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Abstract  

Managers need to prioritize change to achieve desired objectives and goals, especially in light of rapid 
global changes and uncertain conditions caused by the pandemic, which have disrupted the norm. 
Certain factors will have a reduced impact on the performance of both local and international managers, 
leading companies to select expatriate managers. This research explores how organizational factors, 
work environment, knowledge transfer, and the simultaneous use of information technology influence 
managerial performance. This research utilized the partial least squares (Smartpls 3.0) methodology to 
determine the significance of structural parameters in modeling structural equations (SEM). It employed 
a quantitative research approach, using a questionnaire incorporating a Likert scale. The research 
sample consisted of 54 participants ranging from supervisors to managers. Knowledge transfer and the 
implementation of information technology positively and significantly affect managerial performance, 
with the work environment mediating this impact. This highlights the crucial role of the work environment 
in facilitating knowledge transfer and technology usage, ultimately improving managerial performance. 
The goal of this study is to enhance managerial performance by promoting knowledge transfer through 
knowledge management, supported by the use of information technology and fostered by organizational 
culture and the work environment. 

Keywords: Transfer of Knowledge, Application of Information, Organizational Culture, Climate of Work, 
Managerial Performance. 

 
INTRODUCTION 

Managers need to prioritize change to achieve desired objectives and goals, especially 
in light of rapid global changes and uncertain conditions caused by the pandemic, 
which have disrupted the norm. Certain factors will have a reduced impact on the 
performance of both local and international managers, leading companies to select 
expatriate managers. This research explores how organizational factors, work 
environment, knowledge transfer, and the simultaneous use of information technology 
influence managerial performance. This research utilized the partial least squares 
(Smartpls 3.0) methodology to determine the significance of structural parameters in 
modeling structural equations (SEM). It employed a quantitative research approach, 
using a questionnaire incorporating a Likert scale. The research sample consisted of 
54 participants ranging from supervisors to managers. Knowledge transfer and the 
implementation of information technology positively and significantly affect managerial 
performance, with the work environment mediating this impact. This highlights the 
crucial role of the work environment in facilitating knowledge transfer and technology 
usage, ultimately improving managerial performance.  
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The goal of this study is to enhance managerial performance by promoting knowledge 
transfer through knowledge management, supported by the use of information 
technology and fostered by organizational culture and the work environment. 

Various previous studies in the construction industry have highlighted the importance 
of effectively managing managers' performance to lay a strong groundwork for 
organizational advancement. This is especially critical for improving the skill sets of 
managers at the managerial level, allowing them to make valuable contributions to 
organizations and businesses (Irfan et al., 2021).  

Several studies have shown that organizational culture and work environment can 
significantly impact managerial performance (Nuraliati & Kusnaedi, 2023). The 
relationship between the use of information technology and the improvement of 
managerial performance has been clarified through the impact of information 
technology. Additionally, the presence of expatriates is essential for the competitive 
advantage of multinational organizations as it facilitates the exchange of information 
across different geographical regions (Aboramadan et al., 2020; Arizki & Abadiyah, 
2023). 

The relationship between organizational culture, knowledge transfer, and information 
technology implementation has been extensively researched, highlighting the 
importance of effectively transferring knowledge from expatriates to local employees 
in Indonesia's oil and petroleum mining sector (Abbasi et al., 2020; Pio, 2020). This 
study seeks to explore how knowledge transfer from foreign managers impacts the 
performance of local managers involved in three construction projects of subsea 
production modules for the oil and gas industry in Batam. The research will emphasize 
the influence of information technology applications interacting with organizational 
culture and how it affects managerial performance, with the work environment serving 
as a mediator.  

This investigation carries significant implications for industry professionals in Batam's 
mining sector, aiding government authorities in comprehending the specific knowledge 
requirements of local managers and formulating knowledge management policies that 
align with the organization's culture. Ultimately, this supports the creation of a 
conducive learning environment for both organizations and employees. 
 
