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 A B S T R A C T  

This study examines the impact of self-efficacy and 

communication on employee performance in a public-sector utility 

organization in Indonesia, with organizational commitment 

considered as a mediating variable. Employee performance is 

crucial in public service organizations due to its direct implications 

for service quality and operational reliability. Using a quantitative 

approach, data were collected through structured questionnaires 

from 199 employees and analyzed using partial least squares 

structural equation modeling (PLS-SEM). The measurement model 

demonstrates adequate validity and reliability. The results indicate 

that self-efficacy (p < 0.001) and communication (p = 0.010) have 

significant positive effects on employee performance. Both 

variables also significantly influence organizational commitment (p 

< 0.001). However, organizational commitment does not 

significantly affect performance and does not mediate the 

relationships between self-efficacy, communication, and 

performance. The model explains 82.5% of the variance in 

employee performance (R² = 0.825). This study is limited by its 

focus on a single organization and a cross-sectional design. Future 

research should incorporate longitudinal approaches and additional 

organizational variables. Practically, managers should prioritize 

strengthening employee self-efficacy and communication 

effectiveness to improve performance outcomes. 

  

INTRODUCTION 

Access to clean water is a fundamental public service that directly affects 

public health, social welfare, and sustainable development. Clean water is not only a 

basic human necessity but also a critical input for economic and social activities. The 

strategic role of water as a public resource is constitutionally emphasized in Article 
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33 paragraph (3) of the 1945 Constitution of Indonesia, which mandates that water 

resources are controlled by the state and utilized for the greatest benefit of society. 

Nevertheless, rapid population growth, environmental degradation, and climate 

variability have increasingly constrained water availability, making the management 

of drinking water supply systems more complex and demanding. 

In response to these challenges, the Indonesian government has established a 

regulatory framework through Government Regulation No. 16 of 2005 concerning 

the Development of Drinking Water Supply Systems, which reinforces the role of 

local government–owned enterprises (BUMDs) as the primary providers of public 

water services. In this context, this study focuses on a local government–owned 

enterprise operating in the drinking water supply sector in Indonesia (hereafter 

referred to as the public water utility). As a public service organization, the public 

water utility is required to ensure service continuity and performance effectiveness, 

which are highly dependent on the quality of its internal resource management, 

particularly human resources. 

Human resources are widely recognized as a strategic organizational asset 

and a key determinant of organizational effectiveness (Priyono & Marnis, 2014; 

Rivaldo et al., 2021). Compared to other organizational resources, human resources 

exert a more substantial influence on organizational effectiveness; poor human 

resource management will inevitably hinder organizational performance (Ningsih et 

al., 2021). In recent years, the public water utility has experienced fluctuations in 

employee numbers due to retirement, workforce mobility, and organizational 

policies. Such changes potentially affect workload distribution and employee 

performance, thereby intensifying the need to optimize employee performance to 

sustain public service quality. 

Employee performance reflects individual work outcomes in achieving 

organizational objectives (Sembiring, 2022) and represents both the quality and 

quantity of work outputs within a specific period (Rialmi & Morsen, 2020). 

Although managerial assessments indicate that employee performance is generally 

satisfactory, operational issues such as delayed task completion and misinterpretation 

of work instructions remain evident. These issues suggest that employee performance 

is not solely shaped by structural or technical factors but is also strongly influenced 

by psychological and organizational variables. 

Prior empirical studies indicate that employee performance is significantly 

affected by self-efficacy, communication, and organizational commitment (Pauzi & 

Komariah, 2022; Agustin et al., 2021; Syam et al., 2023). Self-efficacy refers to an 

individual’s belief in their capability to execute actions required to manage 

prospective situations (Juhri & Suhardi, 2023). Employees with high self-efficacy 



JBENSM, Volume 1 No. 2 January 2026, 17 - 33    

 

19 

 

tend to exert greater effort, persist longer when facing obstacles, and demonstrate 

superior performance. Self-efficacy also indirectly influences performance through 

its interaction with other organizational variables (Tanjung et al., 2020). 

Effective communication is another critical determinant of employee 

performance. Communication serves as the primary mechanism for coordination, 

information exchange, and shared understanding within organizations (Rialmi & 

Morsen, 2020). Joni and Hikmah (2022) emphasize that communication connects 

individuals both professionally and socially. Ineffective communication may result in 

misunderstandings, reduced coordination, and performance inefficiencies. Field 

observations indicate that miscommunication remains a recurring issue within the 

public water utility, affecting task execution and service delivery. 

Organizational commitment further plays a pivotal role in shaping employee 

behavior and performance. Organizational commitment reflects the psychological 

attachment of employees to their organization and their willingness to contribute 

toward organizational goals (Farmayani et al., 2023; Widjaja et al., 2022). 

Employees with strong organizational commitment tend to exhibit higher loyalty, 

responsibility, and work engagement (Angraini et al., 2021). Commitment fosters an 

internalized motivation that encourages employees to deliver optimal performance, 

ultimately enhancing organizational effectiveness (Putra & Zabaldi, 2022). 

Despite extensive research on self-efficacy and communication, empirical 

findings regarding their effects on employee performance remain inconsistent. 

Several studies report a significant positive influence of self-efficacy and 

communication on performance (Agustin et al., 2021; Ramadanis et al., 2023; Pauzi 

& Komariah, 2022; Alwi et al., 2019), while other studies find no significant effect 

(Sabila & Jabar, 2022; Machfudhi et al., 2023; Sari, 2019; Fachrez, 2019). These 

contradictory results indicate the presence of an unresolved research gap and suggest 

that additional explanatory mechanisms may be required. 

