharing in the organization, the stronger the influence of competence on
improving company performance. This finding indicates that individual competence will have a greater
impact on company performance when the knowledge, experience, and skills possessed by the
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individual are shared with other members of the organization. These results support the Knowledge-
Based View theory which states that knowledge is a strategic organizational resource that can create
competitive advantage if managed and shared effectively (Grant, 1996). This finding is also in line with
research by Atif et al. (2023) which shows that knowledge sharing can increase the utilization of
individual competence in producing better organizational performance.

Meanwhile, the results of the second moderation effect test indicate that knowledge sharing is unable
to moderate the influence of organizational culture on company performance. This is indicated by a
path coefficient value of 0.135, a t-statistic value of 1.627, and a p-value of 0.104 (> 0.05). These results
indicate that knowledge sharing practices have not been able to strengthen or weaken the relationship
between organizational culture and company performance. A strong organizational culture tends to have
formed values, norms, and work behaviors that directly influence employee performance, so that the
additional contribution of knowledge sharing is not seen significantly. According to Edgar H. Schein
(2010), organizational culture functions as a system of values and basic assumptions that direct the
behavior of organizational members in achieving common goals. Furthermore, Nonaka and Takeuchi
(2007) explain that the effectiveness of knowledge sharing is highly dependent on the support of
organizational culture, knowledge transfer mechanisms, and the commitment of organizational
members to share and utilize available knowledge. Therefore, although organizational culture has been
shown to improve company performance, knowledge sharing practices in this organization have not
been able to provide a significant additional influence in strengthening this relationship. These findings
indicate that the moderating role of knowledge sharing is contextual and influenced by the level of
knowledge management implementation applied in the organization.

CONCLUSION

It can be concluded that competence and organizational culture have a positive and significant
influence on company performance. These results indicate that the higher the competence of employees
and the stronger the organizational culture implemented, the higher the company's performance can be
achieved. Conversely, knowledge sharing does not have a direct, significant effect on company
performance. The results of testing the moderating variables indicate that knowledge sharing can
moderate the influence of competence on company performance, so that knowledge sharing practices
can strengthen the contribution of employee competence in improving company performance.
However, knowledge sharing was not proven to moderate the relationship between organizational
culture and company performance. Thus, the role of knowledge sharing in this study is partial and is
more effective in strengthening the utilization of employee competence than in strengthening the
influence of organizational culture on company performance.

Based on the research findings, companies are advised to continuously improve employee
competency through training programs, skills development, professional certification, and continuous
learning supported by effective knowledge sharing practices. Furthermore, companies need to
strengthen an organizational culture that supports collaboration, open communication, innovation, and
the achievement of shared goals to improve company performance. Companies also need to develop a
more structured knowledge management system so that the knowledge sharing process can run
optimally and provide greater benefits to the organization. For future researchers, it is recommended to
develop the research model by adding other variables that have the potential to influence company
performance, such as leadership, organizational commitment, innovation, talent management, or
employee engagement, to obtain a more comprehensive understanding of the factors that influence
company performance.
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