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ABSTRACT: The purpose of this study is to determine the Influence of Leadership and Self-Efficiency as well
as Job Characteristics on Organizational Commitment and Employee Performance of PT BPD Kaltim Kaltara
Main Branch Samarinda. In this study involved 95 employees as respondents. The data analysis used by the
author is the Structural Equation Model (SEM) using the SmartPLS Program. The results showed that:
Leadership has a positive insignificant effect on organizational commitment. Self efficacy has a significant
positive effect on organizational commitment. Job characteristics have a significant positive effect on
organizational commitment. Leadership has an insignificant negative effect on employee performance. Self-
efficacy has a positive insignificant effect on employee performance. Job characteristics have a significant
positive effect on employee performance. Organizational commitment has a significant positive effect on
employee performance.
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l. INTRODUCTION

Employees in PT BPD Kaltim Kaltara Main Branch Samarinda are the main for achieving
organizational goals employees who are expected to be productive and dexterous in carrying out their duties,
therefore, employees of PT BPD Kaltim Kaltara Main Branch Samarinda must be utilized optimally so that their
existence can be felt and beneficial to the organization. PT BPD Kaltim Kaltara Main Branch Samarinda is very
dependent on employees in developing their abilities, in terms of developing their knowledge, expertise, and
attitudes. This is necessary so that the performance of employees can increase, employees have accuracy in
carrying out tasks, and cooperation between various work units that carry out different activities. To bring out
behavior as expected, organizations need leaders who are aware of the importance of such behavior to influence
and direct their employees in eliciting performance-oriented behavior. A leader must have a leadership style that
is able to support and continue to develop the performance of his employees.

Based on observations made by researchers in the field related to leadership dynamics at PT BPD
Kaltim Kaltara Main Branch Samarinda, it was revealed that there were a number of aspects that became
highlights. One of the main findings is that there are problems related to leadership skills that are still not
optimal, as expressed by most employees. In this context, there is a lack in the leader's ability to establish good
relationships with subordinates, which is an important key in creating a harmonious and productive work
environment. There are also weaknesses in the aspect of delegation of duties and responsibilities by leaders to
employees in accordance with their main duties and functions. The inability to delegate tasks appropriately and
efficiently can hinder overall organizational performance. This can have implications for delays in decision
making, decreased employee motivation, and hampered effective work flow. The impact of leadership
incompetence can also be seen from the overall performance of the organization, where PT BPD Kaltim Kaltara
Main Branch Samarinda experienced obstacles in achieving the expected effectiveness and efficiency.
Therefore, improvements in leadership competence and the ability to delegate tasks and responsibilities are
crucial to improve performance and achieve organizational goals more effectively in the future.

Based on observations made by researchers related to self-efficacy in the work environment, it was
found that there are still many employees who experience a lack of confidence in carrying out their duties and
responsibilities. This phenomenon includes several aspects, among which is the lack of self-confidence in
solving various problems that arise, as well as the disbelief in themselves that the hard effort they make will
produce a positive impact in the achievement of their work goals. This lack of self-confidence can affect various
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aspects of employee performance as a whole, when an employee does not fully believe in his or her ability to
complete tasks well, this can result in delays or even inaccuracies in the completion of work. In addition, a lack
of self-confidence can also affect employees' overall motivation and productivity levels, as they tend to
procrastinate or avoid tasks that are considered difficult or challenging. The impact of this lack of self-efficacy
can also be felt in team dynamics and the work culture of the organization as a whole. When most employees
feel unsure of their own abilities, this can hinder the creation of a collaborative and innovative work
environment. In addition, a lack of self-confidence can also hinder employees' ability to take constructive risks
in finding solutions to complex problems.

Based on the results of observations made in the field related to the characteristics of work at PT BPD
Kaltim Kaltara Main Branch Samarinda, a humber of aspects of concern were identified. One of them is the
monotony of skills possessed by most employees in carrying out their duties. This phenomenon indicates the
need to increase the variety and complexity in work in order to enrich the overall experience and skills of
employees. Employees lack deep meaning in the work they have been responsible for. Lack of understanding of
the significance and impact of the tasks at hand can reduce the level of motivation and involvement of
employees in achieving optimal results. Therefore, efforts are needed to increase employee awareness and
understanding of the importance of their role and contribution in achieving organizational goals. Employees still
depend significantly on the decisions of superiors in solving problems that arise. This dependence can hinder
employee initiative and creativity in finding innovative and effective solutions. In this context, it is important to
build a work culture that encourages individual independence and responsibility in completing their tasks. The
impact of this dependence can also be seen from the less than optimal use of feedback in achieving the desired
results. Employees have not fully understood and utilized the feedback provided to improve their overall
performance. Therefore, efforts are needed to increase openness and responsiveness to feedback, as well as
ensure that it is used effectively for learning and improvement.

The phenomenon related to organizational commitment among employees of PT BPD Kaltim Kaltara
Main Branch Samarinda illustrates the complexity of organizational dynamics involving various generations of
employees. Through the observations of researchers, it was identified that there is a difference in the level of
organizational commitment between the older generation and the younger generation. This phenomenon is the
result of exploration that includes the causes of these differences and their impact on employee performance. In
the context of banks that have employees from various generations, work-life balance is one of the crucial
factors that affect employee commitment to the organization. Effective management of employees' work needs
and personal needs plays an important role in determining their level of commitment to the organization. The
impact of organizational change is also a significant factor in influencing employees' organizational
commitment. Major changes in a bank's organizational structure, leadership changes, restructuring, or policy
changes can trigger a mixed response from employees. How employees respond to such changes and the extent
to which those changes affect their commitment are important aspects that must be considered in an effort to
improve organizational performance. Therefore, management needs to understand and manage differences in the
level of organizational commitment between different generations, as well as ensure policies and practices are in
place that support employee work-life balance. In addition, in the face of organizational change, it is important
to actively involve employees in the change process and provide the necessary support and training to help them
adapt to the change. Thus, companies can strengthen employees' organizational commitment and improve
overall performance.

