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Abstract: This study aims to analyze and address the phenomenon where the exogenous variable Organizational 

Commitment functions as an inconsistent intervening variable in explaining Employee Performance, in addition to the 

existence of research gaps in various research results. These things are the reasons for conducting this study. This type of 

research is quantitative descriptive with the Structural Equation Modeling (SEM) analysis method in the LISREL 

application. The research objects used in this study are employees of PT. Telkom Tbk. Bandung with a population of 515 

employees and a sample of 225 employees. The results of this study can be explained that all exogenous variables in this 

study can explain and provide a significant influence with a positive correlation to the endogenous variables where the 

dominant variable is Organizational Commitment. These results are expected to help management in organizing and 

maximizing its human resources. Management emphasizes organizational commitment by clearly communicating the 

company's vision and values, involving employees in decision-making, providing recognition and appreciation for their 

performance, creating a supportive work environment, and supporting employee professional development. 
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Introduction and Literature Review 

tate-Owned Enterprises (SOEs), or Government-Owned Business Corporations (GBOs), are 

still promising alternatives for creating added value or improving economic performance, 

compared to public corporations, which have been plagued by scandals that have shaken the 

economy, harmed investors, and created poverty for their workforce (Ferguson, 2019). SOEs can 

play a role in wealth creation for the government and society if they can empower themselves with 

"result-oriented management," by building "capacity for strategic management" to win the 

competition (Poister and Streib, 1999; De Castro; Meyer, Strong, and Uhlenbruck, 1996). This 

strategic capacity includes, among other things, the ability to respond to fundamental issues faced by 

the company (such as organizational or institutional stagnation); resilience in overcoming the 

challenges of market competition; political realism in professionally considering the demands of 

external and internal stakeholders; action-oriented planning implementation; and a focus on building 

internal resources to support business activities, thereby improving performance. Meanwhile, there 

are findings that the performance of state-owned enterprises in Indonesia is not significantly 

influenced by the strategic choices taken, but rather by significant institutional influences (Bambang 

et al., 2013). On the other hand, there are also several state-owned enterprises that are mismanaged 

so that they are asked to be dissolved. 

In Canada, according to Sexty (1980), state-owned enterprises face relatively different stakeholders 

than private and public companies. These differences include the interconnectedness of technical 

departments, public opinion, trade associations, government administration (central and local 

governments, and other public institutions), regulatory bodies, interest groups, financial markets, and 

domestic and international competitors. Other challenges faced by state-owned enterprises include 

the complexity of consumer dynamics (both market customers and industrial and commercial 

companies), as well as the uncertainties of macroeconomic developments. The complexity and 
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intensity of these external factors, which directly or indirectly, formally or informally, pressure state-

owned enterprises, significantly impact the performance they must achieve, particularly in the face 
of potential disruption (Robbins & Judge, 2017). 

Having a wealth of information alone does not necessarily guarantee a competitive performance 

advantage (Cristiano et al., 2008; Rothberg and Erickson, 2005; Dishman and Calof, 2007; Thomas, 

1998). Information, as energy, is entropic, constantly changing toward maximum demand, while 

other processes transform or depreciate the value of previously held energy or information (Avery, 

2003). Therefore, Galliers and Leidner (2003) emphasize the importance of information management 

in relation to organizational strategy in efforts to improve performance. The ability to manage data 

or information, which enables an organization to achieve a competitive advantage, is measured not 

only by the ability to collect information (Big Data) but also by the ability to analyze it (Certo & 
Certo, 2016). 

In keeping with the current era, information has become a commodity (Davenport and Harris, 2007; 

Arrow K, 2017). Meanwhile, Kueng (2000) found that the measure of information management 

performance lies in the ability to manage relevant data or information, the ability to compare the 

value of previously owned information to the planned value of information and the ability to 

disseminate valuable information (intelligence) to actors and managers.  

Managing large amounts of data or information on various subjects (Big Data), such as assets from 

the colonial era, is scattered across many locations and even controlled by unauthorized individuals 

or groups. This illustrates the gap between expectations and reality, resulting from state-owned 

enterprises (SOEs) over time, both in terms of governance and risk management, which impacts 
employee performance. 