Recent studies propose organizational commitment as a mediating variable 

capable of clarifying the relationship between self-efficacy, communication, and 

employee performance (Alwi et al., 2019; Machfudhi et al., 2023). Organizational 

commitment may function as a psychological mechanism that translates individual 

beliefs and communication effectiveness into sustained performance outcomes. 

However, empirical evidence supporting this mediating role remains limited, 

particularly within public utility organizations in developing countries. 

Therefore, this study aims to examine the effects of self-efficacy and 

communication on employee performance, with organizational commitment serving 

as a mediating variable, within a public water utility context. By focusing on the 
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public service sector, this study seeks to extend the human resource management 

literature and provide practical insights for improving employee performance in 

public water service organizations. 

This study contributes to the literature by empirically positioning 

organizational commitment as a mediating mechanism that explains the inconsistent 

effects of self-efficacy and communication on employee performance. Unlike prior 

studies that focus primarily on direct relationships, this research integrates 

psychological and organizational perspectives within the context of a public water 

utility. The findings offer novel insights into performance optimization in public 

service organizations, particularly in essential infrastructure sectors. 

LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 

Organizational behavior is a multidisciplinary field that examines how 

individual, group, and structural factors influence behavior within organizations, 

with the ultimate goal of enhancing organizational effectiveness (Robbins, 1996; 

Gani et al., 2020; Hakim et al., 2023). This perspective emphasizes that employee 

behavior is not random but systematic and predictable, shaped by psychological 

processes and organizational contexts, and therefore can be managed to improve 

performance outcomes. Contemporary organizational behavior theory conceptualizes 

organizational functioning through an input–process–output framework, where 

inputs represent pre-existing organizational conditions, processes reflect individual 

and collective actions, and outputs denote measurable outcomes such as employee 

performance (Sudarsana & Budiasih, 2019). In this study, organizational 

commitment is positioned as a key input reflecting employees’ psychological 

attachment established prior to and during employment, self-efficacy and 

communication are conceptualized as process variables representing individual 

beliefs and interaction mechanisms, and employee performance is treated as the 

primary output. 

Employee performance refers to the extent to which individuals successfully 

execute job responsibilities in accordance with predetermined standards, targets, and 

ethical expectations (Sitinjak et al., 2021; Dewi, 2022; Hafidz et al., 2020). 

Performance is inherently individual-specific, reflecting variations in ability, 

motivation, experience, and task comprehension (Sembiring, 2022). High 

performance is commonly manifested through work quality and quantity, job-related 

knowledge, initiative, positive work attitudes, and discipline in time and attendance 

(Harahap et al., 2020). As a critical organizational outcome, employee performance 

directly determines organizational sustainability, particularly in public service 

organizations where service reliability and accountability are paramount. 
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Self-efficacy, grounded in Bandura’s social cognitive theory, refers to an 

individual’s belief in their capability to organize and execute actions required to 

manage prospective situations (Bandura, 1978). Employees with high self-efficacy 

demonstrate greater persistence, resilience, and proactive effort when facing job 

challenges, which enhances both task execution and adaptability (Juhri & Suhardi, 

2023; Tanjung et al., 2020). Empirical evidence consistently shows that self-efficacy 

contributes to improved performance by strengthening motivation, accelerating task 

completion, and reducing withdrawal behaviors such as absenteeism and turnover 

(Pauzi & Komariah, 2022; Dewi, 2022). Self-efficacy is commonly reflected through 

task difficulty appraisal (magnitude), confidence in capability (strength), and the 

ability to generalize competence across different contexts (Barizah, 2020). 

Communication constitutes a fundamental organizational process through 

which information, meaning, and expectations are exchanged among organizational 

members (Rialmi & Morsen, 2020; Rivaldo et al., 2021). Effective communication 

enables coordination, minimizes misunderstandings, fosters positive interpersonal 

relationships, and aligns employee actions with organizational objectives (Joni & 

Hikmah, 2022; Indrisari & Utari, 2020). Inadequate communication, conversely, 

increases the likelihood of conflict, role ambiguity, and performance inefficiencies. 

Communication effectiveness is typically indicated by message clarity and accuracy, 

emotional satisfaction, attitudinal impact, relationship quality, and the emergence of 

appropriate follow-up actions (Nisa et al., 2019). 

Organizational commitment reflects the psychological bond between 

employees and their organization, encompassing emotional attachment, perceived 

obligation, and the perceived cost of leaving the organization (Hafidz et al., 2020; 

Widjaja et al., 2022). Employees with strong organizational commitment are more 

willing to exert discretionary effort, align personal goals with organizational 

objectives, and maintain long-term membership (Farmayani et al., 2023). 

Commitment is widely conceptualized through three dimensions: affective 

commitment based on emotional attachment, normative commitment driven by moral 

obligation, and continuance commitment rooted in economic and social 

considerations (Bagis et al., 2021). Strong organizational commitment has been 

repeatedly linked to enhanced employee performance, reduced turnover intentions, 

and improved organizational stability (Iswati & Ignatius, 2023; Putra & Zabaldi, 

2022). 

Prior empirical studies reveal consistent yet sometimes contradictory findings 

regarding the relationships among self-efficacy, communication, organizational 

commitment, and employee performance. Several studies report significant direct 

effects of self-efficacy and communication on performance (Pauzi & Komariah, 

2022; Ramadanis et al., 2023; Siahaan & Masriah, 2022), while others find non-
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significant or context-dependent effects (Machfudhi et al., 2023; Sari, 2019). 