The phenomenon related to employee performance at PT BPD Kaltim Kaltara Main Branch Samarinda
illustrates a number of challenges that need to be addressed operationally. Based on the observations of
researchers, some of the problems that arise include a decrease in the quantity of work, a decrease in the quality
of work, and inaccuracy in completing tasks. Decreased quantity of work becomes a major problem that may be
caused by excessive workload, fatigue, or lack of drive. To address this, management may consider evaluating
work allocations, identifying deficient resources, and providing appropriate support and incentives to
employees. Deterioration in work quality also needs attention, which can be caused by lack of training,
vagueness of tasks, or lack of resources. Operational solutions include the provision of appropriate training, the
formulation of clear work instructions, as well as the allocation of adequate resources to support employees in
achieving the expected quality standards. Inaccuracy in the completion of tasks must also be addressed. This
may be due to interruptions in workflow, lack of time planning, or technical constraints. Management may
consider improving work processes, improving time planning, as well as providing technical support necessary
to improve task completion efficiency. The mismatch between the duties and skills of the employee needs to be
noted. This can lead to a decrease in the quality and quantity of work, as well as potential employee
dissatisfaction. Operational solutions include reviewing task allocation, providing additional training, or
adjusting employee skills to assigned tasks. External factors such as changes in company policies, market
changes, or unstable economic situations can also affect employee performance. Management needs to monitor
these external developments and formulate responsive strategies to manage their impact on employee
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performance. Based on the background and reviews above, this study was conducted with the title "Analysis of
the Influence of Leadership and Self-Efficiency and Job Characteristics on Organizational Commitment and
Employee Performance of PT BPD Kaltim Kaltara Main Branch Samarinda".

1. LITERATURE REVIEW

Leadership to Organizational Commitment

Robbins & Judge, (2015) states that effective leaders in applying certain styles in their leadership must
first understand who the subordinates lead, understand the strengths and weaknesses of their subordinates, and
understand how to utilize the strengths of subordinates to compensate for the weaknesses they have. Northouse
(2018) stated that public and private organizations found significant differences in the influence of leadership on
employee satisfaction and commitment where in public organizations it is less significant than private
organizations. This is supported by the fact that due to their wage regulations, withdrawal, selection, training,
and promotion criteria and procedures, public organizations are less effective than private organizations in
maintaining the competence of leaders, in addition, private organizations are more competitive in the labor
market to attract available leaders who are more competitive. Research conducted by Rego et al. (2016), Ahmad
et al. (2015), Farahani et al. (2011), Wulani et al. (2019), Osman & Bahari (2014), Keskes (2014), Celik et al.
(2015) stated that leadership has a significant effect on organizational commitment, in contrast to research
conducted by Palta (2019), Gulluce et al. (2016), Abdullah et al. (2015) stated that leadership has an
insignificant effect on organizational commitment.

H1: Leadership has a positive effect on the organizational commitment of employees of the State Civil
Apparatus PT BPD Kaltim Kaltara Main Branch Samarinda

Self-efficacy to Organizational Commitment

Organizational commitment is a psychological contract between employees and the organization. The
psychological contract referred to here is an unwritten agreement that formulates what the organization wants
with employees and vice versa. If employees fail to obtain psychological contracts, it will result in dysfunctional
conflicts that will reduce organizational commitment and these employees will have an influence on role
conflicts within members if the results expected by the organization through the completion of tasks on
members are not able to be resolved properly. Bandura (2016) states that this role conflict has a very close
relationship with employee self-efficacy because with self-efficacy it determines how the member feels, thinks,
motivates themselves and how they should behave. Self-efficacy as an employee's confidence in his or her
ability to exercise some form of control over employee functioning and events in his work environment.
Banduran (2016) states that the higher the self-efficacy of employees, the more persistent the efforts made,
many studies prove that self-efficacy and improve the quality and psychosocial of employees, then good self-
efficacy has a major contribution to the individual, this includes: how individuals formulate targets for
themselves, individuals fight for targets, the individual can face failure, thus it can be said that Self-efficacy
affects It's how an employee thinks, feels, motivates themselves and acts that will ultimately create
organizational commitment. Research conducted by Syarif &; Herlina (2019), Zhu (2018), Chung (2019),
Kusumaninggati et al. (2018), Demir (2018), Saremi & Rezeghi (2015), Lee & Kim (2019), Almutairi (2020)
states that self-efficacy has a significant effect on organizational commitment, in contrast to research conducted
by Agu (2015), Basnet & Regmi (2019) states that self-efficacy has an insignificant effect on organizational
commitment.

H2: Self-efficacy has a positive effect on the organizational commitment of employees of PT BPD
Kaltim Kaltara Main Branch Samarinda

Characteristics of Work to Organizational Commitment

The characteristics of the work that employees have will have an impact on organizational commitment.
The higher the employee's job characteristics, the stronger the organizational commitment and vice versa.
(Mathis & Jackson, (2016)) Research conducted by Nurtjahjono et al. (2020), Putri & Matono (2015), Putra et
al. (2018), Lewicka et al. (2018), Baiquni & Lizar (2018) stated that job characteristics have a significant effect
on organizational commitment, in contrast to research conducted by Yoon et al. (2018) stated that job
characteristics have an insignificant effect on organizational commitment.

H3: Job characteristics positively affect the organizational commitment of employees of PT BPD Kaltim
Kaltara Main Branch Samarinda

Leadership towards Employee Performance

Bass (2017) defines leadership as a leader who has the power to influence subordinates in certain ways.
Leadership in principle motivates subordinates to do better than what is usually done, in other words it can
increase the confidence or confidence of subordinates which will affect performance improvement. (Robbins &
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Judge, 2015). Leaders have a great responsibility to create conditions that stimulate members to achieve their
goals. Leadership reflects the ability of employees to influence individuals or groups, and is flexible in how to
approach to improve performance. Bass, (2017) to achieve the goals of the organization, employees must put
aside their personal goals or at least have a partial goal to achieve the main goals of the organization. In the
context of organizations, the nature of performance is determined by the organization itself. Employees are an
important part of achieving the goals of an organization, and leadership style can have an influence on employee
performance. (Luthan, 2016). A good leader understands the importance of employees in achieving
organizational goals, and motivates them to achieve those goals. To have an effective organization, employees
in the organization must be inspired to invest themselves in the organization in addition to employees must be
stimulated so that they can be more effective. Effective organizations require effective leadership (Robbins &
Judge, 2015). Research conducted by Hurduzeu (2015), Saleem et al. (2020), Manzoor et al. (2019), Shafique et
al. (2018), Arif & Akram (2018), Garcia &; Russo (2019), Jing & Avery (2016), Wang &; Guan (2018) stated
that leadership has a significant effect on performance, in contrast to research conducted by Eliyana &; Muzakki
(2019), Tentama et al. (2019) stated that leadership has no significant effect on performance.

