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ABSTRACT

This study aims to investigate the influence of cyberloafing behavior, organizational commitment, and locus of control
on employee performance through job satisfaction as a mediating variable. This research employs a quantitative method
with a survey approach involving employees of CV. Maketees Industries as respondents. Data was collected using a
questionnaire that has been tested for validity and reliability. The data analysis technique used is path analysis to
examine the direct and indirect relationships among the variables studied. The results indicate that cyberloafing behavior
does not have an effect on job satisfaction and employee performance. Organizational commitment has an effect on job
satisfaction but does not influence performance. Locus of control has an effect on both job satisfaction and employee
performance. Job satisfaction is shown to mediate the relationship between organizational commitment and
performance, as well as between locus of control and performance. However, job satisfaction does not mediate the
relationship between cyberloafing and performance.
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1. BACKGROUND can delay tasks that should have been completed on time,

leading to work delays and unfinished tasks [1].
In the current era, the use of technology has become an

integral part of our lives. Every day, technology
continues to experience rapid growth and advancement.
One of the countries keeping pace with this development
is Indonesia, as internet usage in the country continues to
increase over time [10]. According to APJII data [3], the
rate of internet usage in Indonesia in 2023 reached 78.19
percent, with a total of 215,626,156 users out of a total
population of 275,773,901. Internet penetration in
Indonesia in 2023 increased by 1.17 percent. The internet
serves as a vital source of information that can be
accessed from various locations. It has significantly
impacted the work environment by helping to increase
employee productivity in completing their tasks.
However, the internet can also be used for activities
unrelated to employees' work. This behavior is known as
cyberloafing, which refers to the use of the internet for
personal purposes during working hours. This behavior
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This behavior by an employee can be considered a
violation of their commitment to the organization, as they
are unable to complete their tasks. Organizational
commitment refers to an employee’s emotional
attachment to the company [8]. Employees with high
organizational commitment can have a positive impact on
their performance. On the other hand, if a company or
organization has a low level of organizational
commitment, it can negatively affect the company's
performance.

The success of a company depends on the quality of work
produced by its human resources. In addition to this,
another factor that can influence company performance
is the locus of control, which refers to how much
individuals feel they have control over their lives, or
whether control is held by external factors [16].
Therefore, it is crucial for every employee to have a high
locus of control in relation to the company's
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development. Every individual who has a job naturally
seeks satisfaction in completing the tasks assigned to
them. Job satisfaction serves as a key indicator of the
quality of work life, reflecting an individual's perception
of the job they are engaged in [4]. Positive work
relationships contribute significantly to employee job
satisfaction. Additionally, employee performance refers
to how well employees achieve their goals and
responsibilities in the workplace.

This research was conducted at CV. Maketees Industries,
a clothing service company specializing in custom
apparel, which has partnered with hundreds of local and
international companies. Currently, CV. Maketees
Industries is focused on developing its services and
continues to expand to meet all market demands in
accordance with customer requests, entrusting its
employees with the potential to continually grow and
advance the company. To achieve this, good employee
performance is essential. Cyberloafing, organizational
commitment, and locus of control are important factors
that influence performance. The primary objective of this
research is to identify the mediating effect of job
satisfaction on the relationship between cyberloafing,
organizational commitment, and locus of control on
employee performance.

THEORETICAL REVIEW

Cyberloafing Behavior

According to Sofyanti and Supriyadi [17], cyberloafing
behavior refers to the term wused to describe an
individual's behavior of using work time to engage in
activities unrelated to their job. Lim and Chen, as cited in
Adquisiciones et al. [2], stated that cyberloafing behavior
can be divided into two activities: browsing activities,
which include accessing news websites, sending or
receiving instant messages, accessing entertainment
through entertainment sites, downloading videos, music,
or films, and playing games; and emailing activities, such
as receiving, checking, and sending non-work-related
emails.

Organizational Commitment

According to Silaen et al. [15], organizational
commitment is an important aspect that not only
encompasses loyalty but also involves an employee's
active engagement in the organization, where employees
contribute their personal efforts to help the organization
achieve success. Robbins and Judge, as cited in Yusuf &
Syarif [20], mentioned the indicators of organizational
commitment, which include affective commitment,
continuance commitment, and normative commitment.

Locus of Control

An employee who desires good performance must have a
locus of control. According to Karyanto [7], locus of
control is an individual's capacity to assess and fully
utilize their potential in performing tasks or jobs with the
aim of achieving the company's targets. According to
(2022), there are two aspects of locus of control: internal
locus of control and external locus of control.