Importantly, emerging evidence suggests that organizational commitment functions 

as a critical mediating mechanism that translates individual beliefs and interaction 

quality into sustained performance outcomes (Alwi et al., 2019; Agustin et al., 2021). 

Employees with high self-efficacy and access to effective communication channels 

are more likely to develop stronger organizational commitment, which in turn 

enhances performance consistency and intensity. This mediating role remains 

underexplored in public utility organizations, particularly within regionally owned 

enterprises in developing country contexts, thereby justifying the conceptual 

framework adopted in this study. 

Based on the theoretical foundations of organizational behavior and the 

empirical evidence reviewed, this study formulates a set of hypotheses to examine 

the direct and indirect relationships among self-efficacy, communication, 

organizational commitment, and employee performance. Prior studies suggest that 

individual beliefs and communication processes play a crucial role in shaping 

employee attitudes and behaviors, while organizational commitment may function as 

a key psychological mechanism that links these factors to performance outcomes. 

Accordingly, the following hypotheses are proposed to empirically test the 

relationships within the conceptual framework of this study. 

• H1: Self-efficacy has a positive effect on employee performance. 

• H2: Communication has a positive effect on employee performance. 

• H3: Self-efficacy has a positive effect on organizational commitment. 

• H4: Communication has a positive effect on organizational commitment. 

• H5: Organizational commitment has a positive effect on employee 

performance. 

• H6: Organizational commitment mediates the relationship between self-

efficacy and employee performance. 

• H7: Organizational commitment mediates the relationship between 

communication and employee performance. 

RESEARCH METHODS 

This study adopts a quantitative research design using a cross-sectional 

survey approach to examine the relationships among self-efficacy, communication, 

organizational commitment, and employee performance within a public water utility 

company in Indonesia. A quantitative approach is appropriate as the study aims to 

test theoretically grounded hypotheses and assess the magnitude and significance of 

causal relationships among latent variables. Data were collected between September 

2023 and January 2024 at a regionally owned public water service provider operating 

under local government authority. To enhance external validity and minimize 
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sampling bias, a census method was employed, whereby the entire population of 

employees (N = 199) was surveyed. 

Primary data were obtained through structured questionnaires administered 

directly to employees, complemented by limited observations and interviews to 

contextualize organizational practices. Secondary data, including employee records, 

were used to support population verification. All constructs were operationalized 

based on established scales from prior studies to ensure content validity. Employee 

performance was measured using five indicators work results, job knowledge, 

initiative, work attitude, and time discipline—adapted from Harahap et al. (2020). 

Self-efficacy was operationalized through magnitude, strength, and generality 

dimensions (Barizah, 2020), while communication effectiveness was assessed via 

message clarity, enjoyment, attitudinal impact, relational quality, and action 

orientation (Nisa et al., 2019). Organizational commitment was measured across 

affective, normative, and continuance dimensions (Bagis et al., 2021). All indicators 

were measured using a five-point Likert scale ranging from strongly disagree (1) to 

strongly agree (5). 

Data analysis was conducted using Partial Least Squares–Structural Equation 

Modeling (PLS-SEM) with SmartPLS 3.0, which is suitable for complex models 

involving mediation effects and does not require multivariate normality. The analysis 

followed a two-step approach comprising evaluation of the measurement model and 

the structural model. The measurement model was assessed for convergent validity 

(factor loadings ≥ 0.50 and AVE ≥ 0.50), discriminant validity (Fornell–Larcker 

criterion and cross-loadings), and internal consistency reliability (Composite 

Reliability and Cronbach’s Alpha ≥ 0.70). The structural model was evaluated using 

path coefficients, t-statistics, and p-values obtained through a bootstrapping 

procedure with a 5% significance level, alongside coefficient of determination (R²) to 

assess explanatory power and Q² statistics to evaluate predictive relevance. 

Mediation effects were tested by examining the significance of indirect paths, 

following established PLS-SEM mediation criteria. 

ANALYSIS AND DISCUSSION 

1. Respondent Profile 

The study involved 199 employees of a public water utility company owned 

by a local government in Indonesia. The respondent profile indicates a workforce 

dominated by male employees and individuals with long organizational tenure, 

reflecting a relatively mature and experienced human resource structure. 
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Table 1. Respondent Profile 
Characteristic Category Frequency Percentage (%) 

Gender Male 155 77.88  
Female 44 22.12 

Age ≤35 years 10 5.03  
36–45 years 36 18.08  
>45 years 153 76.89 

Education High School 47 23.62  
Diploma 34 17.09  
Bachelor 86 43.22  

Postgraduate 32 16.07 

Tenure ≤10 years 29 14.57  
11–20 years 57 28.64  
>20 years 113 56.79 

The dominance of employees aged over 45 years and those with more than 20 

years of tenure suggests high organizational stability, which is particularly 

characteristic of public-sector organizations. This context is important when 

interpreting behavioral constructs such as organizational commitment and 

performance. 

2.  Descriptive Statistics 

Descriptive analysis was conducted to capture the overall tendency of each 

research variable. As shown in Table 2, all constructs exhibit very high mean scores, 

indicating favorable perceptions among employees regarding self-efficacy, 

communication, organizational commitment, and performance. 