METHODS 

The research focuses on the managerial workforce employed in thirty oil and gas 
construction companies in Batam. It specifically investigates individuals involved in 
three subsea manifold projects and related industries. Various departments were 
involved in the study, including Procurement, QA/QC, Engineering, IT/HRD, 
Fabrication, Safety, Finance, and Logistics/Warehouse.  

A total of fifty-four samples were analyzed using the Full sample approach, also 
referred to as a census. Managers were provided with a hyperlink to complete the 
questionnaire via email. Following the successful completion of the data tabulation 
procedure, the data aggregation was combined with the data processing findings to 
generate inputs for hypothesis testing. The conclusions drawn from the hypothesis 
were further validated through additional discussions to confirm both theoretical and 
practical implications. 
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Quantification 

The evaluation of Knowledge Transfer (KT) managers in their organizations revolves 
around assessing both tacit and explicit knowledge characteristics. A Likert scale 
ranging from 1 to 5 was used by participants to assess various aspects of knowledge 
acquisition, including learning from others' experiences, sharing expertise-based 
knowledge, and using official documents. These activities were supported by 
investments in IT systems that encompass diverse knowledge sources.  

The impact of Information Technology (IT) on performance enhancement is assessed 
through seven factors (Ottemoesoe et al., 2021). It has the potential to generate 
positive effects and significantly enhance communication capacities, leading to the 
development of innovative solutions (Pio, 2020). Data sources used for procedure 
development are employed to evaluate managers' involvement in decision-making. P 
consider Information Technology to be of significant importance, and I believe it will be 
advantageous for me. Furthermore, I expect that future users of IT will have improved 
capabilities in knowledge sharing. 

Climate of Work  

According to Pavlenchyk et al. (2023), creating an ideal working environment can 
improve employees' efficiency and effectiveness. This is achieved through a favorable 
workplace setting that influences the transfer of knowledge and training, supported by 
information technology and organizational assistance. The work environment 
comprises the techniques and setups utilized by individuals or groups, as well as the 
tools and materials around them. To evaluate work environment factors, five 
dimensions are considered: Lighting or Light, Air temperature, Noise, Decoration or 
Spatial Planning, and Employee Relations. Participants rated these factors using a 
Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree) for four items 

Corporate culture 

In project management, the organizational culture plays a crucial role in determining 
the success of the project. It is a vital factor in sustaining organizational and employee 
performance over the long term, serving as a cornerstone for gaining a competitive 
advantage in a business environment characterized by uncertainty (Serang et al., 
2024).  

The dimensions used to measure organizational culture include the implementation of 
norms, values, beliefs and philosophies, codes of ethics, ceremonies, and 
organizational history. For example, one of the items assessed the value placed on 
individuals expressing their opinions for the company's progress, emphasizing the 
commitment of all employees to doing good for everyone. Respondents rated these 
items on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly 
agree). 

Performance of managers  

Management performance involves the structured integration of goal-setting, 
supervision and evaluation, feedback and training, and employee rewards by 
managers in an organization. To evaluate managerial performance, management uses 
eight indicators: Planning, Investigation, Coordination, Evaluation, Supervision, 
Staffing, Negotiation, and Representation.  
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Instances of performance measurement items include participation in departmental 
work program planning, analysis of work reports from subordinates, and reporting of 
work results to management to coordinate in achieving company targets. Respondents 
rated all items on a Likert scale from 1 (strongly disagree) to 5 (strongly agree). 
 
RESULT & DISCUSSION 

1. Measurement of Validation 

This research uses a partial least squares approach (Smartpls 3.0) to analyze the value 
of structural parameters in modeling structural equations (SEM). Then a model test is 
carried out to determine the validity and reliability of the data. The validity measurement 
is determined by the outer loading value stated by Hair (2018), which has a cut-off of 
0.500.  