Job Satisfaction

According to Sandini et al. [12], job satisfaction is the
behavior of individuals who have a passion for work.
When individuals feel satisfied with their work, it
becomes a crucial factor for job satisfaction, which is key
to achieving the goals of a company. The indicators of
job satisfaction, according to Afandi (2018) as cited in
Haris et al. [6], are as follows: job, job content, wages,
rewards, promotions, supervisors, and coworkers.

Employee Performance

According to Sutrisno et al. [19], employee performance
is the level of achievement or completion of specific
tasks. To achieve optimal performance, a worker must
not only be willing but also possess adequate
competencies. Performance is a tangible reflection of an
employee’s actions or negligence in carrying out their
duties [13]. Robbins and Judge, as cited in Nurfitriani [9],
outline indicators that can be used as measurement tools
for assessing employee performance, which include:
quality of work, quantity, timeliness, effectiveness, and
independence.

Research Hypotheses

H1: There is a negative influence of cyberloafing
behavior on job satisfaction.

H2: There is a positive influence of organizational
commitment on job satisfaction.

H3: There is a positive influence of locus of control on
job satisfaction.

H4: There is a negative influence of cyberloafing
behavior on employee performance.

H5: There is a positive influence of organizational
commitment on employee performance.

H6: There is a positive influence of locus of control on
employee performance.

H7: There is a positive influence of job satisfaction on
employee performance.

H8: There is a positive influence of cyberloafing
behavior on employee performance through job
satisfaction as a mediating variable.

H9: There is a positive influence of organizational
commitment on employee performance through job
satisfaction as a mediating variable.



H10: There is a positive influence of locus of control on
employee performance through job satisfaction as a
mediating variable.
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Figure 1. Conceptual Framework

RESEARCH METHODOLOGY

This study employs a quantitative research approach. The
population consists of 75 employees from CV. Maketees
Industries. In this research, the researcher will take a
sample from the population itself. The sampling
technique used in this study is non-probability sampling
with accidental sampling type. The sample size is
determined with a margin of error of 5% using Slovin's
formula. Based on the calculations using Slovin's
formula, the sample used consists of 64 respondents.
Data collection will be conducted by distributing a
questionnaire via Google Forms in June 2024. The
questionnaire will consist of statements with five
response options ranging from strongly disagree to
strongly agree, using a Likert scale. Variables will be
assessed and explained through several indicators.
Subsequently, these variables will form the basis for
designing the elements of the instrument, which can take
the form of statements or questions [18].

The data used in this study were analyzed using
SmartPLS to test and evaluate the validity and reliability
of the research variables, which include the effects of
cyberloafing behavior, organizational commitment, and
locus of control on performance through job satisfaction
as a mediating variable.

RESULTS AND DISCUSSION

Description of Respondents

Based on the collection of primary data, it was found that
the number of male respondents was higher, accounting
for 75% compared to female respondents at 25%. In
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terms of age, the dominant group was those aged 21-30
years, making up 95%, while the remaining 5% were
aged 31-40 years. Additionally, regarding job positions,
a majority of the respondents held positions in operations,
totaling 67%.

Evaluation of Measurement Model (Outer Model)
Validity Test
1. Convergent Validity

Convergent validity is measured through the loading
factor values of latent variables and their indicators. It
assesses convergent validity by evaluating the correlation
between item scores and item construct scores calculated
using PLS. An indicator is considered valid if its loading
factor correlates above 0.70 [5]. The data from the
research results using SmartPLS 4 produced the
following model:

Figure 2. PLS-SEM Path Analysis
Source: Processed Data from SmartPLS 4

In Figure 2, a PLS-SEM path analysis is presented, where
the loading factor values indicating the strength of the
relationship between the variables and their indicators are
above 0.7. Therefore, the indicator values are considered
valid.

2. Discriminant Validity

Discriminant validity is used to assess the validity of a
model by examining cross-loading values and the
Fornell-Larcker method. This means evaluating the level
of correlation between constructs and their indicators, as
well as the indicators of other constructs.
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Table 1. Discriminant Validity According to Fornell-Larcker Criterion
Variabels  Cyberloafing Job

Satisfaction

Performance Organizational Locus
Commitment of
Control

Cyberloafing 0,895

Joh 0344 0,769

Satisfaction

Performance 0144 0,608 0,789

Organizational 0242 0.589 0363 0,903
Commitment

Locus of 0419 0351 0,597 035235 0,804

Cantrol
Source: Processed datafrom SmartPLS 4 (2024)

Based on Table 1, the values on the diagonal cross-
loading are 0.895, 0.769, 0.789, 0.903, and 0.804. These
numbers are above 0.7, indicating that the data is
considered valid.