Researchers conducted an initial survey of the performance of 30 PT Telkom employees in Bandung, 

and the results are shown in the following table: 

Table 1. Initial Employee Performance Survey of PT. Telkom, Tbk 

No Indicator Ideal Standard Factor Information 

1 Conformity of work realization from time 

to time 

105 95 BS 

2 Conformity in efforts to share transparency 

in business achievements 

105 110 AS 

3 Certainty of efforts to increase value 

development in the capital market 

105 140 AS 

4 The use of Big Data to improve 

performance 

105 85 BS 

5 HR readiness to support the use of Big Data 105 95 BS 

The basis for calculation is as follows, using a scale of 1 – 5, then the standard criteria are = 5 x 30 = 150, 

1 x 30 = 30 so the standard value = 150/2 – 30 = 105 

Source: Data processed 2025 using Zinkmund's Theory 

From the data in the table above, it can be concluded that employee performance gaps are still found 

in terms of work targets not being met, the use of Big Data to improve employee performance, and 
the readiness of Human Resources (HR) to support work using Big Data is still lacking. 

Organizational commitment for employees working in State-Owned Enterprises (SOEs), such as 

Telko Tbk., is a key focus for SOEs, and the author believes that individuals or employees will 

develop a sense of attachment to their duties. Several reasons why organizational commitment is an 

attractive intervening variable have been supported by numerous studies, particularly considering the 

impact of commitment on improving performance compared to less committed employees. 

Commitment to the organization can be seen from individual employee characteristics regarding their 

work, which can improve the quality and quantity of work. 

Furthermore, the researcher also conducted an initial survey of 30 respondents to find out about the 
commitment to the employee organization of PT Telkom Tbk. as follows: 
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Table 2. Initial Survey Results of Employees' Organizational Commitment at PT Telkom Tbk. 

Bandung 

No Indicator Ideal Standard Factor Information 

1 Strong level of trust and acceptance of 

organizational values 

105 100 BS 

2 Strong desire to be part of the organization 105 110 AS 

3 Taking responsibility in work 105 95 BS 

4 Being kind to superiors and coworkers 105 110 AS 

5 Desiring a career in another field 105 100 BS 

The basis of the calculation is as follows, using a scale of 1 – 5, the standard criteria are = 5 x 30 = 150, 1 

x 30 = 30 so the standard value = 150/2 – 30 = 105 

Source: Data processed 2025 using Zinkmund's Theory 

From the table above, it can be concluded that the lowest levels of employee commitment in an 

organization are those with a strong level of trust and acceptance of organizational values, a lack of 

responsibility at work, and employees who still desire careers in other fields. This encompasses 

Colquit's (2019) theory, which states that organizational commitment is an individual's desire to 

remain a member of the organization. Furthermore, employee performance and organizational 

commitment are also indicated to be influenced by Competitive Intelligence (CI), in this case 

Competitive Intelligence, organizational commitment to Competitive Intelligence, organizational 

learning, and competency. 

Regarding the aforementioned, Smith (2008) posits that information management is a process that 

requires ingenuity or Process Intelligence (PI). This management follows a cyclical process that 

begins with planning, collecting, analyzing, and distributing the analyzed information. Managing 

information analysis to achieve intelligence value with the aim of building company competitiveness 

is known as Competitive Intelligence or CI (Kahaner, 1995; SCIP, 2009; Calof and Sheila, 2008). A 

strategic mindset using CI is achieved through observing competitive actions and reactions in relation 

to developments not only externally but also within the organization itself. This includes studying 

interactions between organizations or state-owned enterprises (SOEs) and their stakeholders. 

Therefore, a strategic approach using a CI mindset or model to improve performance is fundamentally 

related to the ability to manage complex information, which requires continuous and repetitive or 

cyclical efforts (Alvarez, 2007; Kahaner, 1997; Calof and Sheila, 2008). 

