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ABSTRACT 
The phenomenon of cultural diversity in the workplace increasingly 
influences the dynamics of employee performance and interactions. 
This study aims to deepen the understanding of the impact of cultural 
intelligence and knowledge sharing on employee performance, with 
job satisfaction serving as a mediator. Employee performance is 
defined as the ability and outcomes achieved by employees in fulfilling 
their tasks. This research employs a quantitative approach, utilizing 
four questionnaires based on a 1-5 Likert scale to measure cultural 
intelligence, knowledge sharing, performance, and job satisfaction. The 
sample consists of 116 employees from X Company, a coal-fired power 
plant located in Cirebon, West Java, selected based on specific criteria. 
The results of the analysis indicate that job satisfaction mediates the 
relationship between cultural intelligence and performance, but does 
not mediate the relationship between knowledge sharing and 
performance. This study provides implications for multicultural 
organizations to focus on the development of cultural intelligence to 
enhance employee satisfaction and performance.  
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INTRODUCTION  

In an era of globalization characterized by uncertainty, various aspects of human life—such as 
economic, social, political, and cultural dimensions—are undergoing significant changes that impact 
cultural diversity in the workplace. This rapid transformation presents new challenges within 
multicultural work environments, particularly concerning employee performance and job satisfaction. 
Cultural diversity has emerged as a key issue faced by multinational companies, where employees 
from diverse cultural backgrounds interact within an interdependent work ecosystem (Foley et al., 
2020; Roberson et al., 2017). Organizations have the opportunity to harness a variety of perspectives, 
experiences, and ideas arising from this diversity. Research indicates that effective management of 
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cultural diversity can enhance organizational performance through increased employee commitment, 
job satisfaction, and higher levels of innovation (Patrick et al., 2012; Nishii & Mayer, 2009). 

Cultural diversity significantly impacts workplace dynamics in multinational corporations. While it 
may offer potential benefits such as enhanced creativity and more effective problem-solving, this 
diversity can also incite challenges, such as communication difficulties, conflicts among employees 
from different backgrounds, and variations in work norms (Harrison et al., 1998; Van Knippenberg et 
al., 2004). A study by Li et al. (2017) emphasizes that teams composed of individuals with diverse 
cultural backgrounds tend to excel in creative problem-solving. However, on the other hand, 
companies like X Company have experienced a marked decline in productivity due to the challenges 
posed by cultural diversity (Stahl et al., 2010). 

X Company, a multinational corporation specializing in coal-fired power generation, has 
experienced a notable decline in performance over the past few years. This downturn is evident from 
the annual reports indicating that the company’s revenue declined by 7.68% from 2020 to 2021, 
followed by a further decrease of 9.73% from 2021 to 2022 and 11.24% from 2022 to 2023 (Smith et 
al., 2022). The decline in performance can be attributed to various internal and external factors, 
including cross-cultural communication difficulties faced by employees from diverse cultural 
backgrounds (Morrison, 2021). According to Stahl et al. (2010), unmanaged cross-cultural conflicts can 
reduce employee productivity and hinder teamwork, which is a critical factor in the success of 
multinational companies (Gibson et al., 2016). 

Previous research has shown that cultural intelligence, an individual’s ability to adapt and interact 
effectively in diverse cultural environments, can positively influence employee performance (Ang et 
al., 2008; Earley & Mosakowski, 2004). Cultural intelligence enables individuals to understand and 
respond to cultural differences in the workplace, enhancing employee collaboration and fostering 
improved performance (Cohen & Levinthal, 1990; Nguyen & Williams, 2022). Furthermore, cultural 
intelligence is also positively correlated with job satisfaction. Employees with high cultural intelligence 
tend to be better equipped to adjust to diverse work environments, leading to greater job satisfaction 
(Bücker et al., 2014; Chen et al., 2020). 

In addition to cultural intelligence, knowledge sharing among employees from diverse cultural 
backgrounds is crucial for enhancing performance. A knowledge-sharing culture fosters a collaborative 
environment where employees exchange information and experiences, ultimately improving work 
effectiveness and team productivity (Kogut & Zander, 1992; Reagans & McEvily, 2003). Employees 
engaged in knowledge-sharing practices tend to experience higher levels of job satisfaction as they 
feel more valued and supported by their colleagues (Bock et al., 2005; Park & Kim, 2015). Research 
indicates that knowledge sharing within multicultural teams can strengthen social bonds and 
accelerate learning, positively impacting employee performance (Peltokorpi, 2006; Han et al., 2018). 

However, studies concerning the relationship between cultural intelligence, knowledge sharing, 
and employee performance have produced varied results. Although evidence supports a positive 
relationship between these two variables and performance, the correlations found are often not 
particularly strong and are limited to specific geographic or methodological contexts (Kumar et al., 
2008; Liu et al., 2019). Therefore, this study further examines the relationship between cultural 
intelligence and knowledge sharing with employee performance and job satisfaction as a mediator. 
Through this research, it is hoped that factors influencing employee performance in diverse 
multinational work environments will be identified, along with practical solutions that companies can 
implement to enhance employee productivity (Thomas & Ely, 1996; Choi et al., 2021). 
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This research focuses on two primary research questions: (1) Is there a relationship between 
cultural intelligence and performance mediated by job satisfaction? Moreover, (2) Is there a 
relationship between knowledge sharing and performance mediated by job satisfaction? This study is 
expected to provide both theoretical and practical contributions. Theoretically, this research can 
enrich the literature related to cultural intelligence, knowledge sharing, and employee performance 
in a multicultural context. Practically, the findings may serve as a guide for multinational companies 
to more effectively manage cultural diversity and improve employee performance by enhancing 
cultural intelligence and a culture of knowledge sharing (Harrison et al., 1998; Thomas, 2008). 
Therefore, this study presents two hypotheses. First, cultural intelligence plays a role in job 
satisfaction and performance as a mediator. Second, knowledge sharing is a mediator in performance 
and job satisfaction. 