H4: Leadership has a positive effect on the performance of employees of PT BPD Kaltim Kaltara Main
Branch Samarinda

Self-efficacy of Employee Performance

Self-efficacy is a belief that arises from having confidence in the ability he has in carrying out a job.
Confidence relates to the drive that employees have to be more confident and have confidence in their own
abilities. (Bandura, (2016)). Self-efficacy is needed in employees, by increasing the ability to do the tasks given
so that the organization runs optimally and employee performance will increase. Self-efficacy is needed to make
employees work well and have high performance (Alwisol, 2019). Research conducted by Mustafa et al. (2019),
Kappagoda (2018), Kostagiolas et al. (2019), Fahmi et al. (2019), Ingusci et al. (2019), Cherian & Jacob (2018),
Ballen et al. (2017), Nuutila et al. (2020), Lisbona et al. (2018) stated that self-efficacy has a significant effect
on performance, in contrast to research conducted by Mangi et al. (2019) stated that self-efficacy has no
significant effect on performance.

H5: Self-efficacy has a positive effect on the performance of employees of PT BPD Kaltim Kaltara Main
Branch Samarinda

Job Characteristics to Employee Performance

The characteristics of the work that employees have will have an impact on employee performance.
Employees who have low attachment will work without having a sense of responsibility and the work produced
is often less satisfying. This is because employees do not have a sense of concern for the success of the
organization, so employees are indifferent to the vision, mission and goals of the organization. (Mathis &
Jackson, 2016). Research conducted by Sulin &; Yanuar (2019), Lumbanraja &; Nizma (2015), Nurtjahjono et
al. (2020), Hanafi (2016) stated that job characteristics have a significant effect on performance, in contrast to
research conducted by Asnawi (2018), Riyadi (2019) stated that job characteristics have an insignificant effect
on performance.

H6: Job characteristics have a positive effect on the performance of employees of PT BPD Kaltim
Kaltara Main Branch Samarinda

Organizational Commitment to Employee Performance

One of the things that can affect job performance or employee performance is the organizational
commitment possessed by the employee. The phenomenon that often arises today is the lack of achievement of
organizational effectiveness caused by the lack of achievement of work completion targets, as well as high
absenteeism rates, indicating a low level of organizational commitment owned by employees. (Allen & Mayer,
2019). Employees with high organizational commitment have different attitudes than those with low
commitment. High organizational commitment results in low work performance, low absenteeism rates, and low
levels of achievement of employee work targets. Highly committed employees will have high work
performance. Organizational commitment encourages employees to keep their jobs and show the results they
should, conversely, low employee commitment has a negative impact. (Davis & Newstorm, 2011) Employees
with low commitment will not give their best to the organization and with not achieving optimal work. In
addition, employees with low organizational commitment can create a tense atmosphere and trigger conflict.
(McCormick & Tiffin (2015)). Research conducted by Suharto et al. (2019), Karem et al. (2019), Maswani et al.
(2019), Lin & Shigian (2018), Rahim & Jaman (2018), Ramli (2017), Sugiono et al. (2019), Ke & Deng (2018),
Hutagalung (2020), Rose et al. (2019) stated that organizational commitment has a significant effect on
performance, in contrast to research conducted by Harwiki (2016), Eliyana &; Muzakki (2019) stated that
organizational commitment has an insignificant effect on employee performance.
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H7: Organizational commitment has a positive influence on the performance of employees of PT BPD
Kaltim Kaltara Main Branch Samarinda

Leadership of employee performance through organizational commitment

Leadership is the main element because leadership factors can have a meaningful influence on employee
performance because leaders who plan, infirm, make and evaluate various decisions that must be implemented,
leaders as supporters of organizational success in influencing their subordinates, in order to improve employee
performance and employee commitment to their organizations. Employees are an important part of the
organization because employees will play a role in planning, implementing and accountability in an organization
in order to achieve goals. One of the reasons employees work is to receive rewards for services that have been
provided by employees in the form of completing work, in the implementation of work employee attitudes can
be influenced by thoughts, feelings and desires. This attitude will determine how much love for work is charged
to him. Robbins & Judge (2015) stated that organizational commitment is one of the factors that affect employee
performance, this is because organizational commitment indirectly affects the actions of an employee at work.
Organizational commitment is usually made by employees to stay in an organization by supporting the goals of
the organization in which the employee works. Research conducted by Limbarwati &; Lukiastuti (2019) states
that organizational commitment is able to mediate positively and significantly leadership variables on employee
performance. Based on this statement, it can be seen that organizational commitment can be a mediating
variable in its influence between leadership and employee performance.

H8: Leadership has a positive influence on the performance of employees of PT BPD Kaltim Kaltara
Main Branch Samarinda through organizational commitment

Self-efficacy of employee performance through organizational commitment

Self-efficacy is the belief that employees have about their abilities and also the results they will get from
themselves which are reflected through hard work influencing the way they behave according to Bandura (2016)
self-efficacy is an individual's belief in his ability to master situations and obtain positive results. According to
Robbins & Judge (2015), organizational commitment is an attitude that reflects employees' feelings of liking or
disliking the organization. It determines the attitude and formation of self-efficacy in the form of employees'
beliefs about their abilities and chances of succeeding in achieving a particular task. Self-efficacy will
encourage employees to be more enthusiastic in achieving optimal results pursued through themselves in
achieving performance, this is evidenced by research Ahmad (2015) states that organizational commitment has a
positive and significant influence on the relationship of self-efficacy variables to employee performance so that
it can be concluded that organizational commitment is capable as a mediation variable. The appreciation given
by employees to the organization is as a form of achievement or even as support to the organization which is
shown through organizational commitment and has an impact on employee performance so that employees can
improve performance in achieving achievements. Mathis & Jackson (2016) states that organizational
commitment is the level of trust and acceptance of employees towards organizational goals and having the
desire to remain in the organization, while performance is the result of work in quantity and quality achieved by
an employee in carrying out his duties in accordance with the responsibilities given. Based on this statement, it
can be seen that organizational commitment is able to mediate as a mediating variable in its influence between
self-efficacy on employee performance.

