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Abstract   
 
The purpose of this study was to prove and analyze transformational 
leadership, knowledge sharing culture to improve personal competency 
development through knowledge sharing satisfaction as a mediating variable 
and self-efficacy as a moderating variable in employees of PT. Wahana Lintas 
Nusantara Surabaya. The type of research used is quantitative with an 
explanatory approach. The population and sample of respondents in this study 
amounted to 168 employees of PT. Wahana Lintas Nusantara Surabaya using 
saturated techniques. Data collection using gform and measured using a Likert 
scale. The analysis technique uses the Structural Equation Model (SEM) tool, 
then the Partial Least Square (PLS) and IBM SPSS 26 programs are used. The 
results of this study indicate that: 1). Transformational leadership has a 
significant positive effect on knowledge sharing satisfaction at PT. Wahana 
Lintas Nusantara Surabaya. 2). Knowledge sharing culture has a significant 
positive effect on knowledge sharing satisfaction at PT. Wahana Lintas 
Nusantara Surabaya. 3). Knowledge sharing satisfaction has a significant 
positive effect on personal competency development at PT. Wahana Lintas 
Nusantara Surabaya. 4). Moderating self-efficacy positively and significantly 
affects the satisfaction of knowledge sharing towards personal competency 
development. 5). Mediating satisfaction of knowledge sharing positively and 
significantly affects transformational leadership towards personal competency 
development at PT. Wahana Lintas Nusantara Surabaya. 6). Mediating 
satisfaction of knowledge sharing positively and significantly affects the 
culture of knowledge sharing towards personal competency development at 
PT. Wahana Lintas Nusantara Surabaya. 
 
Keywords 
Transformational Leadership; Knowledge Sharing Culture; Knowledge 
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1 | INTRODUCTION 
 

Personal competency development (competency development personal)( personal competency development ) is 
the process of improving an individual's skills, knowledge, and attitudes so that they can work more effectively, 
productively, and adapt to changes in the work environment Santoso et al., (2020:34). Personal competency covers 
various aspects, such as technical abilities, interpersonal skills, creativity, and the capacity to solve problems and make 
decisions. In an increasingly dynamic world of work, competency development is a necessity that is not only beneficial 
for individuals, but also for the organization as a whole Ahli et al., (2024:13). 

Recent research explains that various factors influence the development of employee personal competencies. PT 
Permodalan Nasional Madani (PNM) held the 2024 Learning Festival on October 7–11, 2024, as an effort to improve 
employee competency and innovation, particularly among millennials and Gen Z. This event was attended by more than 
5,000 employees in a hybrid format, both offline at the PNM Tower Ballroom and online throughout Indonesia. Various 
interactive sessions, such as "Meet The Expert" And "The Scavenger Hunt" is designed to help participants recognize their 
self-worth, enhance creativity, and encourage positive contributions in their daily work. PNM's Director of Operations, 
Sunar Basuki, emphasized the importance of a fun learning spirit that adapts to changing 
times.https://www.pnm.co.id/berita/tingkatkan-kompetensi-karyawan-milenial-dan-gen-z-pnm-kembali-gelar 
learning-festival-2024?. In addition, on September 23, 2024, the Jambi Province Education Quality Assurance Center 
(BPMP) heldworkshopSelf-development for employees. This activity aims to strengthen employees' understanding of the 
institution's duties and functions and improve their skills in public service. The workshop featured professional speakers, 
such as the Founder of Omah Sejiwa and the Owner of Selaras, who provided material related to personal and professional 
competency development. The Head of the Jambi Province BPMP, Hendri Putra, emphasized that human resource 
development is key to achieving the institution's vision and mission.https://bpmpjambi.id/kegiatan-workshop-
pengembangan-diri-pegawai-tahun-2024/?.  