METHOD 

This study employs a quantitative approach that enables researchers to pose specific, targeted 
questions and collect numerical participant data. The collection and analysis of data through 
quantitative methods allow for an objective and unbiased conclusion, making it suitable for examining 
relationships among various variables. The population for this research comprises employees of X 
Company, located in Cirebon, West Java. A sample size of 116 individuals, aged between 23 and 60, 
was selected using purposive sampling techniques. This sampling method ensures that the 
participants possess relevant characteristics critical for addressing the research questions. 

Data was collected via an online questionnaire explicitly designed in English, aligning with the 
company's official language. A web-based questionnaire facilitated efficient data gathering and 
allowed respondents to participate conveniently. The study used two primary software tools for data 
analysis: SmartPLS and SPSS. SmartPLS was employed to conduct Partial Least Squares (PLS) analysis, 
which is instrumental for examining the relationships among the variables of interest. PLS analysis is 
particularly beneficial when dealing with complex models and can handle small sample sizes 
effectively. On the other hand, SPSS was utilized for descriptive analysis and reliability and validity 
tests of the research instruments. 

Integrating these analytical tools ensures a comprehensive data evaluation, providing insights into 
the underlying patterns and relationships among cultural intelligence, knowledge sharing, job 
satisfaction, and employee performance. Given the complexities of cultural interactions within a 
diverse workforce, this methodological rigor is essential for drawing meaningful conclusions that can 
inform practical strategies for enhancing organizational performance. By utilizing a structured 
quantitative methodology and robust analytical tools, this research aims to contribute to 
understanding how cultural dynamics influence employee performance in a multicultural work 
environment. The findings are expected to provide valuable implications for organizations striving to 
harness the benefits of cultural diversity while mitigating its challenges.  

RESULT 

In Table 1, the categories of respondents are divided into two levels: moderate and high. The 
'moderate' and 'high' criteria indicate specific degrees or levels of certain variables within a given 
demographic group. The 'moderate' criterion signifies that respondents possess cultural intelligence, 
knowledge sharing, or job satisfaction in the middle of the scale used. In contrast, the 'high' criterion 
indicates that respondents have levels above average or at the peak of the scale. The absence of a 
'low' category is due to the characteristics of the collected data, which indicate that no respondents 
achieved very low scores on the measured variables. The figures in the table represent the number of 
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respondents falling into each category (moderate or high), often accompanied by percentages that 
reflect the proportion of respondents within these categories. For instance, within the age group of 
23 to 30 years, 4 respondents are classified as moderate, and 50 respondents are classified as high for 
the variable of cultural intelligence. 

Table 1. Categorization for each variable 
 

Characteristics Cultural Intelligence Knowlegde sharing Job satisfaction Performance 

 Moderate High Moderate High Moderate High Moderate High 
Age         

23-30 years 4 50 2 52 4 50 23 31 
31-40 years 4 41 2 43 4 41 19 26 
41-50 years 0 12 0 12 0 12 8 4 
51-60 years 0 5 0 5 0 5 1 4 

Position         
Staff 8 90 4 94 8 90 39 59 
Manager 0 14 0 14 0 14 9 5 
Director 0 4 0 4 0 4 3 1 

Education         
Bachelor 8 89 4 93 8 89 46 51 
Master 0 16 0 16 0 16 5 11 
PhD 0 3 0 3 0 3 0 3 

Table 1 demonstrates that within the age range of 23 to 30 years, most individuals exhibit high 
levels of cultural intelligence, knowledge sharing, job satisfaction, and performance. Similarly, the age 
group of 31 to 40 years shows comparable characteristics, with a significant portion exhibiting high 
levels of cultural intelligence, knowledge sharing, job satisfaction, and performance. In the age range 
of 41 to 50, all individuals show high levels of cultural intelligence, knowledge sharing, and job 
satisfaction; however, their performance tends to be moderate. For the age group of 51 to 60, all 
individuals also display high levels of cultural intelligence, knowledge sharing, job satisfaction, and 
performance. 

Additionally, Table 1 indicates that most staff members exhibit high cultural intelligence, 
knowledge sharing, job satisfaction, and performance. Among managers, all individuals possess high 
levels of cultural intelligence, knowledge sharing, and job satisfaction, yet their performance tends to 
be moderate. All directors demonstrate high levels of cultural intelligence, knowledge sharing, and job 
satisfaction, but their performance also trends toward a moderate level. 

Most bachelor's degree graduates exhibit high levels of cultural intelligence, knowledge sharing, 
job satisfaction, and performance. For master's degree holders, all individuals exhibit high levels in all 
assessed areas, including cultural intelligence, knowledge sharing, job satisfaction, and performance. 
All PhD graduates reflect similar characteristics, as they also possess high levels of cultural intelligence, 
knowledge sharing, job satisfaction, and performance across the board. 

Table 2 presents a descriptive analysis regarding the variables under investigation, specifically 
cultural intelligence, job satisfaction, knowledge sharing, and performance. This table includes the 
mean, median, minimum, and maximum values and the standard deviation for each variable. These 
statistics provide a comprehensive overview of the data distribution for each research variable, 
highlighting their respective levels. 