H9: Self Efficacy has a positive effect on the performance of employees of PT BPD Kaltim Kaltara Main
Branch Samarinda through organizational commitment

Characteristics of work to employee performance through organizational commitment

Mathis & Jackson (2016) Job characteristics aim to organize work assignments that meet organizational,
technological and behavioral needs. Job characteristics are job descriptions that become guidelines in work and
in their implementation can achieve satisfaction Employee performance can improve because superiors know
the work of subordinates by knowing the characteristics of work into tasks in varied jobs, more demanding
responsibilities. Improving employee performance will bring progress for an organization to be able to survive
in a competitive environment of tasks and responsibilities. Improving employee performance is the most serious
organizational challenge because success in achieving goals and vision and mission depends on the quality of
HR performance in the organization (Kreitner &; Kinicki, 2018). Employees who have high performance will
certainly be liked by superiors because superiors know that people who have high performance will complete
job tasks well. Performance in carrying out its functions does not stand alone, but is related to organizational
commitment. Robbins & Judge (2015) assert that performance is a combination of organizational commitment
that exists in employees in understanding the concept of performance. Employees will achieve high
performance, if they have organizational commitments that support employees in carrying out their duties. The
process of activities in work will ultimately produce the desired performance in accordance with the goals of the
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organization. High organizational commitment in employees will make employees work diligently to carry out
their work with job characteristics, but if the organizational commitment is low then on the contrary makes them
not enthusiastic about work and easily give up. The results of this study are supported by research conducted by
Sunanto (2018) showing that job characteristics have a positive and significant influence on employee
performance with organizational commitment as a mediating variable or intervening variable. The results of this
study concluded that organizational commitment can be a mediating variable because it has a positive and
significant influence.

H10: Job characteristics positively affect the performance of employees of PT BPD Kaltim Kaltara Main
Branch Samarinda through organizational commitment

Based on the formulation of hypotheses, the research model proposed by the authors is as shown in Figure 1.

Figure 1: Conceptual Framework

Leadership
(X1)

Organizational
Commitment
(Y1)

Employee
Performance
(Y2)

Job
Characteristics
(X3)

Source: Result of author's analysis, 2024

1. RESEARCH METHODOLOGY

The population in this study is all employees at PT BPD Kaltim Kaltara Main Branch Samarinda which
amounts to 100 service division employees. The sample used in this study is by purposive sampling method
based on the provisions stated by Sugiyono (2018: 63), purposive sampling is a sampling method carried out
with a specific purpose or purpose. In the context of research, purposive sampling is not based on chance, but is
chosen deliberately by the researcher because the sample is considered to provide insight and information that is
most relevant to the research question, the type of purposive sampling taken in this study is maximum variation
sampling, maximum variation sampling is to select samples that include maximum variation in certain
characteristics, this is done to get a better picture comprehensive on the research topic so that based on this, the
sample in this study amounted to 100 respondents or employees of the service division at PT BPD Kaltim
Kaltara Main Branch Samarinda. This study uses Structural Equation Modeling (SEM) analysis tools with the
help of the Partial Least Square (PLS) program, in general, SEM and PLS as analytical methods that are quite
important in social and management research, because they are able to test relationships between variables
simultaneously and take into account latent variables that are not directly observed.
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V. RESULT AND DISCUSSION

Data Analysis

The first-stage model evaluation focuses on the measurement model. Examination of the PLS-SEM
estimation for the measurement model allows the researcher to evaluate the reliability and validity of the
constructs. Multivariate measurement involves using multiple variables to measure a concept indirectly.
Evaluation of the measurement model includes tests of internal consistency reliability, indicator reliability,
convergent validity and discriminant validity as shown in Table 1. There are two methods that can be used to
measure reliability of a construct, namely Cronbach's alpha or composite reliability. However, the use of
Cronbach's alpha tends to provide a lower estimated value so that PLS-SEM is recommended to use composite
reliability. Indicator reliability on PLS-SEM is measured from the outer loading value which shows the
correlation between the indicator and its construct. Convergent validity in constructs can be measured using
AVE. Discriminant validity can be measured from cross loading or the loading value of other constructs is a
comparison to the value of the outer loading indicator associated with a construct where the required loading
indicator value must be more than the cross-loading value.

Table 1: Evaluation of Measurement Model

. . . Composite Cross
Variables Indicators Loadings Reliability AVE Loading

X1 1 0,864

Leadership X12 0,884
(x1) X13 0,906 0,939 0,754 Yes

X1 4 0,875

X1 5 0,811

X2_1 0,830

" X2 2 0,703
Se'f'('f(fzf)'cacy X2_3 0,878 0,907 0,662 Yes

X2_4 0,809

X2 5 0,839

X3 1 0,651

Job Characteristics X3 2 0,879
(X3) X3 3 0,880 0,890 0,672 Yes

X3 5 0,847

Organizational Y11 0,940
Commitment Y1l 2 0,937 0,962 0,893 Yes

(Y1) Y13 0,957

Employee Y2_1 0,928
Performpang,e (Y2) Y2 2 0,896 0,908 0.832 Yes

Source: Calculated using SmartPLS, 2024

The information presented describes the results of factor analysis conducted to examine the relationship
between several variables measured in a study. The variables observed consisted of leadership, self-efficacy, job
characteristics, organizational commitment, and employee performance. Each of these variables has several
indicators that are used to measure or represent certain aspects of that variable. Given loadings indicate how
strong the relationship between each indicator and its associated variables is. Composite reliability is a measure
of the combined reliability of the indicators in a variable, while Average Variance Extracted (AVE) measures
how well the indicators represent that variable. Cross loading indicates whether certain indicators have a
significant correlation with other variables, which may indicate a problem in construct validity. By examining
this information, researchers can evaluate the reliability and validity of the measurement instruments used in the
study.

Hypothesis Test

After ensuring that the measurement model of the construct is reliable and valid, then hypothesis
testing is carried out. Hypothesis testing in this study is carried out on a structural model or inner model which
shows a direct or indirect relationship between exogenous and endogenous latent variables. Hypothesis testing is
based on the significance value of the path coefficient after resampling or bootstrapping 5,000 times. The
statistical test used is the t test with a confidence level of 95% or a significance level of 5%. The hypothesis is
accepted if the t value is more than the t-table value for the two-tailed test, namely 1,96. The results of
boostraping procedur as shown in Table 2.