Reliability Test

In the reliability test using PLS, Cronbach’s alpha and
composite reliability values are analyzed. If the
Cronbach’s alpha and composite reliability values are
greater than 0.70, the constructs are considered reliable
[14]. Table 2 shows that the Cronbach’s alpha and
composite reliability values are >0.70, and the AVE
values for all research variables are >0.5. These results
indicate that each construct variable is deemed reliable.

Table 2. Reliability Test

Variable Cranbach’s Alpha  Composite Reliability AVE
Cyberloafing 0877 0,903 0,801
Job Satisfaction 0883 0,888 0,392
Performance 0514 0919 0,622
Organizational 0,943 0943 0,816
Commitment
Locus of Control 0,290 0,893 0,647

Source: Processed data using SmartPLS 4 (2024)

Evaluation of Structural Model (Inner Model)
1. Adjusted R-Square

The coefficient of determination is used to assess the
extent to which the model can explain the variation in
endogenous variables, which is referred to as the R-
square value.

Table 3. R-Square

Variahel R-square Adjusted R-square
Joh Satisfaction 0441 0413
Performance 0,506 0473

Source: Processed data using SmartPLS 4 (2024)

Table 3 shows that the adjusted R-square for the
mediating variable of job satisfaction is 0.413, which
means that 41.3% of the exogenous variables can explain
the mediating variable (job satisfaction), while the
remaining 58.7% is influenced by other variables outside
the model. Furthermore, the adjusted R-square value of
0.473 indicates that 47.3% of the exogenous variables
and the mediating variable (job satisfaction) can explain
the endogenous variable, while the remaining 52.7% is
influenced by other variables outside the model.

2. Stone Geisser Q-Square Test (Predictive
Relevance)

If the Q-Square value is greater than 0, the model has a
high predictive relevance relationship. Conversely, if Q-
Square is less than 0, the predictive relevance relationship
is low.

]

Q*=1-(1—-RD(1—-R})..(1-R})
Q*=1—(1—0441)(1— 0,506)
Q*=1-10,276

Q% = 0,723

From the results above, the Q-square value of 0.723
indicates that it is greater than 0, suggesting that the
model has a good predictive relevance relationship.

3. Goodness of Fit (GoF) Test

Evaluation of the model's Goodness of Fit can be
conducted through the measurement of R? from the latent
dependent variable, which is interpreted in the same way
as in regression analysis. The model is categorized as
good if the GoF value is above 0.38.



GoF = VAVE = R?

—
GoF = /0,696 0,474

GoF = /0,330
GoF = 0,574

"From the analysis, a GoF value of 0.574 was obtained,
indicating that the model is considered good (fit), which
means that the GoF falls within the category of high
goodness-of-fit."

4. Hypothesis Testing

Hypothesis testing is conducted through the t-statistic and
p-values. A hypothesis is considered accepted if the t-
statistic is greater than the t-table value of 1.96 and the p-
values are less than 0.05.

II'abIe 4. Hypothesis Test Results

. . Original T P
Wipasis ""E‘(’)l)’lf Statistics  Values

H1: Cyberlogfing 2 Job Satisfaction 0.126 1292 0.197
H2: Organizational Commitment - Job Satisfaction 0410 4674 0.000
H3: Locus of Conirol 2 Job Satisfaction 0284 2550 0.011
H4: Cxberlogfing 2 Performance -0.192 1480 0.139
H5: Orgamizational Commutment - Performance 0127 1.009 0313
H6: Locus of Conirol 2 Performance 0473 0403 0.000
H7: Job Satisfaction = Performance 0487 3.856 0.000
HE: Cyberlogfing 2 Job Satisfaction 2 Performance 0.062 1218 0224
H9: Organizational Commitment - Job Satisfaction > 0200 2838 0.004
Performance
H10: Locus of Confrol = Job Satisfaction = 0138 2374 0018