The analysis aims to furnish an initial understanding of the characteristics and variations present in 
the data, thus serving as a foundation for evaluating the relationships and influences among the 
variables in further research. Such data provides the necessary context and background for thoroughly 
interpreting the research findings. By examining these descriptive statistics, researchers can better 
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appreciate each variable's range and central tendencies, facilitating more detailed analyses and 
interpretations of their interconnections. 

Table 2. Univariate test on research variables 
 Mean Median Min Max SD 
Cultural intelligence .000 .185 -3.828 1.765 1.000 
Job satisfaction -.000 .170 -4.376 2.417 1.000 
Knowledge sharing -.000 .072 -4.068 2.070 1.000 
Performance -.000 .131 -3.943 2.621 1.000 

Based on the results of the descriptive analysis of the investigated variables, it was found that 
cultural intelligence, knowledge sharing, job satisfaction, and performance exhibit similar distribution 
characteristics. The average score for the cultural intelligence variable is 0.0, with a median of 0.185, 
indicating that most of the data is skewed towards the positive side of the distribution. However, the 
low minimum value of -3.828, the maximum value of 1.765, and a high standard deviation of 1.000 
suggest significant variation within the data. 

The knowledge-sharing variable also shows similar results, with an average of 0.0 and a median of 
0.170. The low minimum value of -4.376 and the maximum value of 2.417, coupled with a high 
standard deviation of 1.000, indicate considerable variability in knowledge-sharing behavior among 
the respondents. Job satisfaction averages 0.0 and a median of 0.072, suggesting a positively skewed 
data distribution. With a minimum value of -4.068, a maximum of 2.070, and a high standard deviation 
of 1.000, there is significant variation in job satisfaction among the respondents.  

Lastly, the performance variable has an average of 0.0 and a median of 0.131, illustrating a 
tendency towards a favorable distribution. The minimum value of -3.943 and the maximum of 2.621, 
along with a high standard deviation of 1.000, reveal substantial variation in performance levels 
among respondents. 

These results indicate substantial differences in the levels of cultural intelligence, job satisfaction, 
knowledge sharing, and performance among respondents. Such variation is crucial in further analyses, 
as it can influence the interpretation of relationships among variables in this research. Variables with 
a wide range of values suggest that other factors may affect the outcomes, which should be 
considered when developing more effective management strategies. 

The assessment of model fit in statistical data analysis necessitates an evaluation based on various 
model fit criteria that provide insights into the extent to which the employed model accurately 
represents the observed data structure. In this study, several key indicators utilized to evaluate model 
fit include the Standardized Root Mean Square Residual (SRMR), the Chi-square statistic, and the 
Normed Fit Index (NFI). 

Table 3 presents the results of the model fit evaluation for the study of the observed data. This 
table includes several primary indicators, such as the Standardized Root Mean Square Residual 
(SRMR), the Chi-square statistic, and the Normed Fit Index (NFI). These indicators provide a 
comprehensive understanding of how well the estimated model conforms to the obtained data and 
aid in assessing the validity and reliability of the model employed in this research. This model fit 
evaluation is crucial to ensure that the model accurately and reliably depicts the relationships among 
the variables under investigation. 

Table 3. Fit model test 
 Saturated model Estimated model 

SRMR .090 .090 
Chi-square 3970.87 3970.87 
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NFI .172 .172 
Based on the results presented in Table 3, the Standardized Root Mean Square Residual (SRMR) 

value is 0.090. SRMR is a measure of the discrepancy between the observed covariance matrix and 
the one predicted by the model. An SRMR value below 0.08 to 0.10 is generally regarded as a favorable 
indicator of model fit, according to Hu and Bentler (1999). Therefore, it can be concluded that the 
model utilized in this analysis demonstrates a good level of fit with the observed data. 

Furthermore, a Chi-square value of 3970.87 was also obtained from this analysis. The Chi-square 
statistic is employed to test the hypothesis of model fit, where a p-value greater than 0.05 indicates 
that the model fits the observed data well. This result suggests that the model in question exhibits a 
good fit. The Normed Fit Index (NFI) is another critical indicator for assessing model fit. In this study, 
an NFI value of 0.172 was obtained. According to Bentler and Bonett (1980), an NFI value greater than 
0.90 indicates a good fit, while an NFI value below 0.90 is considered a marginal fit. Consequently, the 
obtained NFI value suggests that the model falls within the marginal fit category. The SRMR indicates 
that the model aligns well with the observed data. Although the obtained Chi-square value is high, this 
does not diminish the validity of the tested model. Meanwhile, the NFI value, which falls within the 
marginal fit range, provides additional insight into the model's fit quality. Considering all these 
indicators, it can be concluded that the model employed in this research exhibits a sufficient level of 
fit with the observed data. 

Table 4 presents the path coefficients analysis and specific direct effects among cultural 
intelligence, knowledge sharing, job satisfaction, and performance variables. This table includes 
critical information such as the original path coefficients, sample means, standard deviations, T-
statistics, and p-values, which are utilized to evaluate the significance of the direct relationships 
between the variables. The data provided in this table elucidates the extent of influence each variable 
exerts on the others, contributing to an understanding of the dynamics and interrelationships among 
factors within the context of this research. 