However, there are indications that the functions of CI are embedded in each organizational unit 

without any structure that directly handles CI. Where there are several BUMNs it is indicated that the 

CI function is included in units with different names, either not in the form of a structure or included 

in the structure, including: (1) Information Technology which also oversees the Compliance and Risk 

Management Directorate (2) Group Head of Business Development and Risk in the Strategic and 

Development organizational unit. (3) Value Chain Strategy (4) Director of Business Development 

who also oversees business strategy and research (5) Director of Strategy, Portfolio, and Business 

Development (6) Division of Operations and Strategic Management which oversees the information 

and engineering unit (7) Risk Management (8) Business Development and Risk Monitoring 

Committee (9) Organ of the Board of Commissioners which has the task of assisting the Board of 

Commissioners to ensure that investment plans and business development are running (10) Business 

Development & Risk Management Monitoring Committee (11) Director of Development who 

oversees the Information Technology unit (12) As well as other names or structures that do not 

indicate how CI is implemented explicitly. However, it is generally indicated that they use the names 
Development and/or Information Technology Unit, Operations and Security, and others. 

In the research results of Mohammed Badaoui, Abdelekader Chettih (2017), Usaquén, et.,al (2020), 

Du Plessis, T. & Gulwa, M. (2016) that Competitive Intelligence, Learning Organization, 

Competence, can explain its influence on Organizational Commitment, but on the contrary in the 

research results of Šaban Gračanin et.,al. (2015), Stepanus Supardi (2019), Silalahi & Mariatin 

(2013), Lee & Yan. (2004), Rachmi & Poernamawati (2020), showed the opposite results. 

Various studies have found that organizational commitment can explain its influence on employee 

performance. These studies have been conducted by Nystrom and Starbuck (1984), Miller (1987), 

Caves and Porter (1977), McNamara et al., (2003), Woolridge and Floyd (1990), White (1986), 

Golden (1992), while different results are from Hart and Banburg (1994), Ferrier (2001), Kaufman 



Empirical Study at PT. Telkom Bandung 

98 

et al., (2000) that organizational commitment cannot explain its influence on employee performance, 

as is also found by Nambisan and Sawhney (2008). 

HYPOTHESIS 
H1: Competitive Intelligence influences Organizational Commitment. 

H2: Learning Organization influences Organizational Commitment. 

H3: Competence influences Organizational Commitment. 

H4: Competitive Intelligence influences Employee Performance. 

H5: Learning Organization influences Employee Performance. 

H6: Competence influences Employee Performance. 

H7: Organizational Commitment influences Employee Performance. 

 

Figure 1. Research Framework Model 

 

RESEARCH METHODS  
This research is a descriptive field study using a quantitative approach to hypothesis testing. The 

research subjects were PT Telkom Tbk. Bandung employees during 2024 as the primary data source, 
with a population of 515 permanent employees. 

Furthermore, the researcher used a probability sampling technique to determine the sample members 

by selecting representatives from each group in the population, the number of which was adjusted to 

the number of subjects in each group. To determine the minimum sample required, if the population 

size is known, the Slovin formula can be used with the assumption that the tolerable sampling error 
rate is 5% (Sugiono, 2016): 

n =
N

1 + N(e)2
 

 

Where: 

n = sample size 

N = population size, 515 

e = sampling error rate, which is 5% 

The results of the sample size calculation are as follows: 

n =
515

1 + 515 (0,05)2
 

n = 225 
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Operational Variables: 

Table 3. Competitive Intelligence Variables 

Variables Conceptual Definition Dimensions Indicators 

(1) (2) (3) (4) 

Competitive 

Intelligence  

( X1) 

 

 

 

The process of 

systematically collecting, 

analyzing, and distributing 

information from various 

sources regarding products, 

customers, competitors, and 

all aspects of the 

environment necessary for 

an organization's strategic 

decision-making. 