In the digital and global era, the need for competency development is increasing. According to the reportWorld 
Economic Forum(2020), more than 50% of workers need to upgrade their skills to stay relevant to technological changes 
and industry needs (Yulianto, 2024:7). Organizations that invest in employee competency development can increase their 
productivity, innovation, and competitiveness. Furthermore, personal competency development also contributes to 
increased job satisfaction and employee well-being, which ultimately has a positive impact on workforce retention. Self 
Determination Theory (SDT)used as a basis for analyzing how intrinsic and extrinsic motivation play a role in developing 
employees' personal competencies. This theory was developed by Deci, E.L., & Ryan, R.M. (1985:89),self determination 
theoryis a psychological theory that explains that individuals are naturally driven to be used as a basis for analyzing how 
intrinsic and extrinsic motivation play a role in developing employees' personal competencies Dewi et al., (2025:8). 

Transformational leadership is a leadership style that inspires, motivates, and encourages employees to reach their 
full potential (Sirait et al., 2024:2). Transformational leaders build a clear vision, encourage innovation, critical thinking, 
and demonstrate empathy and high integrity (Wibowo et al., 2023:4). A knowledge-sharing culture is a work 
environment that encourages the active exchange of experiences, skills, and information among employees (Hamidy, 
2020:8). This culture accelerates innovation and competency development through organizational support and open 
communication (Yunita, 2021:7).Knowledge sharing satisfactionrefers to the extent to which individuals feel that 
information-sharing activities are beneficial, both for problem solving and working relationships. Indrawati, (2022:5). 
Supporting factors include a collaborative environment, appreciation, and openness. Salam, (2021:5).Self efficacyis an 
individual's belief in his or her ability to complete tasks and achieve goals Dewi et al., (2025:9). In this context,self-
efficacyacts as a moderator that strengthens the relationship between knowledge sharing satisfaction and employee 
competency development (Indrawati, 2022). 

The variables described above are formed into a conceptual framework model which is then tested at PT. Wahana 
Lintas Nusantara. The conceptual framework model above will then be tested on PT. Wahana Lintas Nusantara employees 
as research objects. The argument can be explained because PT. Wahana Lintas Nusantara is a company engaged in 
transportation and logistics that focuses on providing integrated logistics solutions in Indonesia. Founded with a vision 
to become a leading company in transportation and distribution services, PT. Wahana Lintas Nusantara has an extensive 
network throughout Indonesia, serving various industrial sectors, including e-commerce, manufacturing, and consumer 
goods distribution. The company is committed to providing efficient and reliable services, supported by a modern vehicle 
fleet and an integrated logistics management system. PT. Wahana Lintas Nusantara also prioritizes innovation in its 
operations, by utilizing information technology to improve the effectiveness of shipping and managing goods. The 
company also prioritizes human resource development as a key asset in supporting its operational success and growth. 
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2 | BACKGROUND THEORY 
 
Self Determination Theory 

Self-Determination Theory (SDT)is a motivational theory that emphasizes the importance of basic human 
psychological needs, namelyautonomy(independence),competence(competence), andrelatedness(social relationships). 
This theory explains that intrinsic motivation will emerge when individuals feel in control of their actions, feel capable, 
and have positive social connections. Gagne & Deci, (2005:45)Self-Determination Theory focuses on how social and 
environmental factors can influence individual motivation, either by enhancing or inhibiting their psychological 
development. Van den Broeck et al, (2010:23)Self-Determination Theoryexplains that satisfaction of basic psychological 
needs (autonomy, competence, and relatedness) can improve individual well-being and performance in the work 
environment. 
 
Transformational Leadership 

Wirawan (2018:23) defines transformational leadership as a process in which leaders and followers interact within 
a system aimed at achieving positive change within the organization. This type of leader not only manages but also 
develops their subordinates to achieve their maximum potential. Rivai, V., & Mulyadi (2020:78)Transformational 
leadership is a leadership style that emphasizes the development of vision and innovation within an organization, by 
providing motivation, individual attention, and intellectual encouragement to employees so they can work more 
effectively and contribute maximally to the organization. According to Santoso et al., (2020), several indicators of 
transformational leadershipnamely. 
1) Ideal Influence (Idealized Influence). Leaders become role models and provide examples of behavior that can be 

emulated by subordinates. 
2) Inspirational Motivation (Inspirational Motivation). Leaders are able to inspire and motivate subordinates to achieve 

organizational goals with high enthusiasm. 
3) Intellectual Stimulation (Intellectual Stimulation). Leaders encourage subordinates to think creatively and 

innovatively in completing tasks. 
4) Individual Considerations (Individualized Consideration). Leaders provide personal attention and support to each 

subordinate. 
 