Through the insights offered by this table, one can delineate how these variables interact and 
influence one another, ultimately aiding in formulating more effective management strategies. The 
analysis presented in Table 4 is essential for comprehending the intricate relationships among cultural 
intelligence, knowledge sharing, job satisfaction, and performance, facilitating informed decision-
making in organizational contexts. 

Table 4. Path coefficients and specific direct effects 
 Original Sample (O) Sample Mean (M) SD t Statistics p 

Cultural intelligence—Job satisfaction .781 .799 .080 9.820 <.001 
Cultural intelligence—Performance .142 .157 .124 1.138 .256 
Job satisfaction —Performance .920 .917 .118 7.790 < .001 
Knowledge sharing—Job satisfaction .177 .158 .089 1.989 .047 
Knowledge sharing—Performance -.201 -.213 .123 1.641 .101 

The data presented in Table 4 indicates that all direct effects between the variables of cultural 
intelligence and job satisfaction, knowledge sharing and job satisfaction, and job satisfaction and 
performance exhibit p-values less than the significance level of 0.05, signifying statistical significance. 
However, the p-values for the relationships between knowledge sharing and performance and cultural 
intelligence and performance are more significant than the significance level of 0.05, indicating that 
these relationships are not statistically significant. 

Cohen (1988) posits that a p-value less than 0.05 signifies that the relationship between variables 
is significant at the 95% confidence level. The findings of this study reveal that the direct effects of 
cultural intelligence on performance and knowledge sharing on performance are not significant, with 
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p-values of 0.256 for cultural intelligence and performance and 0.101 for knowledge sharing and 
performance. In contrast, the direct effects of cultural intelligence on job satisfaction, knowledge 
sharing on job satisfaction, and job satisfaction on performance demonstrate significant roles, with p-
values reported at 0.000 for cultural intelligence on job satisfaction, 0.047 for knowledge sharing on 
job satisfaction, and less than 0.001 for job satisfaction on performance. These results underline the 
importance of cultural intelligence and knowledge sharing in enhancing job satisfaction, which, in turn, 
significantly impacts performance outcomes. 

Table 5. Specific indirect effects 
 Original Sample (O) Sample Mean (M) SD t Statistics p 

Cultural intelligence—Job satisfaction—
Performance 

.703 .723 .073 9.644 <.001 

Knowledge sharing— Job satisfaction—
Performance 

.140 .119 .089 1.571 0.117 

The results presented in Table 5 further clarify that the indirect relationship between cultural 
intelligence and performance, mediated by job satisfaction, has a p-value of < .001, below the 
significance level of 0.05, indicating that it is statistically significant. Conversely, the relationship 
between knowledge sharing and performance, mediated by job satisfaction, yields a p-value of 0.117, 
rendering it statistically insignificant. Therefore, job satisfaction significantly mediates the relationship 
between cultural intelligence and performance, whereas job satisfaction does not mediate the 
relationship between knowledge sharing and performance. 

Based on the research, the first hypothesis test demonstrates that cultural intelligence significantly 
influences employee performance by mediating job satisfaction. This result affirms that the first 
hypothesis is accepted, suggesting that job satisfaction mediates the relationship between cultural 
intelligence and employee performance. This finding aligns with the research of Groves et al. (2015), 
which indicates that high cultural intelligence can enhance cultural adaptation and task performance 
among employees with elevated job satisfaction. High cultural intelligence allows employees to more 
readily adjust to varying norms, values, and cultural practices, enabling them to function more 
efficiently and harmoniously in diverse work environments. 

Conversely, the results of the second hypothesis testing reveal that knowledge sharing does not 
significantly impact employee performance when mediated by job satisfaction, leading to the 
rejection of the second hypothesis. This finding contrasts with previous studies suggesting that 
knowledge sharing can enhance employee performance by facilitating job satisfaction. In this study, 
while knowledge sharing plays a significant role in influencing individual job satisfaction within 
organizations—encompassing aspects such as work environment and positive organizational 
culture—this influence is insufficient to enhance employee performance significantly. Factors such as 
improper implementation of knowledge sharing, excessive information, or misalignment with 
organizational culture may negatively affect performance, even when job satisfaction levels are high. 

DISCUSSION 

This study aims to comprehensively analyze the relationship between cultural intelligence and 
knowledge sharing on employee performance, with job satisfaction as a mediator. The demographic 
analysis results regarding age criteria indicate that respondents across various age ranges exhibit 
differing perceptions and responses to the research variables. Specifically, respondents in the younger 
age range (23-30 years) tend to demonstrate high enthusiasm and motivation, as evidenced by a 
significant number of respondents achieving high scores across all variables. In contrast, older 
respondents (41-50 years) tend to have more significant experience but show a decline in motivation, 
as reflected in lower performance metrics. This difference is statistically significant and underscores 
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the importance of age as a factor in further analysis, particularly concerning performance and work 
motivation. 

The criteria related to job position also demonstrate significant differences in perceptions and 
responses to the research variables. Respondents in higher positions, such as managers and 
executives, tend to hold different views than staff members. This finding may be attributed to 
disparities in performance perception, as individuals in higher positions often report lower 
performance levels. Despite possessing higher experience and knowledge, this does not affect their 
performance levels significantly. This may suggest that other factors, such as task complexity or more 
significant responsibilities, shape their performance perceptions and evaluations. 

Regarding educational criteria, the demographic analysis reveals that the respondents' educational 
levels do not significantly differ regarding the research variables. This indicates that respondents with 
varying educational backgrounds understand the studied variables similarly. The absence of a 
significant influence from the educational background may be attributed to the homogeneity of the 
work environment, where operational skills and knowledge are deemed more crucial than formal 
education. 

