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ABSTRACT:
This study analyzes the influence of organizational culture on organizational commitment,
knowledge sharing and employee performance; the effect of job involvement on
organizational commitment, knowledge sharing and employee performance; the effect of
organizational commitment to knowledge sharing and employee performance; and the effect
of knowledge sharing on employee performance. The study found that 1) organizational
culture has no significant effect on organizational commitment, no significant effect on
knowledge sharing, and significant effect on employee performance, 2) job involvement has
significant effect on organizational commitment, no significant effect on knowledge sharing,
and significant effect on performance of employees, 3) organizational commitment
significantly influences knowledge sharing and on employee performance, and 4) knowledge
sharing significantly influences employee performance. The study also found that the most
dominant variable in determining the performance of employees is the organization’s
culture.
Keywords: organizational culture, job involvement, organizational commitment, knowledge
sharing, and employee performance
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1. INTRODUCTION
Background of the Study
In today's business environment, competition is very tight between businesses without limits, and it
becomes very difficult for companies to obtain and maintain their position in the industry. If the business
previously has been directed only to focus on sales maximization and cost minimization strategy, now
attention to employees becomes an important strategy making it as the value of an organization’s intellectual
assets. The quality of employees in the organization can be distinguished from each employee at different
levels of each organization, and in turn generate different levels of performance.
PT Telkom Regional Telecommunications East Nusa Tenggara, Indonesia, (PT Telkom Witel NTT)
cannot avoid the changes in the business environment. To win the competition, the company needs individual
employees who have qualities and competencies that determined by the company according to provisions of
PT Telekom Indonesia, Tbk KD.10 / HK200 / SEK-01/1996 regarding the Strategic Plan of PT Telkom
towards World Class Standards, which involves many factors to realize it. Gibson et al. (1998) name three
variables influential on employee performance, namely organizations, individuals and psychological.
Attitudes and behavior of individuals shown in the organization is a manifestation of processes encountered
in the work environment, giving rise to a variety of positive and negative results, i.e. actively and seriously
involved in the work, or the vice versa. The following conditions illustrate the condition of PT Telkom Witel
NTT. Most employees (≥ 70%) have worked for more than 20 years, meaning that their commitment to the
organization are quite high; ≥ 60% of employees aged over 45 years, meaning that it can have an influence on
the behavior of employees; employees’ pride against the organization has increased a strong sense of
employee engagement to the organization; as an island province, NTT has a wide and varied cultural society,
thus it may allow differences in perceiving the meaning of the research variables.
Based on these descriptions, the conditions may affect the employee’s response to each of the
variables in this study. Chauhan and Bontis (2004) explain that in the era of knowledge, only organization
that is able to manage its knowledge optimally that ill be able to survive in the competitive environment and
can improve employee performance, as the success of an organization in improving performance is strongly
influenced by the willingness and ability of the employees as individuals and groups.
Objectives of the Study
Based on the research problems, the objectives of the study are to examine and explain the effect of the
following variables:
1. The influence of organizational culture on organizational commitment, knowledge sharing, and employee
performance.
2. The influence job involvement on organizational commitment, knowledge sharing, and employee
performance.
3. The influence of organizational commitment on knowledge sharing and employee performance.
4. The influence of knowledge sharing on employee performance.
2. THEORETICAL OVERVIEW
Organizational Culture
Schein (2004) says that organizational culture is a pattern of basic assumptions that are found,
created or developed by a certain group with the intention that organization could learn to solve its problems
arising from external adaptation and internal integration. Robbins (2009) says that members of an
organization hold shared values—meaning that members form a system of shared values as differentiator
from other organizations. This shared values system is a set of key characteristics of the organization’s values.
An organizational culture is not a diversity of race, ethnicity, and background of the individual, but as a way of
life in an organization, such as climate or atmosphere of emotional and psychological that include employee
morale, attitude, level of productivity, the symbol (action, routine, conversation, and others) and the
meanings attached to the symbols that include verbal and nonverbal communication in the organization.
Job Involvement
Lodahl and Kejner (1965) say that job involvement is the extent to which a person’s achievement
affects the self-esteem and how the work is important in his entire life. Lawler and Hall (1970) define that job
involvement is the extent to which a person feels about the overall situation at work as an important part of
life, and become a core identity, because of the opportunity to satisfy the significant needs. Brown (1996)
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says that employees who can identify themselves psychologically with the work and consider important
performance for themselves and the organization are those involved in work. Various studies have been done
to find out how employees can have an engagement with their work. It can be said that the type of job or a
particular situation in the working environment will also affect the response to involved or not involved in
work. Lodahl and Kejner (1965) say that employees who have high job involvement will further unite
themselves with the work and consider that such work is something that is essential for life. Robbins (2009)
affirms that employees who have a high work engagement can seriously favoring the job done and really care
about the type of work.