Knowledge Sharing Culture 

Riyadi (2019:23) defines a knowledge-sharing culture as a value system within an organization that emphasizes the 
importance of exchanging information and experiences between individuals to improve work effectiveness and 
innovation. When an organization has a strong culture of sharing, employees will be more open to exchanging ideas and 
solutions to solve problems. Siregar, H., & Sutanto (2020:89)knowledge sharing culture is an important aspect of 
knowledge management that allows employees to share insights, experiences, and skills with the aim of improving 
individual and organizational performance. According to Fadilla et al., (2024), the indicator knowledge sharing culture are 
as follows. 
1) Commitment (Commitment). The level of individual dedication in sharing knowledge with colleagues. 
2) Social Network (Social Network). The quality and quantity of social relationships that support the exchange of 

information. 
3) Trust (Trust). The level of trust between members of the organization in the process of sharing knowledge. 
4) Management Support (Management Support). The extent to which management supports and facilitates knowledge 

sharing activities. 
 
Self-Efficacy 

Suharnan., (2018:90)self efficacySelf-efficacy is an individual's belief in their ability to complete a task or achieve a 
specific goal. This belief plays a crucial role in determining how a person faces challenges, overcomes obstacles, and 
maintains motivation at work. Prihatsanti, U., & Mangundjaya, (2019:124)self efficacyis an individual's perception of his 
or her capacity to complete certain tasks effectively. The level ofself efficacyHigh performance can increase perseverance, 
creativity, and resilience in facing work pressure. Indicators that will be used as measuring tools self-efficacy referring to 
Bandura's theory (1997), namely. 
1) Magnitude(Difficulty Level). 

The extent to which individuals are confident in performing certain tasks.  
2) Strength (Strength)  

An individual's consistency in maintaining his/her belief in his/her own abilities. 
3) Generality (Generality)  

An individual's ability to apply his or her beliefs in a variety of situations and tasks. 
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Competency Development Personal 
Sutrisno, (2016:132) competency development personalCompetency development is the process of improving 

individual skills, knowledge, and attitudes needed to enhance performance within an organization. This competency 
development can be achieved through training, work experience, and independent learning. Rivai, V., & Sagala, (2019:89) 
competency development personalis a systematic effort to increase a person's capacity to carry out their duties and 
responsibilities more effectively. According to Santoso et al., (2020), there are 5 indicators obtained.competency 
development personalnamely. 
1) Knowledge Development (Knowledge Development). Increased understanding and insight of individuals in certain 

fields. 
2) Skills Development (Skill Development). Improvement of technical and non-technical skills relevant to the job. 
3) Improving Professional Attitude (Professional Attitude Enhancement). Improvements in work ethics, responsibility, 

and commitment to the profession. 
 

 

3 | METHOD 
 

The method used in this study is a quantitative research method with an explanatory causal approach. The 
population in this study was 168 employees of PT. Wahana Lintas Nusantara Surabaya. The sampling technique for 
this study was a saturated sample with a sample of 168 respondents. The data collection technique used a 
questionnaire distribution method through gform measured with a Likert scale. The data analysis technique in this 
study used SmartPLS (Partial Least Square) 4.0 and SPSS 26. The research stages include descriptive tests, validity, 
reliability, outer model analysis, inner model analysis, and hypothesis testing. 
 