Table 2. Descriptive Statistics of Research Variables 
Variable Indicators Mean Std. Dev. Category 

Self-Efficacy (X1) 3 4.348 0.512 Very High 

Communication (X2) 5 4.339 0.498 Very High 

Organizational Commitment (Z) 3 4.415 0.476 Very High 

Employee 

Performance (Y) 

5 4.344 0.521 Very High 

The high mean of organizational commitment reflects strong psychological 

attachment to the organization, which is commonly observed in public utilities with 

long-serving employees. However, high descriptive scores do not automatically 

imply causal influence, necessitating further structural analysis. 

3.  Measurement Model Evaluation 

The measurement model was assessed to ensure construct validity and 

reliability prior to hypothesis testing. Convergent validity was examined through 

indicator loadings and Average Variance Extracted (AVE), while internal 

consistency was evaluated using Composite Reliability (CR) and Cronbach’s alpha 
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(α). 

Table 3. Measurement Model Evaluation (Outer Model) 
Construct Indicator Loading AVE CR α 

Self-Efficacy SE1 0.781 0.612 0.825 0.742  
SE2 0.804 

   
 

SE3 0.765 
   

Communication COM1 0.734 0.589 0.877 0.842  
COM2 0.781 

   
 

COM3 0.802 
   

 
COM4 0.768 

   
 

COM5 0.756 
   

Organizational Commitment OC1 0.823 0.647 0.846 0.771  
OC2 0.801 

   
 

OC3 0.789 
   

Employee Performance EP1 0.752 0.601 0.882 0.851  
EP2 0.784 

   
 

EP3 0.811 
   

 
EP4 0.769 

   
 

EP5 0.746 
   

All indicator loadings exceeded the recommended threshold of 0.60, 

confirming convergent validity. The AVE values were above 0.50 for all constructs, 

indicating that the latent variables explain more than half of the variance of their 

indicators. Composite reliability and Cronbach’s alpha values also surpassed the 0.70 

threshold, demonstrating satisfactory internal consistency and reliability. 

4. Structural Model and Hypothesis Testing 

The structural model was evaluated to test the proposed hypotheses. Table 4 

presents the path coefficients, t-values, and p-values obtained through bootstrapping 

procedures. 

Table 6. Structural Model Results (Direct and Indirect Effects) 

Hypothesis Relationship 
Effect 

Type 

Path 

Coefficient (O) 

t-

value 

p-

value 
Result 

H1 Self-Efficacy → Employee Performance Direct 0.528 5.121 0.000 Supported 

H2 Communication → Employee Performance Direct 0.256 2.603 0.010 Supported 

H3 Self-Efficacy → Organizational 

Commitment 

Direct 0.494 4.206 0.000 Supported 

H4 Communication → Organizational 

Commitment 

Direct 0.416 3.676 0.000 Supported 

H5 Organizational Commitment → Employee 

Performance 

Direct 0.152 1.563 0.119 Not 

Supported 

H6 Self-Efficacy → Organizational 

Commitment → Employee Performance 

Indirect 0.075 1.394 0.164 Not 

Supported 
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H7 Communication → Organizational 

Commitment → Employee Performance 

Indirect 0.063 1.506 0.133 Not 

Supported 

Source: Processed SmartPLS 3.0 data (2023) 

The results indicate that self-efficacy has a strong and statistically significant 

direct effect on employee performance, suggesting that employees’ belief in their 

ability to successfully perform tasks is a key determinant of work outcomes. 

Communication also exerts a significant positive influence on performance, 

highlighting the importance of clear information exchange and interpersonal 

interaction in supporting task execution. 

Furthermore, both self-efficacy and communication significantly enhance 

organizational commitment. These findings suggest that confident employees and 

those who experience effective communication are more likely to develop 

psychological attachment to the organization. However, organizational commitment 

itself does not have a significant direct effect on employee performance, indicating 

that commitment alone is insufficient to drive performance improvements in the 

studied context. 

The mediation analysis further reveals that organizational commitment does 

not mediate the relationship between self-efficacy and performance, nor between 

communication and performance. This indicates that the effects of self-efficacy and 

communication on performance occur primarily through direct pathways rather than 

indirectly through attitudinal attachment. Such findings are consistent with studies 

conducted in public-sector organizations, where performance is often shaped more 

by individual capability and operational processes than by affective commitment. 

5. Model Predictive Power 

The explanatory and predictive capability of the model was assessed using R² 

and Q² values. 

Table 5. Model Predictive Power 

Endogenous Variable R² Q² Interpretation 

Organizational Commitment 0.795 0.611 Strong 

Employee Performance 0.825 0.654 Strong 

The high R² values indicate that self-efficacy and communication explain a 

substantial proportion of variance in organizational commitment and employee 

performance. Furthermore, Q² values greater than zero confirm strong predictive 
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relevance, demonstrating that the model has robust explanatory and predictive 

power. 

6. Discussion 

This study examines how self-efficacy and communication influence 

employee performance in a public-sector utility organization, with organizational 

commitment tested as a mediating mechanism. The findings provide clear evidence 

that performance is primarily driven by individual capability and interactional 

processes rather than attitudinal attachment. 

The results confirm that self-efficacy has a strong and significant direct effect 

on employee performance. This supports social cognitive theory, which emphasizes 

that individuals’ beliefs in their capabilities shape effort, persistence, and task 

execution. Employees with high self-efficacy are better equipped to handle technical 

challenges and service demands, which is particularly critical in public utility 

organizations. This finding is consistent with prior studies demonstrating the central 

role of self-efficacy in enhancing performance (Ramadanis et al., 2023; Sulastri & 

Uriawan, 2020; Rialmi & Morsen, 2020). 