Organizational Commitment
Organizational commitment is a commitment of a person to the organization where he works. One’s
commitment to the organization is one of the guarantees to maintain the continuity of the organization as
someone who has a high level of commitment towards the organization tends to remain a member in a
relatively long time. Organizational commitment can be understood as a situation in which an employee
favoring certain organization and is able to identify the purpose and the desire to maintain membership in
the organization. Meyer and Allen (1997) define organizational commitment as a psychological construct
representing the characteristic of relationship of members of the organization with the organization and have
implications for an individual’s decision to continue its membership in the organization. Mowday, Porter, and
Steers (1982) say that organizational commitment as the relative strength of individual identification with
and involved in a particular organization. From the definition of organizational commitment, we can conclude
that organizational commitment illustrates the extent to which a person identifies himself with his
organization and his willingness to remain in the organization. The high low commitment of the employees
cannot be separated from their belief whether or not treatment by their management is good; employees
must be treated as a valuable asset and not merely as a commodity that can be exploited by management.
Knowledge Sharing
In the contemporary knowledge of intensive economy, knowledge is recognized as an important
strategic resource for the organization. Referring to the resource-based view, company considers the
knowledge-based perspective as a source of competitive advantage (Nonaka and Takeuchi, 1995) and even
various authors have indicated knowledge is the best source for sustainability of competetive advantage.
Subagyo (2007) argues that knowledge sharing is one method or step in knowledge management used to
provide opportunities for members of a group, organization, institution, or company to share technical
knowledge, experience, ideas they have to other members. Adequate knowledge sharing within an
organization causes the member to accumulate knowledge more conveniently and faster; members of
organization create and use knowledge with knowledge sharing to improve the performance of knowledge
management. Knowledge sharing can facilitate innovation, the core capabilities (Gold et al., 2001), and the
competitive advantage of organizations (Teece, 1998). Nonaka and Takeuchi (1995) define knowledge
sharing as a dynamic process of interpersonal interaction (discussion, debate, problem solving) through
which the unit (group, section, division) is affected by the experience of others. According to Conneily and
Kelloway (2003), a number of behaviors involve in the exchange of information or help to others. While Park
and Im (2003) say knowledge sharing is a process of knowledge transfer from one to another within an
organization.
Employee Performance
Performance describes the extent of executing tasks and effeorts to achieve the goals set before.
Employee performance refers to one’s achievement as measured by the standards or criteria set by the
company. Gibson et al. (1998) says that the performance of employees refers to the success of executing task
and ability to achieve the goals set. Performance can be said to be good and successful if the desired goal can
be achieved. Rival (2004) argues employee performance is the outcome or success of a person’s during a
certain period in onducting duties as compared with the standard of the work, the targets or criteria that have
been determined in advance and have been agreed. Based on these descriptions, it can be concluded that
employee’s performance is the result of the quality and quantity of work and can be reached by employees in
specific period of time. Thus, the performance appraisal is a very influential tool for evaluating employee and
it can even be used as a basis to provide compensation and develop employees.