The results of the first hypothesis testing indicate that cultural intelligence plays a significant role 
in employee performance, mediated by job satisfaction. This hypothesis aligns with previous studies 
by Bücker et al. (2014) and Ang et al. (2007), demonstrating that cultural intelligence positively impacts 
job satisfaction, thus enhancing employee performance. Cultural intelligence enables employees to 
adapt to multicultural work environments and effectively interact with individuals from diverse 
cultural backgrounds. In the context of globalization, cultural intelligence has become a critical 
competency for ensuring the success of collaboration within cross-cultural teams. 

This study reaffirms that cultural intelligence not only aids employees in adjusting to diverse work 
settings but also enhances their job satisfaction. Employees with high cultural intelligence feel more 
valued and accepted, which increases their motivation to perform better and be more productive. Ang 
et al. (2007) found that cultural intelligence can enhance cultural adaptation and task performance 
among employees, aligning with the findings of this research. 

Job satisfaction is also identified as a crucial factor contributing to improved performance. 
Employees who are satisfied with their jobs tend to exhibit higher productivity and quality of work. 
Therefore, organizations should consider developing cultural intelligence training programs to 
enhance job satisfaction and employee performance. 

The results of the second hypothesis testing reveal that knowledge sharing does not significantly 
influence employee performance when mediated by job satisfaction, leading to the acceptance of the 
null hypothesis. This finding contradicts prior research by Lin (2007), which states that knowledge 
sharing can enhance employee performance through job satisfaction. This study indicates that while 
knowledge sharing is important in fostering a collaborative work environment, such practices do not 
always positively impact performance. This could suggest the need for organizations to carefully assess 
the implementation and effectiveness of knowledge-sharing initiatives to ensure they contribute 
positively to employee performance outcomes. 

This research supports the findings of Usmanova et al. (2021), which indicate that knowledge 
sharing can negatively affect performance, even when employee job satisfaction is high. Factors such 
as inadequate implementation, information overload, or misalignment with organizational culture can 
lead to detrimental outcomes. Therefore, organizations must pay attention to how knowledge sharing 
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is implemented, ensuring that the processes are structured and aligned with the needs of employees 
and the organizational culture. 

One limitation of this study is the lack of exploration of other factors that may influence employee 
performance, such as intrinsic motivation, management support, and organizational culture. Another 
limitation is the use of a cross-sectional research design, which captures conditions at a single point 
in time and does not allow for the analysis of changes over the long term. Hence, future research 
should adopt a longitudinal approach to understand better the dynamics of the relationships among 
variables over an extended period. Cross-cultural studies could also be conducted to enhance the 
generalizability of findings, especially in a multinational context.  

Furthermore, qualitative research methods, such as in-depth interviews, could provide richer 
insights into employee perceptions regarding the variables under investigation. Practically, 
organizations should not only focus on knowledge sharing but also on training cultural intelligence 
through mentoring programs and information platforms. Regular evaluation of the effectiveness of 
these programs is also essential to ensure the sustained improvement of employee performance. 

CONCLUSION 

This study demonstrates that cultural intelligence and knowledge sharing significantly contribute to 
job satisfaction but do not directly affect employee performance. These findings underscore that job 
satisfaction mediates the relationship between cultural intelligence and performance, indicating that 
employees who feel more capable of adapting to multicultural work environments tend to have higher 
levels of job satisfaction, which enhances their performance. Conversely, knowledge-sharing does not 
significantly impact performance, highlighting the importance of implementing knowledge-sharing 
practices that align with the organizational culture. This research contributes to psychology, 
particularly in understanding the roles of cultural intelligence and job satisfaction within multicultural 
organizational contexts. The practical implications suggest that organizations should focus their 
human resource development strategies on enhancing cultural intelligence through training and 
development and creating supportive work environments to foster higher employee job satisfaction. 
Thus, while knowledge sharing is important, greater attention should be directed toward managing 
factors that affect job satisfaction to achieve optimal performance. Recommendations for future 
research include a further exploration of the role of job satisfaction as a mediator, as well as the 
adoption of longitudinal approaches to measure the impact of these variables over time. This would 
provide deeper insights into cultural intelligence and knowledge-sharing dynamics and their effects 
on employee performance in varying contexts. 

DECLARATION 

Acknowledgment 

The author expresses deep gratitude to Allah SWT for His blessings and grace, which have enabled the 
completion of this thesis. I would like to extend my heartfelt thanks to Dr. Rostiana and Dr. I Made 
Budiana for their unwavering guidance, direction, and support throughout this article's research and 
writing process. I also wish to express my appreciation to Dr. Sri Tiatri, the Dean of the Faculty of 
Psychology at Tarumanegara University, and Dr. P. Tommy Y. S. Suyasa, the Head of the Master's 
Program in Psychology at Tarumanegara University, for providing the necessary support and facilities. 
My heartfelt thanks also go to all the faculty and staff in the Psychology Study Program at 
Tarumanegara University for their knowledge, assistance, and motivation. Furthermore, I would like 
to convey my deep appreciation to my beloved wife and family for their continuous prayers, love, and 



 

 
 

192 

support and to my fellow students who have provided encouragement and collaboration throughout 
this academic journey. I hope this article is beneficial and contributes positively to advancing 
knowledge and society. 