 
Figure 1. Research Concept Framework 

 
 

 
 

4 |  RESULTS AND DISCUSSION 
 

4.1 Results  
4.1.1 EvaluationMeasurement Model (Outer Model) 

According to Ghozali (2015:39) the aim of evaluating the outer model is to assess validity throughconvergent validity 
And discriminant validity, as well as the reliability of the model being evaluatedcomposite reliability as well as cronbach’s 
alphafor the indicator block. 
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Figure 2. Results of the smartPLS 4.0 algorithm 

 
The data processing results in Figure 2 show all indicators had reached the anticipated value threshold of greater 

than 0.7 and so all met a criterion that most people would view as satisfactory. It indicates therefore that the data used for 
analysis is reliable and robust: these measurements reflect a strong association between variables. The values above 0.7 
indicate that the indicators are a uniform and constant reference, thus proving the point of one Chinese Manager. Such 
results therefore reinforce the accuracy of research findings, buttressing the credibility of both model and interpretations. 
 
4.1.2 Average Variance Extracted (AVE) 

The Average Variance Extracted (AVE) test results are given in Table 1 and this can be used to measure the convergent 
validity of the constructs. AVE values for each variable indicate the percent of variance in indicators that is explained by 
respective latent variables. The results show that all constructs have satisfactory AVE values (with "Competency 
Development Personal " having the highest of 0.886), "Self-Efficacy" 0.861 "Knowledge Sharing Satisfaction" and 
"Knowledge Sharing Culture" at well over 0.7 scores - 0.782 and 0.751 respectively. "Transformational Leadership" even 
is 0.681 AVE, though still well above the minimum of 0.5 required for convergent validity. These results confirm the model 
is reliable in capturing constructs. 
 

Table 1. Test ResultsAverage Variance Extracted (AVE) 
 Average variance extracted (AVE) 
Transformational leadership 0,681 
Knowledge Sharing culture 0,751 
Knowledge sharing satisfaction 0,782 
Self efficacy 0,861 
Competency development personal 0,886 

Source: Processing Output with smartPLS 4.0 
 

From the data in the table above, it's easy to see that all AVE figures outstrip the 0.50 benchmark. In this way, it can 
be said that the concepts are applied with fair internal validity. The AVE values show that every indicator can account for 
more than half of its variable ' s variance. Consequently, indicators are reliable and valid and suitable for future analysis. 
The constructs of this level of reliability will ensure that subsequent tests obtain useful and accurate results. 
 
4.1.3 Composite Reliability And Cronbach’s Alpha 

Both the composite reliability and Cronbach 's alpha were used in this research to test the internal consistency and 
reliability of theory constructs. The Cronbach's Alpha result, with all values above the suggested threshold of.70, showed 
good reliability in each construct. For example, "Self-efficacy" has a Cronbach's Alpha value of.969, indicating excellent 
consistency between items in the questionnaire. In addition, rho_c (composite reliability) results were also quite good by 
and large. For self-efficacy, it was 0.974; followed then by knowledge sharing culture and knowledge sharing satisfaction 
sodas machine quality. This suggests that all of the constructs used in our model show high levels of internal consistency 
and reliability; hence they are fit for further analysis. 
 

Table 2. Composite Test ResultsReliability And Cronbach’s Alpha 
 Cronbach's alpha Composite reliability (rho_a) Composite reliability (rho_c) 
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Transformational leadership 0,933 0,936 0,945 
Knowledge Sharing culture 0,952 0,956 0,960 
Knowledge sharing satisfaction 0,945 0,953 0,956 
Self efficacy 0,969 1,005 0,974 
Transformational leadership 0,933 0,936 0,945 

Source: Processing Output with smartPLS 4.0 
 

Based on table 2. above, it can be seen that the test resultsComposite Reliability And Cronbach’s Alphashows a 
satisfactory value, namely that all latent variables are reliable because all latent variable values have a valueComposite 
Reliability And Cronbach’s Alpha≥ 0.70. So it can be concluded that the questionnaire used as a research tool is reliable 
and consistent. 
 