Direct Effect: Direct effects refer to the influence or relationship between one variable and another
without any intermediate variables. In this case, the information provides details about the direct effects between
variables, including the original sample size, T statistics, P values, and whether the effects are significant.
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The influence of leadership on organizational commitment has a coefficient value of 0.120 witha T
statistic of 0.993 and a P value of 0.321. The results of the analysis showed that the influence tended to
be positive, although not statistically significant.

The effect of self-efficacy on organizational commitment has a higher coefficient value, which is 0.404,
with a statistical T of 3.903 and a very statistically significant P value, which is 0.000. This indicates
that self-efficacy has a positive and significant influence on organizational commitment.

Job characteristics also have a significant influence on organizational commitment, with a coefficient
value of 0.419, a T statistic of 4.062, and a P value of 0.000. These results suggest that job
characteristics have a strong positive influence on organizational commitment.

The effect of leadership on employee performance, although negative with a coefficient value of -
0.196, was not statistically significant with a P value of 0.071. This suggests that the influence of
leadership on employee performance tends to be negative, but not significantly.

Self-efficacy has a positive influence on employee performance, but is not statistically significant. A
coefficient value of 0.204 with a statistical T of 1.500 and a P value of 0.134 indicates that this effect is
not significant.

The effect of job characteristics on employee performance is positive and statistically significant. A
coefficient value of 0.365, with a T statistic of 2.407, and a P value of 0.016 confirms that job
characteristics play an important role in improving employee performance.

Organizational commitment has a strong and significant influence on employee performance. With a
coefficient value of 0.493, a statistical T of 3.018, and a P value of 0.003, the results of the analysis
show that organizational commitment makes a significant positive contribution to employee
performance.

Indirect Effect: Indirect effects involve the influence of one variable on another variable through an

intermediary or mediating variable. The information provided for indirect effects includes the original sample
size, T statistics, P values, and explanations about the significance of the indirect effects.

1. The direct influence of leadership on employee performance is not significant, but through the
mechanism of organizational commitment, this influence is not statistically significant. A coefficient
value of 0.059 with a statistical T of 0.889 and a P value of 0.369 indicates that this indirect effect has
not proven significant.

2. The effect of self-efficacy on employee performance through organizational commitment showed
statistically significant results. With a coefficient value of 0.199, a T statistic of 2.473, and a P value of
0.013, this confirms that self-efficacy can improve employee performance through organizational
commitment.

3. Job characteristics also have a significant indirect effect on employee performance through
organizational commitment. With a coefficient value of 0.207, a T statistic of 2.420, and a P value of
0.016, this shows that job characteristics can improve employee performance through organizational
commitment.

Table 2.
Bootstraping Results
Direct Effect (Dirrect Effect)
The Value of Influence Between Variables Original Sample T Statistics P Values Information

Leadership to organizational commitment 0,120 0,993 0,321 Insignificant Positive

Self Efficacy to organizational commitment 0,404 3,903 0,000 Significant Positive

Characteristics of work to organizational - .

B—————— 0,419 4,062 0,000 Significant Positive

Leadership towards employee performance -0,196 1,808 0,071 Insignificant Negative

Self efficacy on employee performance 0,204 1,500 0,134 Insignificant Positive

Characteristics  of ~ work o employee 0,365 2,407 0,016 Significant Positive

performance

Organizational commitment to employee 0,493 3,018 0,003 Significant Positive

performance

Indirrect Effect
The Value of Influence Between Variables Original Sample T Statistics P Values Information
Leadership of employee performance through 0,059 0,889 0,369 Insignificant Positive
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Direct Effect (Dirrect Effect)

The Value of Influence Between Variables Original Sample T Statistics P Values Information

organizational commitment
Self-efficacy of employee performance

L - 0,199 2,473 0,013 Significant Positive
through organizational commitment
Characteristics of work to employee
performance through organizational 0,207 0,2,420 0,016 Significant Positive

commitment
Source: Calculated using SmartPLS, 2024

Discussion

The influence of leadership on organizational commitment is an important topic in the context of
human resource management and organizations. In this study, a coefficient value of 0.120 indicates that there is
a positive relationship between leadership and organizational commitment. However, a T statistic of 0.993 and a
P value of 0.321 indicate that the effect is not statistically significant. These results are in line with previous
research suggesting that the influence of leadership on organizational commitment can vary, depending on the
organizational context and research methodology used. Robbins & Judge (2015) and Northouse (2018) provide
an enriching view of the dynamics of leadership and organizational commitment. According to Robbins &
Judge, effective leaders are those who are able to understand the individual characteristics and needs of their
subordinates, and can manage their strengths and weaknesses well. Northouse added that differences in the
influence of leadership on employee satisfaction and commitment between public and private organizations may
be due to differences in structure and policy within the two types of organizations. This provides an important
theoretical foundation in interpreting research results, because organizational context can influence the
dynamics of relationships between the variables studied. The mixed opinions in the literature regarding the
relationship between leadership and organizational commitment are also noteworthy. Several studies, such as
those conducted by Rego et al. (2016), Ahmad et al. (2015), and others, support the finding that leadership has a
significant influence on organizational commitment. However, other studies conducted by Palta (2019), Gulluce
et al. (2016), Abdullah et al. (2015), concluded that the influence was not significant. These differences may be
due to variations in research methodology, organizational context, and characteristics of the samples used in the
study. In a practical context, the results of this study suggest that although leadership has the potential to
influence organizational commitment, it is important for managers and organizational leaders to understand that
other factors, such as organizational structure and human resource management policies, can also play a
significant role in shaping employee commitment to the organization. Therefore, to increase organizational
commitment, a holistic approach that pays attention to various aspects of the organizational environment is
needed.