Ethics  

1. Clarity of the Code of Ethics within 

the Organization 

2. Ensuring Supervision of 

Implementation 

3. Imposing Sanctions for Code of 

Ethics Violations 

Competition 

and  

Cooperation 

 

4. Awareness of Cooperation and 

Competition 

5. Competition and Cooperation within 

the Organization 

6. Competition and Cooperation 

between Companies (Inter-Brands) 

Complexity & 

Chaos  

 

7. Ability to Recognize Change in 

Detail and Complexity 

8. Ability to Identify and Capture 

Change Signals in the External Environment 

9. Ability to See and Respond to Small 

Changes within the Organization  

Strategic 

Network 

10. Collaborative Networks Within the 

Organization 

11. Collaborative Networks Outside the 

Organization 

12. Network Building Strategy  

Strategic 

Protection 

Factor (SPF)  

 

13. Implementing Information and 

Knowledge Exchange Within the Organization  

14. mplementing Exchange and 

Knowledge Exchange Between Competitors 

and Collaboration  

15. Strategic Protection Factors for the 

Workplace SPF Exchange Indicator  

Farout  

 

16. Information Management (Collection 

to Distribution) 

17. Accurate Information Collection and 

Management 

18. Information Management with 

Efficient Resource Management 

19. Information Management with 

Objectivity 

20. Useful Information Management 

21. Continuous Information Management 

without Time Limits  

 

 

Table 4. Learning Organization Variables 

Variables Conceptual Definition Dimensions Indicators 

(1) (2) (3) (4) 

Learning 

Organization 

(X2) 

It is a process that occurs 

over time and is linked to 

the acquisition of 

knowledge and 

improvement of 

performance and 

capabilities possessed by 

Connection 

System 

 

 

 

 

1. A series of change plans and 

implementation 

2. Mechanisms for improving personal 

learning 

3. Mechanisms for improving 

organizational learning 

4. The relationship between personal and 

organizational development 
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officials or staff and is 

specific in nature and 

supports them in carrying 

out their work. 

 Inqury & 

Dialog 

 

5. Mechanisms for demanding personal 

change and the dialogue model between the 

organization and individuals 

6. Learning demands by the organization 

7. The dialogue model driving change  

Information 

Process 

 

8. The information management cycle that 

drives change 

9. Analysis of change information 

10. Dissemination and sharing of change 

information and analysis  

Collaboration  

11. Implementing collaboration stages 

12. Transforming skill differences through 

mutual exchange 

13. Reflection or further dialogue about and 

mutual evaluation   

Repeatedly 

(Loping)  

 

14. Looping feedback mechanisms for 

change 

15. Parties involved in the change feedback 

looping process 

16. Challenges in change evaluation and 

feedback 

Strong Desire 

(Passion)  

17. Scale of change requested by the 

organization/skills development model 

18. Developing strong individual talent 

19. Stages of developing strong desire, 

especially in knowledge management  

 

Table 5. Competency Variables 

Variables Conceptual Definition Dimensions Indicators 

(1) (2) (3) (4) 

Competency  

(X3) 

 

Competence is the ability or 

skill possessed by a person 

to carry out a job or task in 

a specific field, according to 

their position. Another 

opinion states that the 

meaning of competence is 

the skills, knowledge, basic 

attitudes, and values 

inherent in a person, 

reflected in the ability to 

think and act consistently. 

In other words, competence 

is not only about a person's 

knowledge or ability, but 

also the willingness to 

apply what is known to 

produce benefits. 

Future/Long-

Term Needs of 

the Organization 

 

 

1. Certainty in developing long-term programs 

2. Certainty of involvement of relevant parties 

in developing long-term plans, both internally 

and externally (stakeholders). 

3. Management of knowledge and information 

for the future (the next 10 years).  

Competency 

Tools 

 

4. Organizational Competency Improvement. 

5. Certainty of involvement of parties in the 

development. 

6. Participation of staff and staff in monitoring 

demands for changes in competency. 