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3. CONCEPTUAL FRAMEWORK AND RESEARCH HYPOTHESES
Several empirical studies indicate that there is a significant relationship between organizational
culture and organizational commitment. Westwood and Postner (1997) said that although not much
explored, there is influence of organizational culture and commitment. However, the findings by Lok and
Crawford (2004), Rashid and King (2011), Harwiki (2013); Messner (2012) show that organizational culture
significantly influences organizational commitment. Based on these descriptions, hypothesis 1 can be
formulated as follows:
H1: Organizational culture significantly influence organizational commitment
One important attribute in the organizational culture is trust, and trust among co-workers is believed
to have a very strong influence on knowledge sharing. Therefore, team members require their trust in order
to respond openly on knowledge. Empirical studies prove that there is influence between organizational
culture and knowledge sharing (Wiewiora et al., 2013; Al-Rawi, et al., 2013). The concept of organizational
culture and knowledge management is fundamental to understanding how organizations behave and achieve
comparative advantage. Both have a strong theoretical and empirical support (Alavi et al., 2006; Davenport
and Prusak, 1998; de Long and Fahey, 2000). Both of these concepts are interrelated and the results show
that organizational culture influences knowledge management activities (Gray and Densten, 2005). To be
effective, knowledge management requires an understanding of the culture in which knowledge management
is applied. It is necessary to shape organizational culture and employee knowledge sharing, as it affects how
they learn. Based on these descriptions, hypothesis 2 is formulated as follows:
H2: Organizational culture significantly influences knowledge sharing
There are three (3) ideas of Kotter and Heskett (1992) closely related between the strength of the
organizational culture and performance, namely: 1) pooling of interest, in a strong culture, 2) the level of
tremendous motivation, and 3) the structure and control required. The views of different cultures show their
own influence on the performance by directing employees to have a certain attitude to work in order to
obtain better performance. Denison (1990) says that a certain type of organizational culture can improve
employee performance. Koesmono (2005) shows that organizational culture influences on employee
performance of wood-processing plant in East Java. Based on this description, hypothesis 3 can be
constructed:
H3: Organizational culture significantly influences employee performance
The views by Marsh and Manari (1977) that the normative commitment reflects the level of morality
directly related to the degree of satisfaction of a person within the organization as well as a personal
characteristic that is associated with job involvement. Robbins (2009) says that employees who have a high
level of engagement are genuinely concerned with the field of work they do. Those who havr high job
involvement will melt in the work they are doing. Blau and Boal (1989) say that there is significant potential
of the interaction between organizational commitment and job involvement. They predict that the various
combinations of organizational commitment and job involvement have different consequences for the
organization. Furthermore, Blau and Boal (1989) provide empirical support for their theory that
organizational commitment and performance are significantly related to turnover exceeding its main effect,
namely gender, marital status, employment, organizational commitment, and performance. The high-level
involvement of jobs is related to job performance. The results of the study by Mathieu and Zajac (1990) show
that job satisfaction, job involvement, and organizational commitment is always associated with and influence
one another. Brown (1996) also reveals that there is a close relationship between job involvement and
organizational commitment and consider organizational commitment as the outcome of the work involved.
Job involvement can affect organizational commitment through the interactive effects of employees’ personal
and organizational conditions. Based on these descriptions, hypothesis 4 is formulated as follows:
H4: Job involvement significantly influences organizational commitment
Brown (1996) says that the growing involvement of labor can increase the performance of an
organization where employees have better focus on work, and make the job more worthwhile experience. In
empirical studies, Tahira and Probst (2000) say that the job involvement can make employees feel more
confident and ready to share their knowledge compared with those who have low job involvement. The result
is employees who have high job involvement are more likely to share knowledge. Tea and Sun (2012) reveal
that job involvement has a positive relationship with behavioral knowledge sharing. Based on these
descriptions, hypothesis 5 is formulated as follows:
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H5: Job involvement significantly influences knowledge sharing
According to Katz and Khan (1978), effective organizations need employees who not only carry out
the work assigned, but also must behave beyond their formal obligations. Furthermore, employees who have
high involvement will engage in behaviors that lead to an increase in performance. This means that job
involvement directly affects performance. Rotenberry (2007) shows that there is significant incremental of
work engagement to employee performance. Similarly, Chuqhtai (2008) proves that there is a significant
positive relationship between job involvement and performance. Based on these descriptions, hypothesis 6
can be formulated as follows:
H6: Job involvement significantly influences employee performance
Commitment can affect knowledge sharing in two ways. First, commitment affects the willingness of
employees to share knowledge. According to Hinds and Pfeffer (2003), a person who is more committed to
the organization, trust management and coworkers would be willin more to share knowledge. Second, less
commitment can lead to a high turnover rate (Simons and Roberson, 2003; Pierce and Dunham, 1987) which
in turn may affect the significance of the loss of a number of important knowledge for the organization.