4.1.4 Multicollinearity Test 

Test for multicollinearity with the Variance Inflation Factor (VIF). The VIF value higher than 5 implies that there may 
exist a multicollinearity problem. But all figures in this table are well below that level, indicating there is no need to worry 
about multicollinearity. Take such variables as "Knowledge Sharing Satisfaction" and "Self-Efficacy", with VIF values of 
1.380 and 1.062 respectively; also for an example "Private Competence Development," there are no coefficients greater 
than 1.571. These statistics all prove that there is very little correlation between the variables and they can be confidently 
used as input to regressionanalysis. Thanks to these results, confirm the constructs under study just are not highly 
intercorrelated--relying upon ones nature rather than formality characteristics of model--assuring that whatOur heuristic 
procedure was sensible and did not lead us into some totally flawed end product. 
 

Table 3. ValuesCollinearity Statistics (VIF) 

 
Knowledge sharing 
satisfaction 

Self Efficacy 
Competency 
development personal 

Transformational leadership 1,380 1,062 1,571 
Knowledge Sharing culture 1,380 1,114 1,548 
Knowledge sharing 
satisfaction 

- - 1,603 

Self-efficacy 1,276 -  
Competency development 
personal 

- - - 

 Source: Processing Output with smartPLS 4.0 
 

The results of Table 3 reveal that all VIFs are below 5, indicating no multicollinearity problems existing among 
indicators in this study.Now that we know these figures exist, a great implication is that the multivariate counterparts of 
any of the variables are quite likely to be highly correlated. This could distort widely used analytical methods such as 
regression to giving invalid conclusions.Multicollinearity can lead to unreliable estimation coefficients made sense of in 
two ways - by removing the problem to begin with or getting rid of it later. With the problem in hand, coefficient estimates 
become less reliable and is not even easy to tell what relation exists among variables. Absence of multicollinearity allows 
for more accurate and trustworthier results.Furthermore, the outer model measurement phase is crucial for assessing the 
validity and reliability of the constructs, and making sure that the model is robust in further analyses. 
 
4.1.5 Structural Model Evaluation (Inner Model) 

After the estimated model meets the criteriaOuter Model, then the structural model was tested (Inner Model). Inner 
model testing is the development of a concept-based model from a theory in order to analyze the influence of exogenous 
and endogenous variables that have been described in the conceptual framework. The stages of testing the structural 
model (inner model) is done with the following steps. 
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Figure 3.Inner Loadings 

Source: data processed by SmartPLS 2025 
 

In the structural model image above, the path coefficient evaluation is carried out to determine how strong the 
influence of each independent variable is on the dependent variable in the model.path coefficientdescribes the direction 
and strength of the relationship between latent constructs. Based on the SmartPLS results, the values obtained arepath 
coefficient as follows. 
1) Influence knowledge sharing satisfaction to competency development personal= 0.379. This is the largest influence in 

the model on personal competency development. These results indicate that the higher an individual's level of 
satisfaction with the knowledge-sharing process, the greater the opportunity to improve their personal competency. 
Satisfaction with knowledge sharing creates a collaborative atmosphere that encourages learning, exploration of 
ideas, and individual growth within a work or organizational context. 

2) Influence transformational leadership to knowledge sharing satisfaction= 0.347. Transformational leadership style has 
a significant influence on satisfaction in knowledge sharing. This indicates that leaders who are able to inspire, 
motivate, and provide personal support will increase employee comfort and enthusiasm in sharing knowledge. 
Leadership that supports individual change and development creates a healthy and productive sharing environment. 

3) Influence knowledge sharing culture to knowledge sharing satisfaction = 0,326.A culture of knowledge sharing has also 
been shown to positively influence individual satisfaction with these sharing activities. A work environment that 
consistently encourages, facilitates, and rewards the sharing of information and experiences will increase individual 
satisfaction while participating in the process. 

4) Indirect effects:knowledge sharing satisfaction → transformational leadership → competency development personal = 
0,131.This mediation pathway suggests that satisfaction with knowledge sharing can indirectly enhance personal 
competence through transformational leadership. This means that when satisfaction with sharing increases and is 
supported by inspirational leadership, its impact on competence development becomes more significant. 