The effect of self-efficacy on organizational commitment was the main subject in this study. A high
coefficient of 0.404, coupled with a statistically T of 3.903 and a statistically significant P value of 0.000,
confirms that self-efficacy has a positive and significant influence on organizational commitment. These
findings are consistent with psychological theories such as those outlined by Bandura (2016), which state that
self-efficacy, or an individual's belief in his or her ability to overcome challenges and achieve goals, plays an
important role in shaping organizational commitment. This shows that the higher a person's self-efficacy, the
more likely the individual will have a strong commitment to the organization where he works. The contractual
approach of explaining organizational commitment, as mentioned in the second piece of information, adds
complexity to our understanding of this phenomenon. The psychological contract between employees and the
organization underscores the importance of conformity between individual expectations of the organization and
the reality they experience. Bandura (2016) also highlights the close relationship between self-efficacy and role
conflict in individuals. In this context, self-efficacy plays a role in determining how individuals deal with tasks
and challenges faced in the work environment, thus influencing how individuals formulate targets, fight for
those targets, and deal with failure. In terms of empirical research, findings that support a significant influence
between self-efficacy and organizational commitment, as reported by Syarif &; Herlina (2019), Zhu (2018), and
others, confirm the consistency of these findings. However, there are also studies that find different results, such
as those conducted by Agu (2015) and Basnet &Regmi (2019). This difference may be due to the different
contextual and methodological factors in the study, as well as the characteristics of the sample used. This
emphasizes the importance of paying attention to the context and methodology of research in interpreting
research results and recognizes that the phenomenon of organizational commitment is a complex subject and can
be influenced by various interacting variables.
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Findings on the influence of job characteristics on organizational commitment highlight the importance
of job factors in forming individual bonds with the organization in which they work. In this study, a high
coefficient value of 0.419, supported by a statistical T of 4.062 and a P value of 0.000, indicates that job
characteristics have a strong positive influence on organizational commitment. These results are consistent with
management theories that emphasize the importance of job design that motivates and meets individual needs to
create a strong commitment to the organization. The views of Mathis & Jackson (2016) add to our
understanding of the relationship between job characteristics and organizational commitment. They assert that
good job characteristics can increase an individual's commitment to the organization, while less satisfactory job
characteristics tend to reduce that commitment. This demonstrates the importance of job design that pays
attention to aspects such as task variability, autonomy, and clear feedback to motivate employees and reinforce
their commitment to the organization. Empirical research cited also supports the finding that job characteristics
have a significant effect on organizational commitment. Findings from Nurtjahjono et al. (2020), Putri &
Matono (2015), and others, confirm that job characteristics play an important role in shaping individual
commitment to organizations. Nevertheless, research conducted by Yoon et al. (2018) showed different results.
These differences may be due to variations in research methodology, organizational context, and characteristics
of the sample used. This research highlights the importance of job characteristics in shaping organizational
commitment. These findings have practical implications for managers and organizational leaders in designing
work that motivates and meets individual needs, thereby increasing employee commitment to the organization.
Therefore, in designing a human resource management strategy, it is important to pay attention to work factors
that can strengthen employee commitment and build a more productive and sustainable work environment.

The influence of leadership on employee performance is the main focus in this study. Although the
value of the coefficient found was negative (-0.196), it was not statistically significant with a P value of 0.071.
These results suggest that despite negative trends between leadership and employee performance, the
relationship is not statistically significant. These findings raise questions regarding the complex dynamics
between leadership and employee performance that may be influenced by a variety of contextual factors. Views
from Bass (2017), Robbins & Judge (2015), and Luthan (2016) provide a deep understanding of the relationship
between leadership and employee performance. They emphasize the importance of the leader's role in
influencing employee performance through motivation, the creation of stimulating working conditions, and the
establishment of goals that are integrated with organizational goals. This shows that effective leadership can
provide a strong impetus for employees to achieve organizational goals. The empirical research cited also
provides an overview of variations in the relationship between leadership and employee performance. Findings
from Hurduzeu (2015), Saleem et al. (2020), and others, confirm that leadership has a significant influence on
employee performance. However, there are also studies that find different results, such as those conducted by
Eliyana & Muzakki (2019), Tentama et al. (2019), which state that leadership does not have a significant effect
on performance. This difference may be due to the different contextual and methodological factors in the study,
as well as the characteristics of the sample used. Although the relationship between leadership and employee
performance tended to be negative, it was not statistically significant in the study. This suggests complexities in
leadership dynamics and employee performance that may be influenced by a variety of contextual factors that
need to be considered in further research. The practical implication of these findings is that it is important for
organizations to pay attention to the role and style of leadership in motivating and guiding employees to achieve
optimal performance.

The effect of self-efficacy on employee performance was a concern in this study. Although the value of
the coefficient shows a positive influence (0.204), it is not statistically significant with a P value of 0.134. This
indicates that, although there is a tendency that self-efficacy contributes positively to employee performance, the
relationship is not considered statistically significant in the context of this study. The views of Bandura (2016)
and Alwisol (2019) provide a deeper understanding of the importance of self-efficacy in improving employee
performance. Self-efficacy, as an individual's belief in his or her ability to complete tasks, plays an important
role in motivating employees and improving their performance. This creates a strong drive for individuals to
behave proactively and put a lot of effort into achieving organizational goals. The empirical research cited also
provides an overview of variations in the relationship between self-efficacy and employee performance.
Findings from Mustafa et al. (2019), Kappagoda (2018), and others, confirm that self-efficacy has a significant
influence on employee performance. However, there are also studies that find different results, such as those
conducted by Mangi et al. (2019), which state that self-efficacy does not have a significant effect on
performance. This difference may be due to the different contextual and methodological factors in the study, as
well as the characteristics of the sample used. Despite the trend that self-efficacy contributes positively to
employee performance, the relationship was not considered statistically significant in the study. This suggests
complexities in the dynamics between self-efficacy and employee performance that may be influenced by a
variety of contextual factors that need to be considered in further research. The practical implication of these

DOI: 10.35629/8028-13055773 www.ijbmi.org 66 | Page



The Influence Analysis of Leadership and Self-Efficacy as well as Job Characteristics ..

findings is that it is important for organizations to pay attention to and strengthen employees' self-confidence
through various self-development strategies, so as to effectively improve their performance.

The influence of job characteristics on employee performance is the main focus in this study. The
findings show that job characteristics have a statistically positive and significant influence on employee
performance. A high coefficient value (0.365), supported by a significant T statistic (2.407), and a low P value
(0.016), confirms that job characteristics play an important role in improving employee performance. The view
from Mathis & Jackson (2016) provides a deeper understanding of the relationship between job characteristics
and employee performance. They emphasize that good job characteristics, such as a clear level of responsibility
and relevance of the job to organizational goals, can improve employee performance. Conversely, employees'
lack of attachment and concern for their work can result in unsatisfactory performance. Empirical research cited
also provides support to the finding that job characteristics have a significant effect on employee performance.
Findings from Sulin &; Yanuar (2019), Lumbanraja & Nizma (2015), and others, confirm that job
characteristics play an important role in shaping employee performance. However, there are also studies that
find different results, such as those conducted by Asnawi (2018) and Riyadi (2019), which state that job
characteristics do not have a significant effect on performance. These differences may be due to variations in
research methodology, organizational context, and characteristics of the sample used. These findings confirm
that job characteristics have a positive and significant influence on employee performance. This emphasizes the
importance for organizations to pay attention to job design that motivates and meets the needs of employees, so
as to improve their performance effectively. The practical implication of these findings is that it is important for
managers to understand and pay attention to how job characteristics can affect employee performance, as well as
to design human resource management strategies that match existing job characteristics.