Empirical studies of Chiang et al. (2011) and Neyestani et al. (2013) show a positive influence between
organizational commitment and knowledge sharing. Based on these descriptions, hypothesis 7 is formulated
as follows:
H7: Organizational commitment significantly influences knowledge sharing
Mowday (1982) states that employees who are committed will benefit the company because of their
potential capabilities and reduce turnover and improve performance. Morrison (1994) said that commitment
is important because for the organization because of its connection with the performance, which assumes
that individuals who have committed tend to develop a greater effort on the job. The results of a study by
Kelloway and Barling (2000) reveal that affective commitment is a predictor for performance and is based on
a reciprocal relationship in which individuals offer their talents to the organization and the organization
rewarded them as a member of the organization. Some researchers argue that organizational commitment
relates to outcomes in the workplace (Cheng, Jiang, and Riley, 2003; Cohen, 2007; O'Reilly and Chatman, 1986
in Mamman et al., 2012). Referring to the type of organizational commitment available to employees, then it is
reasonable to argue that specific types of commitments will lead to a specific type of employee performance.
Based on these descriptions, hypothesis 8 is then formulated as follows:
H8: Organizational commitment significantly influences employee performance
The business environment today is no longer in the era of information; it has switched to the era of
knowledge. Anyone has more knowledge about work and knowledge beyond that and is able to cultivate the
knowledge well will most likely to have better performance. By applying knowledge sharing in the
organization, workers will be able to add and manage knowledge well thus improving the quality of the
performance in the organization. Research from Akram and Bokhari (2011) explores the relationship
between motivation and knowledge sharing on the performance of individuals. Research results prove that
knowledge sharing is positively associated with individual performance. Research by Sari (2012) finds
significant relationship between knowledge sharing and employee performance. Based on these descriptions,
the hypothesis 9 is then formulated:
H9: Knowledge sharing significantly influences employee performance
Based on the description of theoretical and empirical studies previously, Figure 1 shows the
conceptual framework and model of the hypotheses:
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Figure 1. Conceptual Framework and Model of Hypotheses

4. RESEARCH METHODOLOGY
This study is quantitative research, as data analysis and samples use the statistical method of
inductive and descriptive statistics to generalize conclusions to population. The data collected is cross
sectional obtained through a survey of respondents using a questionnaire with Likert scale of 5 (five)
categories, namely strongly agree (5), agree (4), neutral (3), disagree (2), and strongly disagree (1).
Multistage Sampling technique is used in determining the sample and the precession rate of 5% in order to
obtain a sample of 106 respondents. In connection with the characteristic of this study, the questionnaire for
the fourth of five variables, namely organizational culture, job involvement, organizational commitment, and
knowledge sharing, is filled by employees, while the questionnaire for one variable, namely the employee’s
performance is filled by the direct supervisor of employees in order to eliminate the tendency of subjective
assessments of employees. Before the questionnaire is used, it has been first tested for validity and reliability.
The test results show that it is are liable and valid instrument that can be used as a means of collecting data in
this study. The method used to test the hypothesis is General Structured Component analysis (GSCA).
Variable of organizational culture is formed by seven (7) indicator referring to the opinion of
Robbins (2007), namely: 1) innovation and risk taking, 2) attention to detail, 3) results oriented, 4) human
resource oriented, 5) team orientated, 6) aggressiveness, and 7) stability. Two (2) indicators form variable of
job involvement, which refers to the opinion of Lodahl and Kejner (1965), namely: 1) the contingency of
performance for self-esteem, and 2) the importance of self-employment for a total overview of individual.
Organizational commitment variable is formed by 3 (three) indicators proposed by Allen and Meyer (1990),
Meyer and Allen (1991), namely: 1) affective commitment, 2) normative commitment, and 3) continuance
commitment. Variable of knowledge sharing is formed by two (2) indicators proposed by Yu et al. (2004),
namely: 1) donating knowledge, and 2) and accumulating knowledge. Variable of performance of employees
is formed by seven (7) indicator referring to the opinion of Ivancevich (2001), namely: 1) the quality of work,
2) the quantity of work, 3) knowledge of the work, 4) cooperation with colleagues, 5) initiative, 6)
trustworthy, and 7) personal qualities.
5. RESULTS
Identity of Respondents
1. Gender: 82.08% male respondents and 17.92% female respondents.
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2.

Age: The age of most respondents is 51-60 years old (54.72%) and the youngest is only 4.72%. Seen from
respondent’s age, then most are in 41-60 years old (84.91%), while the remaining <40 years.
3. Level of Education: the majority of respondents are sarjana muda (44.34%), followed by secondary
school graduates (44%). Only a small portion (14.15%) is a sarjana.
4. Working experience: most employees (47.17%) have worked at Telkom between 20-30 years, only
5.66% of the employees have been working at Telkom > 10 years.