Reliability measurements use reference values for composites of reliability and AVE 
values where CR values are in the range of 0.700, and AVE is recommended >0.500 
(Chin, 1998; Fornell and Larcker, 1981). Table 1 shows the validity and reliability test 
results, the outer loading test results of all variables above the value of 0.700, and the 
AVE values of all variables above 0.5 were found. Thus the data used in this study 
meet the assumption of validity. The reliability of the data from the test results, which 
is greater than 0.700, shows that the data meets the reliability test requirements. In 
addition to Table 2, it is demonstrated that managerial Performance strongly correlates 
with organizational culture. 

2. Typical forms of bias 

The collected data is based on perceptions and comes from a single source. To avoid 
any potential bias, a general method bias test was conducted. Firstly, the 
questionnaires were randomly sorted (Kock, 2021). Secondly, Herman’s single-factor 
method was used to test for general method bias. The results of the test showed that 
the first construct accounted for 39.796% of the variance (Tehseen et al., 2017), 
indicating that the results were not affected by bias contamination. 

Table 1: Displays the outcome of the validity and reliability assessment 

Code Item 
Outer 

Loading 
Reliability AVE 

Performance of managers     

MP1 I did the department's work program planning  0.752 0.944 0.606 

MP2 I analyzed the work reports of my subordinates  0.739   

MP3 
I hold regular meetings to discuss the work of my 
subordinates  

0.765   

MP4 
I report the results of work to the management to 
coordinate the achievement of the company's targets 

0.767   

MP5 
I coordinate work with other departments to obtain 
maximum results 

0.719   

MP6 I evaluate the results of the planned work program  0.800   

MP7 
I guide subordinates so that they can complete the 
tasks given according to the target set  

0.784   

MP8 
I choose staff according to the skills of the work at 
hand  

0.820   

MP9 I negotiate company-related policy programs  0.756   

MP10 
I am in communication for approval with another 
company 

0.833   

MP11 I represent the company in business meetings  0.826   
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Climate of Work  

CW3 
A comfortable room temperature supports the 
workspace  

0.781 0.914 0.606 

CW4 The noise level at work affects the focus 0.768   

CW7 The workplace is free from criminals  0.758   

Utilization of Information  

TK1 Transfer of knowledge based on experience  0.801 0.882 0.652 

TK2 Knowledge transfer based on expertise  0.758   

TK3 
Share existing reports and white papers with 
members of the organization 

0.807   

TK4 Attend various training and developments  0.860   

Corporate culture 

OC1 
The company provides an excellent place to share 
things with others, as well as respects the 
participation of each worker and team spirit 

0.882 0.867 0.620 

OC2 
The company is structured to manage all activities 
with procedures  

0.810   

OC3 
The company values the credibility of each employee 
and values the uniqueness of each employee  

0.760   

OC4 
A company is a results-oriented organization focused 
on controlling costs and Performance  

0.858   

Application of Information Technology 

AIT1 Information Technology is very important to me 0.716 0.897 0.686 

AIT2 Information Technology is beneficial for me  0.707   

AIT3 
I use information technology to assist me in sharing 
and gaining knowledge  

0.786   

AIT4 
I suspect that in the future, users of information    
technology to share knowledge will be better 

0.746   

The data provides an overview of several constructs related to workplace dynamics, 
including Performance of Managers, Climate of Work, Utilization of Information, 
Corporate Culture, and Application of Information Technology.  

Each construct is measured using multiple items, with corresponding outer loadings 
indicating the strength of the relationships between the items and their respective 
constructs. 

For example, the "Performance of Managers" construct shows high outer loadings 
across all items, such as MP10 (0.833) and MP11 (0.826), suggesting these items are 
strong indicators of managerial performance. The high reliability (0.944) and 
acceptable Average Variance Extracted (AVE = 0.606) for this construct indicate good 
internal consistency and satisfactory convergent validity. 

The "Climate of Work" construct includes items like CW3 (0.781) and CW4 (0.768), 
with high reliability (0.914) and an AVE of 0.606, reflecting a strong and reliable 
measure of workplace climate. The "Utilization of Information" construct has outer 
loadings ranging from 0.758 to 0.860 and high reliability (0.882) with an AVE of 0.652, 
demonstrating effective measurement of knowledge transfer and training practices.  