Communication is also found to significantly improve employee 

performance. This result aligns with organizational communication theory, which 

highlights the role of effective communication in reducing ambiguity and facilitating 

coordination. The strong loading of relational and attitudinal communication 

indicators suggests that performance benefits arise not only from information 

exchange but also from trust-building and shared understanding. Similar results have 

been reported in previous empirical studies (Pauzi & Komariah, 2022; Siahaan & 

Masriah, 2022). 

In addition, both self-efficacy and communication positively influence 

organizational commitment. Employees who feel competent and experience 

transparent, supportive communication are more likely to develop psychological 

attachment to their organization. These findings are consistent with earlier research 

linking perceived competence and communication quality to stronger organizational 

commitment (Dewi, 2020; Saputri & Pratama, 2020; Clarissa & Edalmen, 2022; Ie et 

al., 2021). 

However, organizational commitment does not have a significant direct effect 

on employee performance and does not mediate the effects of self-efficacy and 

communication. This finding suggests that in public-sector organizations, where 

tasks are highly standardized and regulated, commitment may enhance loyalty and 

retention rather than day-to-day performance. Similar patterns have been observed in 
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previous public-sector studies (Kharisma et al., 2019; Hendri & Kirana, 2021). 

Overall, the findings indicate that employee performance in public utility 

organizations is more strongly influenced by self-efficacy and communication than 

by organizational commitment. This highlights the importance of prioritizing 

capability development and communication effectiveness in public-sector 

performance management, while recognizing that commitment plays a supportive 

rather than mediating role. 

CONCLUSIONS, LIMITATIONS AND RECOMMENDATIONS 

This study investigates the effects of self-efficacy and communication on 

employee performance, with organizational commitment examined as a mediating 

variable, in the context of a public-sector water utility organization. The findings 

demonstrate that both self-efficacy and communication have significant and direct 

effects on employee performance. Employees who possess strong confidence in their 

capabilities and experience effective communication tend to perform their tasks more 

effectively, particularly in operational and service-oriented environments. 

Furthermore, the results indicate that self-efficacy and communication 

significantly enhance organizational commitment. Employees who feel competent 

and are supported by clear and constructive communication develop stronger 

psychological attachment to the organization. However, organizational commitment 

does not directly influence employee performance and does not mediate the 

relationships between self-efficacy, communication, and performance. This suggests 

that, within public-sector organizations characterized by standardized procedures and 

regulatory constraints, performance is driven more by individual competence and 

interaction quality than by attitudinal attachment. 

Overall, this study contributes to the literature by highlighting that 

organizational commitment, while important for employee loyalty and retention, may 

not function as a key explanatory mechanism for performance in stable public-sector 

contexts. Instead, performance improvement efforts should prioritize strengthening 

self-efficacy and communication effectiveness. 

Despite its contributions, this study has several limitations. First, the research 

employs a cross-sectional design, which limits the ability to infer causal relationships 

among variables over time. Second, the data were collected from a single public-

sector organization, which may restrict the generalizability of the findings to other 

sectors or institutional contexts. Third, the study relies on self-reported questionnaire 

data, which may be subject to common method bias and social desirability effects. 

Finally, the model focuses on a limited set of psychological and organizational 
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variables and does not account for other potential determinants of performance, such 

as leadership style, organizational culture, or reward systems. 

Based on the findings, several practical and theoretical recommendations can 

be proposed. From a managerial perspective, public-sector organizations should 

focus on enhancing employee self-efficacy through targeted training, skill 

development programs, and performance feedback mechanisms. In addition, 

improving communication quality particularly relational and feedback-oriented 

communication can strengthen both performance and organizational commitment. 

From a theoretical perspective, future studies are encouraged to adopt 

longitudinal research designs to better capture dynamic relationships among 

psychological factors, commitment, and performance. Researchers may also expand 

the model by incorporating additional variables, such as leadership, job satisfaction, 

or organizational culture, to provide a more comprehensive explanation of employee 

performance. Comparative studies across public and private sectors are also 

recommended to examine whether the role of organizational commitment differs 

across institutional settings. 

REFERENCE 

Agustin, D., et al. (2021). "Pengaruh Self Efficacy Terhadap Kinerja Karyawan 

Melalui Komitmen Organisasional Sebagai Variabel Intervening Pada CV. 

Era Dua Ribu Bangli." VALUES 2(3). 

Alwi, M., et al. (2019). "Pengaruh Budaya Organisasi dan Komunikasi Terhadap 

Kinerja Penyuluh KKBPK melalui Komitmen Organisasi DPPKB Kabupaten 

Bantaeng." YUME: Journal of Management 2(3). 

Angraini, R., et al. (2021). "Pengaruh Komitmen Organisasi Terhadap Kinerja 
Pegawai Di Badan Kepegawaian Dan Diklat Daerah Kabupaten Enrekang." 
Kajian Ilmiah Mahasiswa Administrasi Publik (KIMAP) 2(3): 875-888. 

Arikunto, S. (2010). Prosedur Penelitian: Suatu Pendekatan Praktik / Suharsimi 
Arikunto. Jakarta: Rineka Cipta 

Asri, C. P. (2022). "Pengaruh Komunikasi terhadap Komitmen pada UMKM di 
Daerah Istimewa Yogyakarta." Jurnal Ekonomi Manajemen dan Sosial 5(1): 
19 

Bagis, F., et al. (2020). "The Influence of Leadership Style and Organizational 

Culture by Mediating Job Satisfaction on Organizational Commitment Case 

Study in Employees Of Islamic Education Institution." Jurnal Ilmiah 

Ekonomi Islam 6(3): 616-620. 