Sustainable 

Competitiveness 

 

7. Ensure adherence to developments outside 

the organization (5M) 

8. Ensure innovation and encouragement of 

invention 

9. Level of responsiveness to a changing 

competitive environment (disruption) 

Unique 

Competencies 

10. Ensure continuity in the process of 

developing specific and unique competencies 

11. Nurturing model for developing specific 

competencies 

12. Ensure level of tracking model for unique 

competencies and skills 

Realization of 

Vision 

13. Ensure realization of vision and mission and 

evaluation 

14. Ensure stages of capacity building in a 

changing work environment 

15. How the vision is translated into strategic 

and tactical steps. 
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Long-Term 

Dominance 

16. Level of awareness of long-term dominance 

17. Alignment between short-term and long-

term performance 

18. Level of awareness of long-term capabilities 

Continuation  

 

 

 

19. Level of alignment between short-term and 

long-term commitments and realization 

20. Certainty of loyalty development 

21. Level of stakeholder support for continued 

commitment  

Trust  

22. Level of trust in the organization's 

continued commitment to building long-term 

performance 

23. Level of certainty in building internal 

organizational trust 

24. Level of alignment between commitment 

and work results over time 

Table 6. Organizational Commitment Variables 

Variables Conceptual Definition Dimensions Indicators 

(1) (2) (3) (4) 

Organizational 

Commitment  

(Y) 

 

An attitude or behavior of a 

person who sides with a 

particular organization and 

its goals and maintains 

loyalty in order to achieve 

the vision, mission and 

goals of the organization. 

Affective 

Commitment 

1. A strong level of belief in and acceptance 

of the organization's goals and values 

2. A strong willingness to strive to achieve the 

organization's interests 

3. A strong desire to maintain membership in 

the organization 

Ongoing 

Commitment 

4. A strong level of belief in and acceptance 

of remaining in the organization 

5. A strong desire to strive to achieve the 

organization's economic value 

6. A strong desire to maintain membership in 

the organization, considering the investments 

made over time 

Normative 

Commitment 

7. A strong level of belief in and acceptance 

of the organization's goals and values, despite 

pressure from others. 

8. A strong willingness to strive to achieve the 

organization's interests, despite attempts to 

influence them to leave the organization. 

9. A strong desire to maintain membership in 

the organization, considering the perceived 

risk of disappointing superiors and colleagues 

 

 

 

 

 

 

 

 

 

 

 

 



Empirical Study at PT. Telkom Bandung 

102 

Table 7. Performance Variables 

Variables Conceptual Definition Dimensions Indicators 

(1) (2) (3) (4) 

Performance 

(Z) 

Employee performance is 

the work results achieved 

by an employee in carrying 

out the tasks assigned to 

him based on his skills, 

experience and sincerity 

and on time. 

Output  

 

1. The level of alignment between targets and 

actual performance (Key Performance 

Indicators) over time (5 years). 

2. Certainty of efforts to increase value 

development in the capital market. 

Development over time. 

Business 

Relationship with 

Achievement 

3. The level of alignment of efforts 

undertaken to build transparency in the 

development of all issued financial indicators. 

Big Data  

 

4. Certainty of clarity that efforts to develop 

Big Data are equivalent to the methods used 

to improve financial performance. 

5. The level of alignment between the 

acquisition of competitive data and the 

company's internal readiness, parallel to the 

certainty of financial performance. 

6. Certainty of the readiness of hardware, 

software, and human resources to support Big 

Data management performance, especially in 

analysis. 

 

Research Results 
A. Analysis of Research Variable Description 

Table 8. Score Range and Categories 

Score Score Interval Category 

1 1,00-1,80 Very Low/Very Poor 

2 1,81-2,60 Low/Poor 

3 2,61-3,40 Fairly High/Fairly Good 

4 3,41-4,20 High/Good 

5 4,21-5,00 Very High/Very Good 

Source: Zikmund, William G., et. al (2010) 

 

Table 9. Hybrid Model Measurement Model Suitability – SEM 

Goodness of Fit Indicator Expected Size Estimation 

Results 

Description 

Absolute Fit Size 

Goodness of Fit Index (GFI) GFI > 0,90 0,94 Good Fit 

Root Mean Square Error of Approximation 

(RMSEA) 
RMSEA < 0,08 0,071 Good Fit 

Incremental Fit Size 

Non-Normed Fit Index (NNFI) NNFI > 0,90 0,92 Good Fit 

Normed Fit Index (NFI) NFI > 0,90 0,92 Good Fit 

Adjusted Goodness of Fit Index (AGFI) AGFI > 0,90 0,91 Marginal Fit 

Relative Fit Index (RFI) RFI > 0,90 0,92 Good Fit 

Incremental Fit Index (IFI) IFI > 0,90 0,93 Good Fit 

Comparative Fit Index (CFI) CFI > 0,90 0,91 Good Fit 

Source: Processed data 
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Table 10. Hybrid Model Measurement Analysis (Full Model) 