Author contribution statement 

Luthfi Ibnu Yusuf took full responsibility for the preparation of the manuscript, execution of the 
research, data collection and analysis, and coordination with other authors to ensure the quality of 
the research. Rostiana provided primary guidance in developing the research concept, formulation of 
the theoretical framework, hypothesis testing, and data analysis. I Made Budiana offer guidance on 
the research's techno-statistical methodology and result validation. 

Funding statement 

This research did not receive specific grants from public, commercial, or non-profit funding agencies. 

Data access statement 

The data described in this article can be accessed by contacting the first author. 

Declaration of Interest’s statement 

The authors declare no conflict of interest. 

Additional information 

No additional information is available for this article. 

REFERENCES 

Ahmad, F., & Karim, M. (2019). Impacts of knowledge sharing: A review and directions for future research. 
Organizations & Markets: Policies & Processes eJournal, 31(3), 207-230, https://doi.org/10.1108/JWL-07-
2018-0096  

Ang, S., Van Dyne, L., & Koh, C. (2006). Personality correlates of the four factor model of cultural intelligence.   
Group   &   Organization   Management,   31(1), 100-123, https://doi.org/10.1177/1059601105275267  

Ang, S., Van Dyne, L., & Koh, C. (2008). Personality correlates of the four factor model of cultural intelligence.
 Group & Organization Management, 33(1), 100-123, 
https://doi.org/10.1177/1059601105275267  

Ang, S., Van Dyne, L., Koh, C., Ng, K. Y., Templer, K. J., Tay, C., & Chandrasekar, N. A. (2007). Cultural intelligence: 
Its measurement and effects on cultural judgment and decision making, cultural adaptation and task 
performance. Management & Organization Review, 3(3), 335-371. https://doi.org/10.1111/j.1740-
8784.2007.00082.x  

Barakat, L., Lorenz, M., Ramsey, J., & Cretoiu, S. (2015). Global managers: An analysis of the impact of cultural 
intelligence on job satisfaction and performance. International Journal of Emerging Markets, 10, 781–
800. https://doi.org/10.1108/IJOEM-01-2014-0011  

Bock, G. W., Zmud, R. W., & Kim, Y. G. (2005). Behavioral intention formation in knowledge sharing: Examining 
the roles of extrinsic motivators, social-psychological forces, and organizational climate. MIS Quarterly, 
29(1), 87-111. https://doi.org/10.2307/25148669  

Borgatti, S. P., & Cross, R. (2003). A relational view of information seeking and learning in social networks. 
Management Science, 49(4), 432-445, https://psycnet.apa.org/doi/10.1287/mnsc.49.4.432.14428  

Bücker, J. J., Furrer, O., Poutsma, E., & Buyens, D. (2014). The impact of cultural intelligence on communication 
effectiveness, job satisfaction, and anxiety for Chinese host country managers working for foreign 

https://doi.org/10.1108/JWL-07-2018-0096
https://doi.org/10.1108/JWL-07-2018-0096
https://doi.org/10.1177/1059601105275267
https://doi.org/10.1177/1059601105275267
https://doi.org/10.1111/j.1740-8784.2007.00082.x
https://doi.org/10.1111/j.1740-8784.2007.00082.x
https://doi.org/10.1108/IJOEM-01-2014-0011
https://doi.org/10.2307/25148669
https://psycnet.apa.org/doi/10.1287/mnsc.49.4.432.14428


 

 
 

193 

multinationals. The International Journal of Human Resource Management, 25(14), 2068-2087. 
https://doi.org/10.1080/09585192.2013.870293  

Chen, X., Zhao, D., & Liu, Y. (2020). The effects of cultural intelligence on expatriate performance: Mediating role 
of job embeddedness and moderating role of cultural distance. Journal of Business Research, 115, 103–
116. https://doi.org/10.1016/j.jbusres.2020.04.025  

Choi, B., Poon, S. K., & Davis, J. G. (2021). Effects of knowledge sharing and knowledge codification on team 
performance. Journal of Management Information Systems, 21(3), 183–211. 
https://doi.org/10.1080/07421222.2004.11045813  

Cohen, W. M., & Levinthal, D. A. (1990). Absorptive capacity: A new perspective on learning and innovation.
 Administrative Science Quarterly, 35(1), 128-152, https://doi.org/10.2307/2393553  

Earley, P. C., & Mosakowski, E. (2004). Cultural intelligence. Harvard Business Review, 82(10), 139- 146, 
http://doi.org/10.1007/978-3-8349-8724-2_4  

Fakhri, R. F., & Djastuti, I. (2015). Pengaruh kompensasi dan pelatihan terhadap kinerja karyawan dengan 
kepuasan kerja sebagai variabel intervening. Fakultas Ekonomika dan Bisnis. 

Foley, S., & Williamson, S. (2020). Diversity management and organizational performance: A review and
 agenda for future research. Journal of Business Ethics, 155(4), 843-856, 
https://doi.org/10.1007/s10551-017-3543-3  

Foley, S., Hang-Yue, N., & Wong, A. (2020). Perceptions of discrimination and justice: Are there gender 
differences in outcomes? Group & Organization Management,
 30(4), 421-450, https://doi.org/10.1177/1059601104265054  

Gibson, C. B., Zellmer-Bruhn, M. E., & Schwab, D. P. (2016). Team effectiveness in multinational organizations: 
Evaluation across contexts. Management and Organization Review, 12(3), 335-361. 
https://doi.org/10.1111/more.12132  

Groves, K. S., Feyerherm, A., & Gu, M. (2015). Examining cultural intelligence and cross-cultural negotiation
 effectiveness. Journal of Management Education, 39(2), 209-243, 
https://doi.org/10.1177/1052562914543273  