Organizational commitment has a very important role in determining employee performance, according
to the findings in this study. A high coefficient value (0.493), supported by a significant T statistic (3.018), and a
low P value (0.003), indicates that organizational commitment makes a significant positive contribution to
employee performance. These findings underscore the importance of organizational commitment in creating
better performance in the work environment. The views of Allen & Mayer (2019) and Davis & Newstorm
(2011) provide a deeper understanding of the relationship between organizational commitment and employee
performance. They emphasize that employees with high organizational commitment tend to perform better,
including low absenteeism rates, high achievement of work targets, and a tendency to keep their jobs.
Conversely, low organizational commitment can lead to suboptimal performance and even trigger conflict in the
workplace. The empirical research cited also lends support to the finding that organizational commitment has a
significant effect on employee performance. Findings from Suharto et al. (2019), Karem et al. (2019), and
others, confirm that organizational commitment plays an important role in shaping employee performance.
However, there are also studies that find different results, such as those conducted by Harwiki (2016) and
Eliyana &; Muzakki (2019), which state that organizational commitment has no significant effect on
performance. These differences may be due to variations in research methodology, organizational context, and
characteristics of the sample used. These findings confirm that organizational commitment has a strong and
significant influence on employee performance. The practical implication of these findings is that it is important
for organizations to pay attention to and strengthen employees' organizational commitment through various
human resource management strategies, so as to improve their overall performance and productivity.

The research revealed that the direct influence of leadership on employee performance was not shown
to be statistically significant. However, through the mechanism of organizational commitment, this influence is
also not statistically significant. A low coefficient value (0.059), supported by an insignificant T statistic
(0.889), and a high P value (0.369), suggests that this indirect effect has not proven significant. This shows the
complexity in the relationship between leadership, organizational commitment, and employee performance. The
views of Robbins & Judge (2015) provide a deeper understanding of the relationship between leadership,
organizational commitment, and employee performance. They emphasize that organizational commitment, as a
factor influencing employee performance, can act as a mediating mechanism between leadership and employee
performance. This means that organizational commitment can link the influence of leadership to employee
performance, although the study found no significant association. Empirical research cited, such as that
conducted by Limbarwati & Lukiastuti (2019), provides support to the finding that organizational commitment
can act as a mediator in the relationship between leadership and employee performance. However, in the context
of this study, the effect did not prove statistically significant. These differences may be due to variations in
research methodology, organizational context, and characteristics of the sample used. These findings suggest
that although organizational commitment may act as a mediating mechanism between leadership and employee
performance, in this study, the relationship did not prove statistically significant. The implication of these
findings is that there are other factors that might influence the relationship between leadership, organizational
commitment, and employee performance, which need to be investigated further for a better understanding of
those dynamics.
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The results showed that the effect of self-efficacy on employee performance through organizational
commitment provided statistically significant results. A fairly high coefficient value (0.199), supported by a
significant T statistic (2.473), and a low P value (0.013), confirms that self-efficacy can improve employee
performance through organizational commitment. These findings underscore the importance of self-efficacy and
organizational commitment as contributing factors to employee performance. The views of Bandura (2016) and
Robbins & Judge (2015) provide a deeper understanding of the concepts of self-efficacy and organizational
commitment and their relationship to employee performance. Self-efficacy, as an individual's belief in his
abilities, influences the attitude and behavior of employees in achieving certain goals and tasks. On the other
hand, organizational commitment reflects how employees feel about the organization and can mediate the
relationship between self-efficacy and employee performance. In other words, an employee's appreciation and
commitment to the organization can affect their performance. Empirical research cited, such as that conducted
by Ahmad (2015), lends support to the finding that organizational commitment can act as a mediator in the
relationship between self-efficacy and employee performance. These findings suggest that organizational
commitment facilitates the relationship between employees' self-efficacy and their performance. It can be
interpreted that when employees have high self-confidence and a strong commitment to the organization, they
tend to show better performance. These findings affirm the importance of self-efficacy and organizational
commitment in improving employee performance. The implication of these findings is that organizations may
consider increasing employee self-efficacy through developing self-confidence and strengthening organizational
commitment through organizational development programs aimed at improving overall employee performance
and productivity.

Research shows that job characteristics have significant indirect effects on employee performance
through organizational commitment. The obtained coefficient value (0.207), supported by a significant T
statistic (2.420), and a low P value (0.016), indicates that job characteristics can improve employee performance
through organizational commitment. These findings highlight the importance of job characteristics in shaping
employee commitment to the organization as well as their impact on their performance. Job characteristics have
an important role in the arrangement of work tasks that are in accordance with organizational needs, technology,
and behavior. This includes a job description that guides employees in carrying out their duties. Understanding
the characteristics of the job by superiors allows them to organize assignments more effectively, which in turn
can improve employee responsibility and performance. Kreitner & Kinicki (2018) emphasize that improving
employee performance is a serious challenge for organizations, and the quality of such performance depends
largely on the characteristics of the job at hand. The relationship between employee performance and
organizational commitment is key in achieving organizational goals. Robbins & Judge (2015) underline that
performance is the result of a combination of organizational commitment and employee understanding of the
concept of performance. Strong organizational commitment encourages employees to work harder according to
the characteristics of the work they have. Research by Sunanto (2018) confirms that job characteristics have a
positive and significant impact on employee performance with organizational commitment as a mediator. These
findings suggest that organizational commitment acts as a mediating variable in the relationship between job
characteristics and employee performance. Thus, the results of this study provide a deeper understanding of the
importance of job characteristics in shaping organizational commitment and employee performance. The
implication is that organizations need to pay attention to adequate job design and build strong bonds between
employees and the organization to improve overall performance.