Description of Research Variables
Organizational Culture (X1)
The average response to organizational culture is 4.41. Items that have the highest score is BO7.2 on
activities that lead to the growth of the company and to keep stability of the company that is equal to 4.48.
BO1.2, on risk-taking in carrying out the work, is the item with the lowest score of 4.30.
Job Involvement (X2)
The average response to job involvement is very high with a score of 4.42. Item that has the highest
score is KP2.2 that doing work is an expression of one’s self as a center of activity of life, which is equal to
4.46. KP2.1 on employee work is an item with the lowest score of 4.40.
Organizational Commitment (Y1)
The average response to organizational commitment is 4.46. Item that has the highest score is KO1.1
on feeling proud to be part of an organization with a score of 4.49, while KO3.1 on perceptions about losses
when leaving the organization is the item with the lowest score of 4.42.
Knowledge Sharing (Y2)
The average response to knowledge sharing is 4.26. Item that has the highest score is KS2.1 on
accumulating new knowledge with a score of 4.36, while KS.1.4 on interest to share knowledge to gain an
award is an item with the lowest score of 4.11.
Employee Performance (Y3)
The average response to knowledge sharing is 4.41. Item that has the highest score is KK3.2 on new
knowledge with a score of 4.62, while KK2.2 on no delay for completion of work is the item with the lowest
score of 4.27.
Results of Generalized Structured Component Analysis (GSCA)
Linearity Testing
Before GSCA, the assumptions underlying the model GSCA that is linearity is first tested. Linearity
testing is needed to determine the linearity of relationship between exogenous variables on endogenous
variables. Testing criteria mentioned that if the probability value < level of significance (alpha (α = 5%)),
there is a linear relationship between exogenous variables on endogenous variables.
Results of GSCA: Evaluation on Measurement Model (Outer Model)
The measurement results for outer model for AVE root show that AVE root value is greater than the
correlation between latent variables, so it is said that the variables of organizational culture, job involvement,
organizational commitment, knowledge sharing, and employee performance are valid (discriminant validity)
to measure these constructs. Thus, each item specified is valid and reliable to measure variables
corresponding to the indicators.
Evaluation of Structural Model (Inner Model)
Significance of hypothesis testing on 12 hypotheses is known through the value of the critical ratio
(CR). Testing criteria mentioned that if the critical ratio (CR) is marked with an asterisk (*) or critical ratio
(CR) ≥ t-table (t = 2.00, alpha = 5%), then it can be declared that there is significant influence of exogenous
variables on endogenous variables. The results of these tests are three (3) hypotheses are rejected and six (6)
hypotheses are accepted, as presented in Table 1.
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Table 1. Results of Hypothesis Testing
Hypothes Exogeno Endogen
Path
es
us
ous
Coeff
H1
BO
KO
0.043
H2
BO
KS
0.027
H3
BO
KK
0.21
H4
KP
KO
0.208
H5
KP
KS
0.053
H6
KP
KK
0.172
H7
KO
KS
0.213
H8
KO
KK
0.187
H9
KS
KK
0.424

SE

CR

Results

Decision

0.115
0.136
0.105
0.106
0.091
0.079
0.115
0.082
0.131

0.37
0.2
2.01*
2.06*
0.58
2.18*
2.24*
2.27*
3.25*

Non Significant
Non Significant
Significant
Significant
Non Significant
Significant
Significant
Significant
Significant

Rejected
Rejected
Accepted
Accepted
Rejected
Accepted
Accepted
Accepted
Accepted

Testing on Overall Model (Overall Goodness of Fit)
The test results on global optimalization of GFI index of 0.997 > 0.9 and based on the criteria of
construct formed it is very high. In the goodness of fit of the structural model, it is obtained a FIT value of
0.538. This means the overall contribution of the organizational culture, job involvement, organizational
commitment, and knowledge sharing on employee performance is at 53.8%, while the remaining 46.2% is
contributed by other variables that are not addressed in this study. GFI value of 0.997 (approaching 1) means
very good, and SRMR value of 0.087 (close to 0 or less than or equal to 0.80) means that the developed model
has a very good fit. NPAR as much as 97 explains that the parameters analyzed in GSCA program consists of
44 parameters for loading, 44 parameters for weight, and 9 parameters for path analysis, so all parameters
have been represented for GSCA.