Bandura, A. (1978). "Reflections on self-efficacy." Advances in behaviour research 
and therapy 1(4): 237-269. 

Barizah, F. (2020). Pengaruh Efikasi Diri Terhadap Regulasi Diri Mahasiswa Yang 

Menghafalkan Al Qur'an di HTQ UIN Malang, Universitas Islam Negeri 

Maulana Malik Ibrahim. 



JBENSM, Volume 1 No. 2 January 2026, 17 - 33    

 

30 

 

Clarissa & Edalmen (2022). "Pengaruh Efikasi Diri, Keterlibatan Kerja, dan 
Kepuasan Kerja terhadap Komitmen Karyawan." Jurnal Manajerial Dan 
Kewirausahaan 4(3): 683-691. 

Dewi, N. A. D. P. (2020). "Pengaruh Self-Efficacy Terhadap Komitmen Organisasi 

pada Karyawan The Rich Jogja Hotel." Acta Psychologia 2(2): 122-136. 

Dewi, S. C. S. (2022). "Efikasi Diri, Motivasi dan Kepuasan Kerja Terhadap Kinerja 

Karyawan BPJS Kesehatan Cabang Yogyakarta." Jurnal Indonesia Sehat 

1(02): 102-108. 

Fachrez, H. (2019). Pengaruh Komunikasi, Motivasi, dan Lingkungan Kerja 

Terhadap Kinerja Karyawan di PT. Angkasa Pura II (Persero) Kantor Cabang 

Kualanamu. 

Fermayani, R., et al. (2023). "Pengaruh Kepuasan Kerja dan Komitmen Organisasi 

Terhadap Kinerja Karyawan." Jurnal Ecogen 6(2): 192-200. 

Frimayasa, A. & S. H. Lawu (2020). "Pengaruh Komitmen Organisasi Dan Human 
Capital Terhadap Kinerja Pada Karyawan PT. Frisian Flag." Equilibrium: 
Jurnal Ilmiah Ekonomi, Manajemen dan Akuntansi 9(1). 

Gani, N. A., et al. (2020). Perilaku Organisasi. Jl. L No. 5B Cipinang Muara Jakarta 
Timur 13420: Penerbit Mirqat. 

Ghozali, I. and H. Latan (2019). Partial Least Squares: Konsep, Teknik Dan Aplikasi 
Menggunakan Program Smartpls 3.0. Semarang: Universitas Diponegoro 

Hafidz, M., et al. (2020). "Pengaruh Komitmen Organisasi, Gaya Kepemimpinan 
Dan Komunikasi Terhadap Kinerja Pengurus FORMAS (Wilayah Malang 
Raya)." E-JRM: Elektronik Jurnal Riset Manajemen 9(09). 

Hakim, S., et al. (2023). "Dampak Perilaku Organisasi Anggota Legislatif Dalam 
Menunjang Pelaksanaan Kegiatan Kerja di Sekretariat DPRD Kabupaten 
Kutai Kartanegara." Jurnal Ilmiah Magister Administrasi Publik 2(1): 161-
168. 

Harahap, S. F. & S. Tirtayasa (2020). "Pengaruh Motivasi, Disiplin, Dan Kepuasan 

Kerja Terhadap Kinerja Karyawan di PT. Angkasa Pura II (Persero) Kantor 

Cabang Kualanamu." Maneggio: Jurnal Ilmiah Magister Manajemen 3(1): 

120-135. 

Hartini, et al. (2021). Perilaku Organisasi. Komplek Puri Melia Asri Blok C3 No. 17 

Desa Bojong Emas Kec. Solokan Jeruk Kabupaten Bandung, Provinsi Jawa 

Barat: Widina Bhakti Persada Bandung. 

Hendri, M., & Kirana, K. (2021). Pengaruh Gaya Kepemimpinan, Locus Of Control, 

Komitmen Organisasi dan Budaya Organisasi Terhadap Kinerja Karyawan di 

Roy Sentoso Collection. Jurnal Inovasi Penelitian, 2(1), 119-128 

Herlina, N., et al. (2021). "Pengaruh Komitmen Organisasi Dan Komunikasi 

Terhadap Kinerja Pegawai Desa Balung Lor." Growth 19(2): 170-176. 

Hisan, K., et al. "Pengaruh Kepuasan Kerja dan Komitmen Organisasi Terhadap 

Kinerja Karyawan Pada PT. Pos Langsa." Niagawan 10(3): 214-220. 

Ie, M., et al. (2021). "Pengaruh Variabel Kepemimpinan, Komunikasi, Kekuasaan 

Terhadap Komitmen Karyawan." Prosiding Serina 1(1): 811-818. 



JBENSM, Volume 1 No. 2 January 2026, 17 - 33    

 

31 

 

Indonesia, Pemerintah Daerah. 1975. Perda Nomor 03 Tahun 1975 tentang Pendirian 
Perusahaan Daerah Air Minum Kota Madya Daerah Tingkat II Pontianak. 
Pontianak jdih.pontianak.go.id/peraturan/detail-peraturan/911 

Indonesia, Pemerintah Pusat. 2005. Peraturan Pemerintah (PP) Nomor 16 Tahun 
2005 tentang Pengembangan Sistem Penyediaan Air Minum. Jakarta PP No. 
16 Tahun 2005 (bpk.go.id) 

Indonesia. 2004. Undang-Undang (UU) Nomor 7 Tahun 2004 tentang Sumber Daya 
Air. Jakarta UU No. 7 Tahun 2004 (bpk.go.id) 

Indonesia. Pasal 33 ayat 3 Undang-Undang Dasar 1945 tentang penguasaan Bumi, 
Air dan Kekayaan Alam. Jakarta Pasal 33 Ayat 3 UUD 1945 tentang 
Penguasaan Bumi, Air, dan Kekayaan Alam kumparan.com 

Indriasari, H. P. & W. Utari (2020). "Pengaruh Gaya Kepemimpinan, Komitmen 

Dan Komunikasi Terhadap Kinerja Pegawai Di Bappeda Kabupaten 

Bojonegoro." Jurnal Mitra Manajemen 4(3): 421-435. 