Measurement Model SLF thitung 

Latent Variables Sub Variables/ Dimensions   

Competitive 

Intelligence 

(CI) 

Ethics (X1) 0,76 11,93 

Competition and cooperation (X2) 0,83 12,39 

Chaos and complexity (X3) 0,78 12,13 

Strategic networks (X4) 0,80 12,21 

Strategic protection factor (X5) 0,74 11,76 

Farout (X6) 0,85 12,55 

Learning Organization 

(OP) 

Connected systems (X7) 0,76 12,39 

Inquiry and dialogue (X8) 0,74 12,08 

Information processing (X9) 0,82 12,71 

Collaboration (X10) 0,80 12,64 

Loping (X11) 0,78 12,53 

Strong desire (X12) 0,71 11,66 

Competence 

(KK) 

Future needs (X13) 0,72 12,36 

Competency tools (X14) 0,75 12,56 

Continued competitiveness (X15) 0,81 12,88 

Unique competencies (X16) 0,73 12,40 

Vision realization (X17) 0,76 12,53 

Long-term dominance (X18) 0,78 12,66 

Continuance (X19) 0,70 12,17 

Trust (X20) 0,80 12,73 

Organizational Commitment 

(KO) 

Affective commitment (Y1) 0,78 12,31 

Continuance commitment (Y2) 0,80 12,63 

Normative commitment (Y3) 0,75 12,11 

Performance 

(KI) 

Output (Y4) 0,80 12,43 

Effort-achievement link (Y5) 0,78 12,16 

Big data (Y6) 0,83 12,78 

Source: Processed data 

Table 11. Summary of Test Results Between Latent Variables 

No Structural Trajectory Path Coef. tvalue t criteria Test Results 

1 Competitive intelligence   

Organizational Commitment 

0,78 11,95 1,96 Significant 

2 Learning Organization  Organizational 

Commitment  

0,76 11,62 1,96 Significant 

3 Competence  Organizational 

Commitment  

0,81 12,77 1,96 Significant 

4 Comptettive intelligence  Performance 0,75 11,74 1,96 Significant 

5 Learning Organization     Performance 0,73 11,41 1,96 Significant 

6 Competence                Performance 0,77 12,54 1,96 Significant 

7 Organizational Commitment  

Performance 

0,83 12,89 1,96 Significant 

Source: Processed data 

Table 12. Level of Direct and Indirect Influence on Performance 

Influence Direct Influence 

(L) 

Indirect Influence (TL) Through 

Organizational Commitment 

Description 

Competitive intelligence   

Kinerja 

(0,75)2 = 0,562 (0,78 x 0,83) = 0,647 L< TL 

Organisasi pembelajaran  

Kinerja 

(0,73)2 = 0,532 (0,76 x 0,83) = 0,630 L < TL 

Kompetensi                     

Kinerja 

(0,77)2 = 0,592 (0,81 x 0,83) = 0,672 L < TL 

Source: Processed data 
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Sub-Structural Equation-1  

KO =  0.78*CI + 0.76*OP + 0.81*KK, Errorvar.= 0.42  , R² = 0.58 

            (0.077)      (0.071)        (0.083)       (0.057)            

               11.95       11.62            12.77         7.85 

 

Sub-Structural Equation-2  

KI = 0.75*CI + 0.73*OP + 0.83*KK + 0.77*KO, Errorvar.= 0.13  , R² = 0.87 

          (0.076)         (0.071)      (0.084)      (0.086)     (0.057)            

            11.74           11.41        12.54         12.89        3.96 

 

Table 13, Hypothesis Test Results 

 
Hypothesis Hypothesis Description Path 

Coef./R2 

tvalue/ 

Fvalue 

tcriteria/ 

Fcriteria 

Conclusion  

H1 H0 :11 = 

0 

Competitive intelligence has 

no effect on organizational 

commitment 

0,78 11,95 1,96 H0 is rejected and Ha is 

accepted, meaning that 

competitive intelligence 

has a positive and 

significant influence on 

organizational 

commitment. 