6. DISCUSSION
The Influence of Organizational Culture on Organizational Commitment (H1)
Based on the analysis, there is no significant effect of organizational culture on organizational
commitment. The results of this study support the research by Kurnia (2013) that there is no correlation
between organizational culture with organizational commitment. The results of this study do not support the
findings of Westwood and Postner (1997), Lok and Crawford (2004), Rashid and King (2011), Taurisa and
Ratnawati (2012), Harwiki (2013), Messner (2012) that organizational culture has significant effect on
organizational commitment.
The Influence of Organizational Culture on Knowledge Sharing (H2)
Based on the analysis, there is no significant effect of organizational culture on knowledge sharing. The
results of this study do not support the findings by Wiewiora et al. (2013), Al-Rawi et al. (2013), Tong et al.
(2013) stating that there is no significant effect of organizational culture on knowledge sharing. The results of
this study expands the findings by Suppiah and Sandhu (2011) that the type of organizational culture
influences the behavior of tacit knowledge sharing and that these effects can be positive or negative
depending on the type of culture. Clan culture has a positive influence on the behavior of tacit knowledge
sharing; however, market and hierarchy cultures negatively affect the behavior of knowledge sharing. The
results of this study extend the opinion of Von Krogh, et al. (2000) and Nonaka and Takeuchi (1995) reveal a
positive influence of organizational culture on knowledge sharing.
The Influence of Organizational Culture on Employee Performance (H3)
Based on the analysis, there is significant influence of organizational culture on employee performance.
The findings of this study confirm and extend opinion of Denison (1990) that a certain type of organizational
culture can improve employee performance, and Ritchie (2000) saying that supportive culture is a
motivational instrument that promotes employees to be able to achieve better productivity. The results of
this study support the results of research in the field of telecommunications carried by Uddin et al. (2013) in
the telecommunications sector of Bangladesh. In addition, the results of this study also supports research in
the field such as that carried out by Koesmono (2005), Ojo (2009), Kartiningsih (2007), and Harwiki (2013),
that organizational culture has positive and significant effect on employee performance. However, the results
of this study do not support the findings by Ghani (2006) that organizational culture does not contribute
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significantly to the performance of the employee. Therefore, although this study provides evidence that there
is significant influence of organizational culture on employee performance, a lot more studies is needed to
prove it.
The Influence of Job Involvement on Organizational Commitment (H4)
Based on the analysis, there is a significant influence of job involvement on organizational
commitment. The results of this study confirm and extend opinion of Robbins (2009) that employees who
have a high level of engagement are genuinely concerned with the field of work they do. Someone who has
high job involvement will melt in the work he is doing. Likewise, opinions by Boal (1989) that there is
significant potential of the interaction between organizational commitment and job involvement. They
predict that the various combinations of organizational commitment and job involvement have different
consequences for the organization. The results also confirm and extend the results of research by Mathieu
and Zajac (1990) that job involvement and organizational commitment is always associated with and
influence one another. Then the results of this study also confirm and extend the results of the study by
Brown (1996) that organizational commitment is the result of job involvement. Similarly, the results of
research Ho et al. (2012) and Harwiki (2013) prove that job involvement significantly influences
organizational commitment.
The Influence of Job Involvement on Knowledge Sharing (H5)
Based on the analysis, there is no significant effect of job involvement on knowledge sharing. The
results of this study are different with the results of research by Tea and Sun (2012) that job involvement has
a positive and significant relationship with knowledge sharing behavior. The results of this study is different
with the opinion of Tahira and Probst (2000) that job involvement can make employees feel more confident
and ready to share their knowledge compared with those who have low job involvement. The result is
employees who have high job involvement are more likely to share knowledge.
The Influence of Job Involvement on Employee Performance (H6)
Based on the analysis, there is a significant influence of job involvement on employee performance.
The results of this study confirm and extend opinion of Katz and Khan (1978) that the effective organizations
need employees who not only carry out the work assigned, but also behave beyond their formal obligations.
Furthermore, employees who have high involvement in work will engage in behaviors that leads to an
increase in performance, so the job involvement directly affects the performance. The results of this study
confirm and extend opinion of Brown (1996) that increase in work can improve organizational performance
which leads employees to focus more on their work, and make the job more worthwhile experience. The
results of this study confirm and extend the results of Chuqhtai (2008) that there is a significant positive
relationship between job involvement and performance. The results of this study extend the results of
research by Rotenberry (2007) that there is significant relationship of job involvement and employee
performance. Lodahl and Kejner (1965) say that job involvement is associated with people who feel that their
work is the most important thing in their life. However, these results differ from the results by Harwiki
(2013) finding no significant effect of job involvement on employee performance.