Iswati & J. Ignatius (2023). "Pengaruh Komitmen Organisasi dan Kepuasan Kerja 

Terhadap Kinerja Dosen Swasta di Surabaya." Jurnal Simki Economic 6(2): 

279-287. 

Joni & Hikmah (2022). "Pengaruh Kepemimpinan, Lingkungan Kerja dan 
Komunikasi Terhadap Kinerja Karyawan." Value: Jurnal Manajemen Dan 
Akuntansi 17(1): 13-24. 

Juhri, J. & M. Suhardi (2023). "Pengaruh Kerjasama Tim dan Efikasi Diri Terhadap 
Kinerja Guru." Jurnal Kepengawasan, Supervisi dan Manajerial (JKSM) 
1(2): 70-76. 

Kharisma, M., et al. (2019). Pengaruh budaya organisasi dan kepuasan kerja terhadap 

kinerja karyawan dengan komitmen organisasi sebagai variabel 

intervening. Jurnal Pengembangan Wiraswasta, 21(2), 135-150. 

Machfudhi, M. A., et al. (2023). "Pengaruh Self Efficacy dan Locus Of Control 
Terhadap Kinerja Pegawai Melalui Komitmen Organisasi." Surplus: Jurnal 
Riset Mahasiswa Ekonomi, Manajemen, dan Akuntansi 3(1): 1-12. 

Meutia, K. I. & C. Husada (2019). "Pengaruh budaya organisasi dan komitmen 
organisasi terhadap kinerja karyawan." Jurnal Riset Manajemen dan Bisnis 
(JRMB) Fakultas Ekonomi UNIAT 4(1): 119-126. 

Narpati, B., et al. (2022). Perilaku Organisasi (Teori Dan Konsep). Jl. Gerilya No. 
292 Purwokerto Selatan, Kab. Banyumas, Jawa Tengah 

Ningsih, S., et al. (2021). Manajemen Sumber Daya Manusia. Komplek Puri Melia 

Asri TBlok C3 No. 17 Desa Bojong Emas Kec. Solokan Jeruk Kabupaten 

Bandung, Provinsi Jawa Barat, Widina Bhakti Persada Bandung 

Nisa, I. C., et al. (2019). "Pengaruh Komunikasi dan Lingkungan Kerja Fisik 
Terhadap Kinerja Karyawan." Jurnal Bisnis dan Manajemen 5(2). 

Nur, I. (2021). "Pengaruh Konflik Kerja dan Komunikasi terhadap Kinerja 

Karyawan pada PT Bina Artha Ventura." Amsir Management Journal 2(1): 

1-6. 

Pauzi, A. & K. Komariah (2022). "Pengaruh Efikasi Diri Dan Komunikasi Terhadap 
Kinerja Karyawan." Journal of Economic, Bussines and Accounting 
(COSTING) 5(2): 1603-1610. 

Priyatno, D. (2013). Analisis Korelasi, Regresi Dan Multivariate Dengan Spss / 

https://peraturan.bpk.go.id/Details/49357/pp-no-16-tahun-2005
https://peraturan.bpk.go.id/Details/49357/pp-no-16-tahun-2005
https://peraturan.bpk.go.id/Details/40497/uu-no-7-tahun-2004#%3A~%3Atext%3DUndang-undang%20%28UU%29%20No.%207%20Tahun%202004%20Sumber%20Daya%2Cdan%20keserasian%2C%20keadilan%2C%20kemandirian%2C%20serta%20transparansi%20dan%20akuntabilitas
https://kumparan.com/berita-terkini/pasal-33-ayat-3-uud-1945-tentang-penguasaan-bumi-air-dan-kekayaan-alam-1wiaTJCoL5C/full
https://kumparan.com/berita-terkini/pasal-33-ayat-3-uud-1945-tentang-penguasaan-bumi-air-dan-kekayaan-alam-1wiaTJCoL5C/full
https://kumparan.com/berita-terkini/pasal-33-ayat-3-uud-1945-tentang-penguasaan-bumi-air-dan-kekayaan-alam-1wiaTJCoL5C/full


JBENSM, Volume 1 No. 2 January 2026, 17 - 33    

 

32 

 

Duwi Priyatno. Yogyakarta: Gava Media. 

Priyono and Marnis (2014). Manajemen Sumber Daya Manusia. Jl. Taman Pondok 
Jati J 3, Taman Sidoarjo: ZIFATAMA PUBLISHER 

Putra, E. & N. F. Zabaldi (2022). "Pengaruh Komitmen Organisasi Terhadap Kinerja 
Karyawan Pt. Pegadaian Kota Pekanbaru." Eko dan Bisnis: Riau Economic 
and Business Review 13(1): 20-30. 

Ramadanis, S., et al. (2023). "Pengaruh Efikasi Diri dan Komunikasi Interpersonal 

Terhadap Kinerja Pegawai Honorer Pada Dinas Pendidikan Pemuda dan 

Olahraga Kabupaten Solok." Jurnal Ekonomi dan Manajemen 3(1): 99-109. 