5) Indirect effects:knowledge sharing satisfaction → knowledge sharing culture → competency development personal = 
0,124Similarly, satisfaction in sharing also has an indirect effect on competency development by strengthening a 
culture of sharing. When individuals feel satisfied in sharing and the organizational culture supports this, the positive 
effects on competency development will be even stronger. 

6) The effect of interactionself efficacy × knowledge sharing satisfaction terhadap competency development personal = 
0,110The interaction between self-efficacy and satisfaction in sharing knowledge contributes to the development of 
personal competence. Although its influence is the smallest in this model, these results still indicate that the 
combination of an individual's belief in their own abilities (self-efficacy) and satisfaction in sharing can significantly 
strengthen learning and self-improvement efforts. 

 
Table 4. Value Test ResultsR-Square (R2) 

 R-square R-square adjusted 
Competency development personal 0,676 0,666 
Knowledge sharing satisfaction 0,345 0,337 

Source: OutputProcessing with smartPLS 4.0 
 
1) For variablesCompetency development personal, mark R-Square Adjustedof 0.666 indicates that approximately 

66.6% of the variability in personal competency development can be explained by the predictor variables in this 
research model (namelyTransformational leadership, Knowledge Sharing culture, Knowledge sharing satisfaction, 
And interaction Self efficacy with Knowledge sharing satisfaction). The remainder, which is 33.4% (100% - 66.6%), 
is influenced by other variables that are not included or not studied in this model. 
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2) For variablesKnowledge sharing satisfaction, mark R-Square Adjustedof 0.337 indicates that approximately 33.7% of 
the variability in knowledge sharing satisfaction can be explained by the predictor variables in this model 
(i.e.Transformational leadership dan Knowledge Sharing culture). This means that the remaining larger percentage, 
namely 66.3% (100% - 33.7%), is influenced by other factors or variables that are outside the scope of the research 
model being tested. 

 
Look at the significance of the hypothesis by looking at the parameter coefficient value and the significant value of 

the t-statistic onalgorithm bootstrapping report. To determine whether it is significant or not, look at the t-table at alpha 
0.05 (5%) = 1.96. Then the t-table is compared with the calculated t-statistic. 
 

 
Figure 4. Bootstrapping 

 
Table 5. Hypothesis Testing Results 

 
Original 
sample 
(O) 

Sample 
mean 
(M) 

Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P 
values 

Information 

Transformational leadership -> 
Knowledge sharing satisfaction 

0,347 0,353 0,073 4,742 0,000 Significant 

Knowledge Sharing culture -> 
Knowledge sharing satisfaction 

0,326 0,321 0,080 4,059 0,000 Significant 

Knowledge sharing satisfaction -> 
Competency development 
personal 

0,379 0,382 0,078 4,862 0,000 Significant 

Self-efficacy x Knowledge sharing 
satisfaction -> Competency 
development personal 

0,110 0,110 0,038 2,883 0,004 
Not 
Significant 

Knowledge sharing satisfaction -> 
Transformational leadership -> 
Competency development 
personal 

0,131 0,136 0,043 3,077 0,002 Significant 

Knowledge sharing satisfaction -> 
Knowledge Sharing culture -> 
Competency development 
personal 

0,124 0,123 0,041 2,980 0,003 Significant 

Source: OutputProcessing with smartPLS 4.0 
 

The following are the results of hypothesis testing on the structural model. 
1) Influence Transformational leadership to Knowledge sharing satisfaction. The analysis shows thatTransformational 

leadershiphas a positive and significant influence onKnowledge sharing satisfaction. With a path coefficient of 0.347, 
it can be interpreted that leadershiptransformationalEffective communication will increase employee satisfaction in 
sharing knowledge. The significance of this relationship is confirmed by the t-statistic value of 4.742 (greater than 
1.96) and p-value 0.000 (less than 0.05). 