The Influence of Organizational Commitment on Knowledge Sharing (H7)
Based on the analysis, there is significant influence of organizational commitment on knowledge
sharing. The results of this study reinforce the opinion of Hinds and Pfeffer (2003) that individuals who are
more committed to the organization and have more confidence in the management and colleagues will have
more willingness to share knowledge. The results of this study corroborate the findings of Kelloway and
Bardling (2000), which ensure that affective commitment is a predictor for performance and is based on a
reciprocal relationship in which individuals offer their talents to the organization and the organization
rewards the person as a member of the organization. The results also confirm and extend the results of
Chiang et al. (2011) and Neyestani et al. (2013) that there is a positive and significant effect of organizational
commitment to knowledge sharing. However, these results differ from the findings of Tea and Sun (2011)
that organizational commitment is negatively related to knowledge sharing behavior. The findings of this
study indicate that employees are motivated to share knowledge when they experience high job satisfaction
and job involvement.
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The Influence of Organizational Commitment on Employee Performance (H8)
Based on the analysis, there is significant influence of organizational commitment on employee
performance. The results of this study reinforce the opinion by Mowday (1998) that employees who are
committed will benefit the company because of their potential capabilities, and reduce turnover and improve
performance. Furthermore, the opinion by Morrison (1994) that commitments are considered important to
the organization because of its connection with the performance which assumes that individuals who have a
commitment to develop will give a greater effort on the job. When employees feel that their work is
appreciated, they are more committed to work. The results of this study reinforce the findings by Rahidin and
Nelmida (2013), which state that the organizational commitment has significant positive effect on employee
performance. The results of this study also support and extend the findings of Benkhoff (1997) on a
significant effect of organizational commitment to employee performance. The results also extend the
findings by Biswas (2011) on the significant effect of organizational commitment to employee performance.
However, the results of this study are different from the findings by Harwiki (2013) stating that there is no
significant effect of organizational commitment on employee performance.
The Influence of Knowledge Sharing on Employee Performance (H9)
Based on the analysis, there is significant influence of knowledge sharing on employee performance.
The results of this study reinforce the purpose of knowledge management implementation in PT Telkom, that
is to increase involvement and knowledge sharing. It makes employees able to use existing knowledge easily
in order to assist their work. The results of this study reinforce the opinion by Grant (1996), Hislop (2003),
Ipe (2003), Kogut and Zander (1992) that the company realizes the key to the success of the organization is in
understanding the organization, yet the problem is that the valuable knowledge is hidden in the minds of
employees, making it difficult to understand and to be utilized by the company. Such knowledge should be
shared so that there is an opportunity to achieve sustainable competitive advantage. This study extends the
findings of Akram and Bokhari (2011) that knowledge sharing is positively related to individual performance.
Furthermore, these findings also reinforce the results of the study by Sari (2012) that there is significant
influence of enabler of knowledge sharing on employee performance. The results support and extend the
results of research by Hidayatinisa (2014) that knowledge sharing has significant influence on employee
performance. The results of this study also support the research by Rudiyanto (2012) that knowledge sharing
behavior has a positive and significant impact on employee performance.
7. CONCLUSIONS AND SUGGESTIONS
Conclusion
Based on the results of statistical analysis and the preceding discussion, conclusion can now be drawn:
1. Organizational culture has no significant influence on organizational commitment; organizational culture
has no significant influence on knowledge sharing; and organizational culture has significant influence on
employee performance.
2. Job involvement has significant influence on organizational commitment; job involvement has no
significant influence ct on knowledge sharing; and job involvement has significant influence on employee
performance.
3. Organizational commitment has significant influence on knowledge sharing; and organizational
commitment has significant influence on employee performance
4. Knowledge sharing has significant influence on employee performance.
Suggestions
It is suggested for the Management of PT. Telkom Witel NTT that:
1. The role of organizational culture should be maintained and enhanced as a set of shared values that
strengthen the relationship among employees and between employees and the organization, and it
should also be reorganized to support knowledge sharing behavior among employees.
2. The management understands the importance of job involvement because it is an important component
of the work behavior. Results of the study in this phenomenon indicate that by giving power to
employees on the job in terms of working speed decisions, quality of products, and capabilities related
work and resources can motivate employees to improve their job involvement in knowledge sharing
behavior.
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