Performance

Data in Table 4: Hypothesis Testing Results

a. Hypothesis H1, which states that cyberloafing behavior
does not have an effect on job satisfaction, is accepted.
The analysis shows a t-statistic value of 1.292, which is
less than the t-table value of 1.64, and a p-value of 0.197,
which is greater than the alpha of 0.05. Therefore,
cyberloafing behavior does not have an effect on job
satisfaction.

b. Hypothesis H2, which states that organizational
commitment has an effect on job satisfaction, is accepted.
The analysis shows a t-statistic value of 4.674, which is
greater than the t-table value of 1.64, and a p-value of
0.000, which is less than the alpha of 0.05. Therefore,
organizational commitment has an effect on job
satisfaction.
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c. Hypothesis H3, which states that locus of control has
an effect on job satisfaction, is accepted. The analysis
shows a t-statistic value of 2.550, which is greater than
the t-table value of 1.64, and a p-value of 0.011, which is
less than the alpha of 0.05. Therefore, locus of control has
an effect on job satisfaction.

d. Hypothesis H4, which states that cyberloafing
behavior does not have an effect on performance, is
accepted. The analysis shows a t-statistic value of 1.480,
which is less than the t-table value of 1.64, and a p-value
of 0.139, which is greater than the alpha of 0.05.
Therefore, cyberloafing behavior does not have an effect
on performance.

e. Hypothesis HS5, which states that organizational
commitment has an effect on performance, is rejected.
The analysis shows a t-statistic value of 1.009, which is
less than the t-table value of 1.64, and a p-value 0f 0.313,
which is greater than the alpha of 0.05. Therefore,
organizational commitment does not have an effect on
performance.

f. Hypothesis H6, which states that locus of control has
an effect on performance, is accepted. The analysis
shows a t-statistic value of 4.509, which is greater than
the t-table value of 1.64, and a p-value of 0.000, which is
less than the alpha of 0.05. Therefore, locus of control has
an effect on performance.

g. Hypothesis H7, which states that job satisfaction has
an effect on performance, is accepted. The analysis
shows a t-statistic value of 3.856, which is greater than
the t-table value of 1.64, and a p-value of 0.000, which is
less than the alpha of 0.05. Therefore, job satisfaction has
an effect on performance.

h. Hypothesis H8, which states that cyberloafing
behavior has an effect on performance through job
satisfaction as a mediating variable, is rejected. The
analysis shows a t-statistic value of 1.218, which is less
than the t-table value of 1.64, and a p-value of 0.224,
which is greater than the alpha of 0.05. Therefore,
cyberloafing behavior does not have an effect on
performance through job satisfaction as a mediating
variable.

i. Hypothesis H9, which states that organizational
commitment has an effect on performance through job
satisfaction as a mediating variable, is accepted. The
analysis shows a t-statistic value of 2.888, which is
greater than the t-table value of 1.64, and a p-value of
0.004, which is less than the alpha of 0.05. Therefore,
organizational commitment has an effect on performance
through job satisfaction as a mediating variable.

j- Hypothesis H10, which states that locus of control has
an effect on performance through job satisfaction as a
mediating variable, is accepted. The analysis shows a t-
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statistic value of 2.374, which is greater than the t-table
value of 1.64, and a p-value of 0.018, which is less than
the alpha of 0.05. Therefore, locus of control has an effect
on performance through job satisfaction as a mediating
variable.

CONCLUSION AND SUGGESTIONS

The results of the validity testing in this study indicate
that all data variables, including cyberloafing behavior,
organizational commitment, locus of control, job
satisfaction, and performance, are valid. The results of
the reliability testing show that each variable—
cyberloafing, organizational commitment, locus of
control, job satisfaction, and performance—has a
Cronbach’s Alpha value greater than 0.7, thus indicating
reliability. The findings reveal that cyberloafing does not
have an impact on job satisfaction and performance;
organizational commitment affects job satisfaction but
does not influence performance; locus of control impacts
both job satisfaction and performance; and job
satisfaction influences performance. Job satisfaction does
not mediate the effect of cyberloafing on performance,
but it can mediate the effect of organizational
commitment on performance, as well as the effect of
locus of control on performance.

Based on these findings, companies need to strengthen
employee commitment to the organization's goals and
values. High commitment will contribute to better
performance and increased job satisfaction. This can be
achieved through engagement-enhancing programs, such
as training, recognition of achievements, and career
development opportunities. For future research, this
study has limitations regarding the sample size, as it only
involved 64 respondents. The researcher suggests
increasing the sample size and exploring not only
mediation variables but also potential moderation
variables.
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