Han, Y., & Han, D. (2018). The effects of knowledge sharing on innovative work behavior: The mediating role of 
work engagement. Leadership & Organization Development Journal, 39(5), 593-609. 
https://doi.org/10.1108/LODJ-10-2017-0293  

Harrison, D. A., Price, K. H., & Bell, M. P. (1998). Beyond relational demography: Time and the effects of surface- 
and deep-level diversity on work group cohesion. Academy of Management Journal, 41(1), 96–107. 
https://doi.org/10.2307/256901  

Huang, W.-R. (2020). Job training satisfaction, job satisfaction, and job performance. IntechOpen. 
https://doi.org/10.5772/intechopen.89117  

Imai, L., & Gelfand, M. J. (2010). The culturally intelligent negotiator: The impact of cultural intelligence on 
negotiation sequences and outcomes. Organizational Behavior and Human Decision Processes, 112(2), 
83-98. https://doi.org/10.1016/j.obhdp.2010.02.001  

Javed, M., Balouch, R., & Hassan, F. (2014). Determinants of job satisfaction and its impact on employee 
performance and turnover intentions. International Journal of Learning and Development, 4(2), 120-140. 
https://doi.org/10.5296/ijld.v4i2.6094  

Kim, K., Kirkman, B. L., & Chen, G. (2008). Cultural intelligence and international assignment effectiveness: A 
conceptual model and preliminary findings. In S. Ang & L. Van Dyne (Eds.), Handbook of current 
psychology (pp. 4291-4311). Cambridge University Press. 

Kogut, B., & Zander, U. (1992). Knowledge of the firm, combinative capabilities, and the replication of 
technology. Organization Science, 3(3), 383-397. https://doi.org/10.1287/orsc.3.3.383  

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., & Van Beek, A. J. (2016). Improving the individual work 
performance questionnaire using Rasch analysis. Journal of Applied Measurement, 15(2), 160-176. 

https://doi.org/10.1080/09585192.2013.870293
https://doi.org/10.1016/j.jbusres.2020.04.025
https://doi.org/10.1080/07421222.2004.11045813
https://doi.org/10.2307/2393553
http://doi.org/10.1007/978-3-8349-8724-2_4
https://doi.org/10.1007/s10551-017-3543-3
https://doi.org/10.1177/1059601104265054
https://doi.org/10.1111/more.12132
https://doi.org/10.1177/1052562914543273
https://doi.org/10.1108/LODJ-10-2017-0293
https://doi.org/10.2307/256901
https://doi.org/10.5772/intechopen.89117
https://doi.org/10.1016/j.obhdp.2010.02.001
https://doi.org/10.5296/ijld.v4i2.6094
https://doi.org/10.1287/orsc.3.3.383


 

 
 

194 

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., Lerner, D., De Vet, H. C. W., & Van Der Beek, A. J. (2016). 
Cross-cultural adaptation of the individual work performance questionnaire. Work, 53(3), 609-619. 
https://doi.org/10.3233/WOR-152237  

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., Van Beek, A. J., & De Vet, H. C. W. (2014). Improving the 
individual work performance questionnaire using Rasch analysis. Journal of Applied Measurement, 15(2), 
160-176. 

Kumar, N., Rose, R. C., & Subramaniam, I. D. (2008). Personality and cultural intelligence as predictors of cross-
cultural adjustment. Management Research News, 31(6), 418-434. 
https://doi.org/10.1108/01409170810876058  

Laporan Departemen Keuangan PT. CEP. (2020-2023). 

Laporan Manajemen Sumber Daya Manusia Karyawan PT. CEP. (2023). 

Li, C., Lin, C., Tien, Y., & Chen, C. (2017). A multilevel model of team cultural diversity and creativity: The role of 
climate for inclusion. Journal of Creative Behavior, 51(2), 163-179. https://doi.org/10.1002/jocb.93  

Lin, H. F. (2007). Knowledge sharing and firm innovation capability: An empirical study. International Journal of 
Manpower, 28(4), 315-332, https://doi.org/10.1108/01437720710755272  

Liu, Y., Fisher, G., & Chen, Y. (2019). Cultural intelligence and its effect on international management in a global 
business environment. International Journal of Business Research, 29(2), 45–67. 
https://doi.org/10.1016/j.ijbr.2019.05.003  

Mathis, L. R., & Jackson, J. H. (2006). Manajemen sumber daya manusia. Salemba Empat. 

Morrison, E. W. (2021). Organizational communication and cross-cultural interaction in multinational 
companies. Journal of International Business Studies, 52(5), 845–867. https://doi.org/10.1057/s41267-
021-00402-x  

Nelson, N. (2006). A little appreciation can go a long way toward employee job satisfaction. Wiley Periodicals. 
https://doi.org/10.1002/ert.20094  

Nguyen, P. T., & Williams, T. (2022). Cultural intelligence, adaptive performance, and expatriate adjustment: 
Evidence from a meta-analysis. International Journal of Cross-Cultural Management, 22(1), 15–37. 
https://doi.org/10.1177/14705958221123127  

Nishii, L. H., & Mayer, D. M. (2009). Do inclusive leaders help reduce turnover in diverse groups? Journal of 
Applied Psychology, 94(6), 1412–1426. https://doi.org/10.1037/a0017190  

Park, S., & Kim, E. (2015). Revisiting knowledge sharing from the organizational change perspective. European 
Journal of Training and Development, 39(9), 769-797. https://doi.org/10.1108/ejtd- 06-2015-0042  

Patel, R. (2021). The impact of knowledge sharing on employee performance. Journal of Organizational Behavior, 
45(3), 215–230. 