V. CONCLUSION, LIMITATION AND FUTURE RESEARCH

The conclusion in this study is as follows: The influence of leadership on organizational commitment is
not significant. This is due to the leader's lack of involvement in building strong relationships with his
subordinates or lack of understanding of organizational expectations at PT BPD Kaltim Kaltara Main Branch
Samarinda. Self-efficacy has a positive and significant influence on organizational commitment. High self-
confidence can motivate employees of PT BPD Kaltim Kaltara Main Branch Samarinda to be more involved in
achieving organizational goals. Job characteristics have a strong and significant influence on organizational
commitment. Job design that meets the needs and desires of employees at PT BPD Kaltim Kaltara Main Branch
Samarinda can increase their loyalty to the organization. The direct influence of leadership on employee
performance is insignificant. It is likely that other factors, such as organizational culture or working
environment conditions, can affect performance more than the direct role of the leader at PT BPD Kaltim
Kaltara Main Branch Samarinda. The effect of self-efficacy on employee performance is not significant. There
are other possible factors beyond self-confidence that affect employee performance, such as social support or
organizational resources at PT BPD Kaltim Kaltara Main Branch Samarinda. Job characteristics have a positive
and significant influence on employee performance. Attractive and challenging job design can increase
employee motivation and productivity at PT BPD Kaltim Kaltara Main Branch Samarinda. Organizational
commitment has a strong and significant influence on employee performance. Employees who feel tied to

DOI: 10.35629/8028-13055773 www.ijbmi.org 68 | Page



The Influence Analysis of Leadership and Self-Efficacy as well as Job Characteristics ..

organizational goals and values tend to work harder to achieve desired results at PT BPD Kaltim Kaltara Main
Branch Samarinda. The direct influence of leadership on employee performance is not significant, nor is it
through the mechanism of organizational commitment. This shows that organizational commitment is not an
effective mediation between leadership and employee performance at PT BPD Kaltim Kaltara Main Branch
Samarinda. The effect of self-efficacy on employee performance through organizational commitment shows
significant results. This shows that organizational commitment can act as an effective mediator between self-
efficacy and employee performance at PT BPD Kaltim Kaltara Main Branch Samarinda. Job characteristics
have a significant indirect effect on employee performance through organizational commitment. Although its
direct influence on performance is significant, organizational commitment seems to mediate the relationship
between job characteristics and performance at PT BPD Kaltim Kaltara Main Branch Samarinda.

Companies should implement programs that enable leaders and employees at PT BPD Kaltim Kaltara
Main Branch Samarinda to be actively involved in the communication and collaboration process. This can
include establishing regular discussion forums, one-on-one coaching sessions, or leadership development
programs that prioritize employee involvement in the company's decision-making and strategic planning.
Training programs for employee self-efficacy development at PT BPD Kaltim Kaltara Main Branch Samarinda
must be designed with a holistic and sustainable approach. It includes not only the development of technical
skills relevant to the job, but also a focus on developing self-confidence, motivation, and independence in
achieving organizational goals. In addition, the program should provide ongoing support and opportunities for
employees to apply and practice the skills they learn in the context of daily work. Companies should conduct a
thorough review of the job design at PT BPD Kaltim Kaltara Main Branch Samarinda to ensure that the tasks
assigned to employees match their needs, interests, and abilities. This can involve recasting job responsibilities,
adjusting workflows, or introducing greater flexibility in how work gets done. This way, employees will feel
more engaged and meaningful in their work, which in turn will increase their motivation and performance.
Further evaluation of the factors affecting employee performance at PT BPD Kaltim Kaltara Main Branch
Samarinda should involve a holistic approach that considers aspects of organizational culture and working
environment conditions. This can involve employee satisfaction surveys, in-depth interviews, or the use of
specialized evaluation tools designed to measure various dimensions of performance and job satisfaction.
Companies need to pay special attention to building adequate social support and organizational resources for
employees at PT BPD Kaltim Kaltara Main Branch Samarinda. This may include the provision of employee
welfare programs, counseling or coaching services, and the development of policies and procedures that support
a healthy work-life balance. This way, employees will feel supported and motivated to deliver their best
performance. The establishment of an interesting and challenging work environment can be an effective strategy
to increase employee motivation and productivity at PT BPD Kaltim Kaltara Main Branch Samarinda. This can
be achieved by creating a working atmosphere that allows employees to engage in challenging projects,
provides opportunities to collaborate with their peers, and provides the support and resources necessary to
achieve their goals. In addition, ensuring clear career development programs and opportunities for professional
growth can also increase the attractiveness of the work environment for employees. It is important to continue to
build an organizational culture that supports employee commitment to common goals at PT BPD Kaltim Kaltara
Main Branch Samarinda. This involves establishing clear and transparent values, open and continuous regular
communication between management and employees, and rewarding and recognizing employees' contributions
to the company's success. By strengthening an inclusive and goal-oriented organizational culture, companies can
increase employees' level of commitment and strengthen their relationship with the company. The company
must reevaluate the role of organizational commitment as a mediator between leadership and employee
performance at PT BPD Kaltim Kaltara Main Branch Samarinda. This involves reviewing the leadership
strategies implemented in the company and evaluating the extent to which leadership can affect the level of
employee commitment. By better understanding the relationship between leadership, organizational
commitment, and employee performance, companies can identify areas where improvement or change is needed
to improve outcomes. Efforts to strengthen organizational commitment as a mediator between self-efficacy and
employee performance need to be prioritized at PT BPD Kaltim Kaltara Main Branch Samarinda. It involves the
development of programs designed to increase the level of confidence of employees in achieving organizational
goals, while simultaneously strengthening their attachment and commitment to the company. By strengthening
the relationship between self-efficacy, organizational commitment, and employee performance, companies can
create a more productive and competitive work environment. Work design must be continuously adjusted by
considering the role of organizational commitment in mediating the relationship between job characteristics and
employee performance at PT BPD Kaltim Kaltara Main Branch Samarinda. This involves reviewing the tasks
assigned to employees, existing workflows, and the use of organizational resources. By paying attention to how
job characteristics can affect employee commitment levels, companies can design more interesting and
motivating work positions, which in turn will improve employee performance. Further research can broaden the
scope of observed variables and deepen understanding of the factors that affect employee performance at PT
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BPD Kaltim Kaltara Main Branch Samarinda. This involves further research into variables such as
organizational culture, employee well-being, and work environment factors that can affect employee motivation
and productivity. By expanding on this research, companies can gain deeper insights into how they can improve
employee performance and achieve their business goals more effectively.
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