"Corporate Culture" and "Application of Information Technology" also show high outer 
loadings and reliability, with AVE values of 0.620 and 0.686, respectively. It suggests 
that the items are well-aligned with their constructs, providing robust insights into 
organizational factors influencing workplace performance and technology use. 
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Table 2:  Descriptive statistic 

Variable SD Mean 1 2 3 4 5 

OC 7.206 39.19 0.814     

MP 5.820 39.54 0.345* 0.227    

CW 6.414 40.35 0.745** 0.769* 0.259   

AIT 7.782 38.00 0.700** 0.769** 0.227 0.707**  

TK 6.634 38.85 0.700** 0.745** 0.345* 0.814** 0.890** 

The variables are correlated with each other, and the coefficients indicate the strength 
and direction of these relationships. For instance, the variable OC (mean = 39.19, SD 
= 7.206) has a strong positive correlation with CW (r = 0.745) and AIT (r = 0.700), 
suggesting that as OC increases, CW and AIT tend to increase as well. Conversely, 
OC has a weaker correlation with MP (r = 0.345) and TK (r = 0.700). The significance 
levels (p-value) are less than 0. The correlation between CW and AIT is highly 
significant (r = 0.769**), reflecting a strong and statistically significant positive 
relationship. TK shows very strong correlations with all other variables, particularly with 
OC (r = 0.814**), CW (r = 0.890**), and AIT (r = 0.707**), suggesting that TK is closely 
related to these variables. 

 

Figure 1: Structural model result 

Tabel 3: t- Statistic 

  
Original 

Sample (O) 
Sample 

Mean (M) 
Standard 

Deviation (STDEV) 
T Statistics 
(|O/STDEV|) 

P 
Values 

OC*AIT � CW -0,190 -0,165 0,081 2,359 0,019 

OC*TK � CW 0,181 0,164 0,078 2,325 0,020 

CW� MP 0,375 0,421 0,095 3,946 0,000 

AIT � CW 0,265 0,268 0,087 3,061 0,002 

TK� CW 0,752 0,758 0,073 10,366 0,000 

In Hypothesis 1, it is suspected that there is an effect of TK on CW; the test results 
were received with a t-statistical value of 10.388 > 1.967 with a p-value of 0.000 < 0.05, 
so the transfer of knowledge had a positive and significant effect on the Climate of 
work. Hypothesis 2, it is suspected that there is an influence of AIT on CW; the test 
results were received with a t-statistical value of 3.178 > 1.697 with a p-value of 0.002< 
0.05 so that the application of information technology has a positive and significant 
effect on the Climate work. Hypothesis 3a. The interaction of OC and TK strengthened 
the influence of kindergarten on CW by 2.325 > 1.967 with a p-value of 0.020 < 0.05 
so the exchange of organizational culture and knowledge transfer strengthened the 
impact of knowledge transfer on the work environment positively and significantly. 
Hypothesis 3b The interaction of OC and AIT enhances the influence of AIT on CW; 
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the test results were received with a t-statistical value of 2.359 > 1.967 with a p-value 
of 0.019 < 0.05 so that the interaction of organizational culture with the application of 
information technology strengthens the influence of the application of information 
technology on the work environment positively and significantly. Hypothesis 4 There is 
an influence of knowledge transfer and application of information technology on 
managerial Performance mediated by the work environment. The test results were 
received with a t-static value of 3.946 > 1.967 with a p-value of 0.000 < 0.05 so that 
the transfer of knowledge and application of technology mediated by the work 
environment has a positive and significant effect on managerial performance. 

Discussion 

Hypothesis 1: Effect of Knowledge Transfer (TK) on Climate of Work (CW) 

The findings indicate that knowledge transfer has a positive and significant effect on 
the climate of work. This could be attributed to improved communication, upgraded 
skills, and heightened teamwork among staff, resulting in a more favorable and efficient 
work climate. 