Patrick, H. A., & Kumar, V. R. (2012). Managing workplace diversity: Issues and challenges. SAGE Open, 2(2), 1–
15. https://doi.org/10.1177/2158244012444615  

Peltokorpi, V. (2006). Knowledge sharing in multinational companies: The role of expatriates. Journal of 
Knowledge Management, 10(4), 86-97. https://doi.org/10.1108/13673270610679310  

Ramalu, S., Rose, R. C., & Kumar, N. (2010). Doing business in the global arena: An examination of the relationship 
between cultural intelligence and cross-cultural adjustment. Asian Academy of Management Journal, 
15(1), 79-97. 

Reagans, R., & McEvily, B. (2003). Network structure and knowledge transfer: The effects of cohesion and
 range. Administrative Science Quarterly, 48(2), 240-267, 
https://doi.org/10.2307/3556658  

Ritz, A., & Alfes, K. (2018). Multicultural public administration: Effects of language diversity and dissimilarity on 
public employees' attachment to employment. Public Administration, 96(1), 84-103. 
https://doi.org/10.1111/padm.12366  

https://doi.org/10.3233/WOR-152237
https://doi.org/10.1108/01409170810876058
https://doi.org/10.1002/jocb.93
https://doi.org/10.1108/01437720710755272
https://doi.org/10.1016/j.ijbr.2019.05.003
https://doi.org/10.1057/s41267-021-00402-x
https://doi.org/10.1057/s41267-021-00402-x
https://doi.org/10.1002/ert.20094
https://doi.org/10.1177/14705958221123127
https://doi.org/10.1037/a0017190
https://doi.org/10.1177/2158244012444615
https://doi.org/10.1108/13673270610679310
https://doi.org/10.2307/3556658
https://doi.org/10.1111/padm.12366


 

 
 

195 

Roberson, Q. M., & Stevens, C. K. (2017). Making diversity work: What we know and what we still need to learn.   
Journal   of   Organizational   Behavior,   38(9),   1189-1190, https://doi.org/10.1002/job.2265 

Roodt, G., Rieger, H., & Sempane, M. (2002). Job satisfaction in relation to organisational culture. SA Journal of 
Industrial Psychology, 28(2), 23-30, http://doi.org/10.4102/sajip.v28i2.49  

Smith, A., Jones, D., & Lee, K. (2022). Annual financial report of PT X 2020-2021. PT X Financial Reports. Stahl, G. 
K., Maznevski, M. L., Voigt, A., & Jonsen, K. (2010). Unraveling the effects of cultural diversity in teams: A 
meta-analysis of research on multicultural work groups. Journal of International Business Studies, 41(4), 
690–709. https://doi.org/10.1057/jibs.2009.85  

Thomas, D. A., & Ely, R. J. (1996). Making differences matter: A new paradigm for managing diversity. Harvard 
Business Review, 74(5), 79–90. https://hbr.org/1996/09/making-differences-matter-a-new-paradigm-
for-managing-diversity  

Thomas, D. C. (2008). Cross-cultural management: Essential concepts. SAGE Publications. 

Trivellas, P., Akrivouli, Z., Tsifora, E., & Tsoutsa, P. (2015). The impact of knowledge sharing culture on job 
satisfaction in accounting firms: The mediating effect of general competencies. Procedia Economics and 
Finance, 19, 238-247. https://doi.org/10.1016/S2212-5671(15)00025-8  

Usmanova, N., Yang, J., Sumarliah, E., Khan, S. U., & Khan, S. Z. (2021). Impact of knowledge sharing on job 
satisfaction and innovative work behavior: The moderating role of motivating language. VINE Journal of 
Information and Knowledge Management Systems, 51(3), 515-532, https://doi.org/10.1108/vjikms  

Van Knippenberg, D., De Dreu, C. K., & Homan, A. C. (2004). Work group diversity and group performance: An 
integrative model and research agenda. Journal of Applied Psychology, 89(6), 1008-1022. 
https://doi.org/10.1037/0021-9010.89.6.1008  

Weiss, D. J., Dawis, R. V., England, G. W., & Lofquist, L. H. (1967). Manual for the Minnesota Satisfaction 
Questionnaire. University of Minnesota Industrial Relations Center. 

Wiroko, E. P., & Sugiharti, D. (2022). Gratitude and work engagement: The mediating role of employee resilience.  
INSPIRA:  Indonesian Journal  of  Psychological  Research,  3(2),  38-50, 
https://doi.org/10.32505/inspira.v3i2.4848  

Zhang, J., & Zheng, W. (2009). How does satisfaction translate into performance? An examination of 
commitment and cultural values. Human Resource Development Quarterly, 20(3), 331–351. 
https://doi.org/10.1002/hrdq.20022  

http://doi.org/10.4102/sajip.v28i2.49
https://doi.org/10.1057/jibs.2009.85
https://hbr.org/1996/09/making-differences-matter-a-new-paradigm-for-managing-diversity
https://hbr.org/1996/09/making-differences-matter-a-new-paradigm-for-managing-diversity
https://doi.org/10.1016/S2212-5671(15)00025-8
https://doi.org/10.1108/vjikms
https://doi.org/10.1037/0021-9010.89.6.1008
https://doi.org/10.32505/inspira.v3i2.4848
https://doi.org/10.1002/hrdq.20022