Ha:11≠ 0 Competitive intelligence has 

an effect on organizational 

commitment 

H2 H0 :12= 

0 

Learning organizations have 

no effect on organizational 

commitment 

0,76 11,62 1,96 H0 is rejected and Ha is 

accepted, meaning that 

learning organizations 

have a positive and 

significant influence on 

organizational 

commitment. 

Ha:12≠ 0 Learning organizations have 

an effect on organizational 

commitment 

H3 H0:13=0 Competence has no effect on 

organizational commitment 

0,81 12,77s 1,96 H0 is rejected and Ha is 

accepted, meaning that 

competence has a positive 

and significant influence 

on organizational 

commitment. 

Ha:13≠0 Competence has no effect on 

organizational commitment 

 

H4 
H0 :21 = 

0 

Competitive intelligence does 

not affect performance 

0,75 11,74 1,96 H0 is rejected and Ha is 

accepted, meaning that 

competitive intelligence 

has a positive and 

significant effect on 

performance. 

Ha:21≠ 0 Competitive intelligence does 

affect performance 

 

H5 
H0 :22= 

0 

Learning organizations do not 

affect performance 

0,73 11,41 1,96 H0 is rejected and Ha is 

accepted, meaning that 

learning organizations 

have a positive and 

significant influence on 

performance. 

Ha:22≠ 0 Learning organizations affect 

performance 

H6 H0:23=0 Competence does not affect 

performance 

0,77 12,54 1,96 H0 is rejected and Ha is 

accepted, meaning that 

competence has a positive 

and significant influence 

on performance. 

Ha:23≠0 Competence does affect 

performance 

 

H7 
H0:21 = 

0 

Organizational commitment 

does not affect performance 

0,83 12,89 1,96 H0 is rejected and Ha is 

accepted, meaning that 

organizational 

commitment has a positive 

and significant effect on 

performance. 

Ha:21≠ 

0 

Organizational commitment 

does affect performance 

Source: Processed data 
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1: Competitive Intelligence has a significant and positive effect on Organizational Commitment. 

2: Learning Organization has a positive and significant effect on Organizational Commitment. 

3: Competence has a significant and positive effect on Organizational Commitment. 

4: Competitive Intelligence has a significant and positive effect on Employee Performance. 

5: Learning Organization has a significant and positive effect on Employee Performance. 

6: Competence has a positive and significant effect on Employee Performance. 

7: Organizational Commitment has a significant and positive effect on Employee Performance. 

8: All Latent Variables have a direct and indirect effect on Employee Performance. 

 

Discussion 
The exogenous variable, Competitive Intelligence, used in this study can positively explain its 

influence on the endogenous variable, Organizational Commitment. Similar results were also found 

for Learning Organization and Competence, each of which positively impacted Organizational 

Commitment. Therefore, the systematic process of collecting, analyzing, and strategically 

distributing information about competitors, markets, customers, and future industry trends allows the 

company to make better business decisions by considering market changes, identifying opportunities 

and threats, and ultimately gaining a competitive advantage. Regarding these factors, the results of 

this study have a very positive impact on high motivation and productivity. Low employee turnover 

also leads to positive behavior due to the high emotional attachment to the corporation. 

A high level of Employee Performance can bridge or mediate the positive influence on Employee 

Performance. Thus, what measures are used to measure how well employees carry out their various 

tasks and responsibilities at work, how contributions to productivity and the achievement of overall 

organizational goals can be influenced by Competitive Intelligence, Learning Organization, 

Competence and Organizational Commitment. 

Conclusion 
Findings: The Organizational Commitment variable is the dominant variable in influencing 

Employee Performance at PT Telkom, Tbk. Bandung, where this variable is successful in mediating 

to explain its influence on the research problem, namely Employee Performance. 
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