Hypothesis 2: Influence of Application of Information Technology (AIT) on Climate of 
Work (CW) 

Similarly, the use of information technology has a positive and significant impact’ on 
the climate of work. This means that implementing IT solutions in the workplace 
improves the work environment, possibly by optimzing processes, increasing 
efficiency, and enabling a better flow of information. 

Hypothesis 3a: Interaction of Organizational Culture (OC) and Knowledge Transfer 
(TK) on Climate of Work (CW) 

The relationship between organizational culture and knowledge transfer enhances the 
beneficial influence of knowledge transfer on the work environment. This indicates that 
if the organizational culture encourages sharing and cooperation, the favorable effects 
of knowledge transfer on the work atmosphere are intensified. 

Hypothesis 3b: Interaction of Organizational Culture (OC) and Application of 
Information Technology (AIT) on Climate of Work (CW) 

The relationship between organizational culture and the implementation of information 
technology also amplifies the beneficial impact of IT on the work environment. This is 
evident that a culture that supports innovation and technology adoption can 
significantly boost the positive effects of IT on the work climate. This could be due to a 
more adaptive and forward-thinking work environment that leverages technology 
effectively. 

Hypothesis 4: Influence of Knowledge Transfer and Application of Information 
Technology on Managerial Performance Mediated by Work Environment.  

The collective impact of knowledge transfer and the use of information technology on 
managerial performance, mediated by the work environment, is also positive and 
significant. This suggests that both knowledge transfer and IT application when 
facilitated by a positive work environment, lead to improved managerial performance. 
This highlights the importance of a conducive work environment in maximizing the 
benefits of knowledge and technology on managerial effectiveness. 
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CONCLUSION 

The need for a continuous increase in competitive advantage by organizations is 
growing, therefore the performance of experienced managers is crucial to help achieve 
these goals. This research has emphasized the relationship between MP and AIT; OC 
moderated TK, then CW mediated. Research (Bushiri, 2019) factors of the work 
environment and employee performance have a significant influence, this supports 
research that managerial performance is positively influenced and significantly affects 
the work environment, it is essential in the world of oil and gas construction industry 
that a good work environment that includes work safety is an absolute standard that 
must be met.  

The enhancement of managerial performance involves boosting the capacity for 
innovation, and innovation can be developed through the collaboration of 
organizational culture and knowledge management. In this study, the transfer of 
knowledge as knowledge management, facilitated by the use of information 
technology, contributes to improving managerial performance. This improvement is 
further enhanced by the organization's culture within the work environment. Research 
shows that the work environment has a notable impact on managerial performance in 
the construction industry. The low managerial ability is not solely due to inadequate 
construction managerial ability, but the work environment also affects it. Hence, it is 
advisable to pay attention to 15 aspects of the work environment to improve the ability 
of managers in the construction industry.  

Exploring effective ways for companies to improve managerial performance, this 
research has systematically reviewed the literature and developed a research model 
proposal to examine the relationship between knowledge transfer, the application of 
information technology, and its influence on the work environment which strengthened 
organizational culture as a moderator so that the work environment has a relationship 
with managerial performance, thus contributing to theoretical and practical 
development in the fields of organizational culture, knowledge management, and 
managerial performance. 

This research complements managerial performance research by referring to the effect 
of organizational culture as an essential factor for sustainable organizations, with all 
efforts to build organizational culture as a driving tool to develop and improve 
managerial effectiveness. This research also complements research on managerial 
performance that analyzes the relationship between work environment and 
organizational performance in the construction industry sector. 

This study's practical implications suggest that optimal managerial performance in the 
oil and gas construction industry is achieved by creating a work environment focused 
on safety and covering aspects of occupational health and environmental governance. 
The study also highlights the importance of improving organizational culture to facilitate 
knowledge transfer and leveraging information technology to enhance expertise in the 
work environment. However, the study's limitations include its cross-sectional nature 
and its focus on only one province, as well as a lack of data from supporting companies 
and a need for future cross-border cultural comparisons. 

Appreciation and profound gratitude are extended to the parties for their valuable 
contributions to this research. 
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