2) Influence Knowledge Sharing culture to Knowledge sharing satisfactionThe results of the analysis show 
thatKnowledge Sharing culturehas a positive and significant effect onKnowledge sharing satisfaction. The path 
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coefficient of 0.326 indicates that the better the knowledge sharing culture in an organization, the higher the 
satisfaction with knowledge sharing. This is confirmed by a significant t-statistic of 4.059 (greater than 1.96).p-
value0.000 (less than 0.05). 

3) Influence Knowledge sharing satisfaction to Competency development personal. It was found thatKnowledge sharing 
satisfactionhas a positive and significant influence onCompetency development personalThe path coefficient value of 
0.379 indicates that satisfaction in sharing knowledge contributes positively to the development of personal 
competence. The significance of this influence is supported by a t-statistic value of 4.862, which exceeds 1.96, and a 
p-value of 0.000, which is below the 0.05 threshold. 

4) The effect of interactionSelf-efficacy And Knowledge sharing satisfaction to Competency development personal. The 
results of the test for the moderation effect showed that the interaction betweenSelf-efficacy And Knowledge sharing 
satisfaction has a positive and significant influence towards personal competency development.The path coefficient 
value of 0.110 with a t-statistic of 2.883 (greater than 1.96) and a p-value of 0.004 (smaller than 0.05) indicates 
thatSelf-efficacystrengthen positive relationships betweenKnowledge sharing satisfaction And Competency 
development personal. 

5) Effect of InteractionTransformational leadership to Competency development personal through Knowledge sharing 
satisfaction.The test results show thatKnowledge sharing satisfactionsignificantly mediates the influence 
ofTransformational leadership to Competency development personalThe influence coefficient value (Original 
sample) of 0.131 indicates that transformational leadership indirectly increases the development of personal 
competencies by increasing satisfaction with knowledge sharing. The significance of this mediation is supported by 
the t-statistic value of 3.077, which is greater than the t-table (1.96 at alpha 0.05) and the value-of  0.002 which is 
smaller than 0.05. 

6) Effect of InteractionKnowledge Sharing culture to Competency development personal through Knowledge sharing 
satisfaction. The results of the analysis show thatKnowledge sharing satisfactionsignificantly mediates the influence 
ofKnowledge Sharing culture to Competency development personalThe influence coefficient of 0.124 indicates that a 
knowledge-sharing culture indirectly contributes to the development of personal competence through its impact on 
satisfaction in knowledge sharing. This mediation effect is proven significant with a t-statistic value of 2.980 (greater 
than 1.96) andp-value0.003 (less than 0.05). 

 
4.2  Discussion 

According to this study, transformational leadership and knowledge-sharing culture both serve as catalysts for the 
personal development of employees. This ties in with similar research done before (Halawi et al., 2017). This approach to 
leadership, which is a constant energy and motivation for employees, makes the best environment for growth. By taking 
an inspirational approach, leaders are able to encourage employees to share knowledge actively with their peers thereby 
developing their abilities further. Then, a robust knowledge-sharing culture is important in increasing workers' 
satisfaction in participating in the sharing process. As Riyadi (2019) found, organizations that have a vigorous knowledge-
sharing culture are able to share information and experience more freely among employees. However, with the support of 
management and an open social atmosphere, employees can safely pass on information and skills of real benefit to work. 
In so doing, they can accumulate more quickly and the skill they get is one that tells on the job market. 

What's more, satisfaction from sharing knowledge connects the doings of sharing and the realm of personal 
competence development. Those staff who are satisfied with the process of sharing knowledge become more open to study 
and upgrading their skills. This discovery is in agreement with Dewi et al. (2025) they argue that satisfaction with 
knowledge sharing makes individuals want to continuously improve their abilities and energetically contribute to the 
workplace. Self-efficacy also greatly strengthens the relationship between knowledge-sharing satisfaction and the 
construction of competency for staff. Bandura (1997) believes that an individual's belief in their ability will affect 
approaches they use for challenges and how they overcome obstacles at work. Employees with a strong sense of self-
efficacy can show greater enthusiasm for sharing knowledge, accelerating the process of learning and developing their 
competence. 