Ratnasari, H. & N. Yusnita (2018). "Analisis Hubungan Efikasi Diri Dengan Kinerja 
Karyawan Pada PT. Metraplasa." Jurnal Ilmiah Manajemen Fakultas 
Ekonomi 4(1): 51-66. 

Rialmi, Z. & M. Morsen (2020). "Pengaruh Komunikasi Terhadap Kinerja 
Karyawan PT Utama Metal Abadi." JENIUS (Jurnal Ilmiah Manajemen 
Sumber Daya Manusia) 3(2): 221-227. 

Rinda, R. T., et al. (2021). "Pengaruh Efikasi Diri dan Komunikasi Interpersonal 

Terhadap Kinerja Pegawai Kecamatan Bogor Selatan." Inovator 10(2): 127- 

132. 

Rivaldo, Y., et al. (2021). "Pengaruh Stres Kerja, Komunikasi, Komitmen Organisasi 
dan Motivasi Terhadap Kepuasan Kerja Pegawai Damkar Pemko Batam." 
Jurnal Manajemen dan Kewirausahaan 1(1): 49-58. 

Sabila, H. & C. S. A. Jabar (2022). "Pengaruh Kepemimpinan Guru, Motivasi Kerja, 
dan Efikasi Diri terhadap Kinerja Guru di Era Pandemi COVID-19." Jurnal 
Pendidikan: Teori, Penelitian, dan Pengembangan 7(9). 

Saputri, T. R. & M. P. Pratama (2020). "Pengaruh Self-Efficacy, Kompensasi 
Finansial, dan Kepuasan Kerja Terhadap Komitmen Organisasi." Jurnal 
Ilmiah Mahasiswa Manajemen, Bisnis Dan Akuntansi (JIMMBA) 2(5): 765-
777. 

Sari, R. W. (2019). "Pengaruh Lingkungan Kerja Dan Komunikasi Terhadap Kinerja 
Di Bumn PT. Inhutani Iv Kab. Pasaman." Jurnal Menara Ekonomi: 
Penelitian Dan Kajian Ilmiah Bidang Ekonomi 5(3). 

Sarwono, S. W. (2009). Pengantar Psikologi Umum. Jakarta: Rajawali Pers. 

Sembiring, J. M. (2022). "Pengaruh Efikasi Diri dan Beban Kerja Terhadap Kinerja 

Melalui Kepuasan Kerja Pergawai Pada Kantor Dinas Ketahana Pangan Dan 

Peternakan Provinsi Sumatera Utara." Jesya (Jurnal Ekonomi Dan Ekonomi 

Syariah) 5(1): 185-199. 

Siahaan, B. G. & I. Masriah (2022). "Pengaruh Komunikasi Terhadap Kinerja 

Karyawan Pada PT Bina Agra Mulya di Jakarta." Jurnal ekonomi efektif 4(2): 

175-181. 
Sitinjak, W., et al (2021). Kinerja Karyawan (Era Transformasi Digital). Melong 

Asih Regency B40 - Cijerah Kota Bandung - Jawa Barat: CV. Media Sains 
Indonesia. 

Sudarsana, I. N & I. Budiasih (2019). “Pengaruh Gaya Kepemimpinan dan Budaya 

Organisasi Pada Kinerja Keuangan Dengan Penerapan Good Corporate 

Governance Sebagai Variabel Moderasi.” E-Jurnal Akuntansi 29(1):78. 
Sugiyono (2018). Metode Penelitian Kuantitatif, Kualitatif Dan Kombinasi 



JBENSM, Volume 1 No. 2 January 2026, 17 - 33    

 

33 

 

(Mixed Methods) Bandung: Alfabeta 

Sulastri, L. & W. Uriawan (2020). "Pengaruh Lingkungan Kerja, Motivasi dan 

Efikasi Diri Terhadap Kinerja Pegawai di Era Industri 4.0." Komitmen: 

Jurnal Ilmiah Manajemen 1(1): 43-49. 

Suratno & M. Fauzan (2023). "Pengaruh Motivasi Kerja, Efikasi Diri dan Etos Kerja 
Terhadap Komitmen Organisasional." Management Studies and 
Entrepreneurship Journal (MSEJ) 4(4): 3773-3784. 

Syam, M., et al. (2023). "Pengaruh Efikasi Diri dan Kemampuan Adaptasi Terhadap 
Kinerja Pegawai Pada Badan Pusat Statistik Kabupaten Gowa." Jurnal 
Manuver: Akuntansi dan Manajemen 1(2): 142-154. 

Tanadi, C., et al. (2020). "Pengaruh Komunikasi dan Konflik Kerja Terhadap 

Komitmen Organisasi PT. Surya Tara Jaya Medan." Jurnal Bisnis Kolega. 

Tanjung, R., et al. (2020). "Pengaruh Penilaian Diri dan Efikasi Diri Terhadap 
Kepuasan Kerja Serta Implikasinya Terhadap Kinerja Guru." Jurnal Ilmiah 
Manajemen, Ekonomi, & Akuntansi (MEA) 4(1): 380-391. 

Ulfa, R. (2021). "Variabel Penelitian Dalam Penelitian Pendidikan." Al-Fathonah 

1(1): 342-351. 

Widjaja, Y. R., et al. (2022). "Pengaruh Budaya Organisasi dan Komitmen 

Organisasi Terhadap Kinerja Karyawan Harian Umum Galamedia Bandung." 

Jurnal Sains Manajemen 4(2): 85-93. 

 