The research detailed in this article speaks to how Transformational Leadership, a culture of Knowledge Sharing, and 
Self-efficacy all combine to help employees develop their own professional competence.For businesses, it is imperative to 
build leadership that is capable of inspiring knowledge-sharing and promoting a culture of knowledge. This creates 
favourable conditions for competence development.To further strengthen the positive impact of knowledge sharing on 
their skill development, workers' self-efficacy must also be raised.The findings of this research provide the next steps for 
future studies of including variables such as employee engagement or factors related to institutional innovation.Further 
study using a mixed-method approach could build on these findings, providing a wider perspective on how these factors 
interact in different organizational contexts to enhance competency development.  
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5 | CONCLUSIONS AND FUTURE WORK 
 

Based on the results of the research and discussion, the following conclusions can be drawn: 
1).Transformational Leadership has a significant positive effect onKnowledge Sharing Satisfactionat PT. Wahana 
Lintas Nusantara Surabaya. Leadershiptransformationalwhich includes providing inspiration, individual attention, 
and intellectual support has been proven to create a work environment conducive to knowledge sharing, thereby 
increasing employee satisfaction in carrying out these activities. 2).Knowledge Sharing Culturehas a significant 
positive effect onKnowledge Sharing SatisfactionAt PT. Wahana Lintas Nusantara Surabaya, a work culture that 
supports openness, teamwork, and information sharing contributes significantly to employee sat isfaction in sharing 
knowledge within the organization. 3).Knowledge Sharing Satisfaction has a significant positive effect 
onCompetency Development PersonalAt PT. Wahana Lintas Nusantara Surabaya, employees who feel satisfied with 
sharing knowledge tend to be more open to learning, enthusiastic about developing skills, and actively participate 
in improving their personal competencies. 4).Self Efficacy positively and significantly moderates the 
influenceKnowledge Sharing Satisfaction to Competency Developme nt Personal. The higher an individual's self-
efficacy, the stronger the relationship between satisfaction with knowledge sharing and increased competence. Self -
confidence becomes a reinforcement in the learning and personal development process. 5).Knowledg e Sharing 
Satisfaction mediates positively and significantly the influenceTransformational Leadership to Competency 
Development Personal.Transformational leadership increases satisfaction in sharing knowledge, which in turn has 
a positive impact on employee competency development. 6).Knowledge Sharing Satisfaction mediates positively 
and significantly the influenceKnowledge Sharing Culture to Competency Development Personal.A supportive 
organizational cultureknowledge sharingcreating satisfaction in sharing , which in turn encourages the continuous 
development of personal skills and competencies.   
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Based on the research results and conclusions above, suggestions can be proposed which are expected to be 
useful for various parties, including, Suggestions for PT. Wahana Lintas Nusantara Surabaya: 
1. Companies are advised to continue developing and implementing transformational leadership, particularly in 

building strong interpersonal relationships between superiors and subordinates. Leaders need t o be 
inspirational, mentors, and motivators who foster an open culture of knowledge sharing.  

2) Management needs to instill the values of collaboration, openness, and mutual support among employees as 
part of the work culture. This can be done through training, regular discussion forums, or a reward and 
recognition system for employees who actively share knowledge.  

3) Companies need to provide a knowledge management platform or system (knowledge management system) 
that is easily accessible and user-friendly to facilitate the sharing process between divisions or individuals, as 
well as provide positive feedback on these contributions.  
Suggestions for Further Research. 

1. Future researchers are advised to add other variables such asorganizational  learning, employee engagement, 
or innovation behaviorin order to enrich understanding of the relationship between variables in competency 
development. 

2. Future research could include companies from different sectors or regions to make the results more 
generalizable. Cross-industry comparisons could also provide new perspectives on the influence of 
organizational culture and leadership. 

3. To obtain more in-depth results, future research can combine quantitative and qualitative methods (in -depth 
interviews or FGDs) to directly explore employee perceptions ofknowledge sharingand competency 
development. 
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