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Objective: This study aims to find out and measure how much influence the potential 
use of Artificial Intelligence, job desk division and team communication on employee 
performance at PT. Mina Berkah Selalu. Method: This research includes quantitative 
research using an explanatory research approach. The population in this study is taken 
from the number of all employees at PT. Mina Berkah Selalu. The sample obtained 
amounted to 50 respondents with a total sampling data collection technique. Data 
collection in this study was by observation and distribution of questionnaires measured 
using the Likert scale. This study uses the Structural Equation Modeling (SEM) 
analysis method. The data analysis technique used in this study uses PLS (Partial Least 
Square) version 4.0. Results: The results of this study show that the use of Artificial 
Intelligence and the division of jobdesks have a positive and significant influence on 
employee performance. However, team communication has no effect and is not 
significant to employee performance. Novelty: This study provides empirical evidence 
on how the integration of Artificial Intelligence and organizational structure (job desk 
division) can enhance employee performance in a corporate environment, while also 
identifying that team communication may not always directly impact performance 
outcomes. 
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INTRODUCTION 

In this era of increasingly intense business competition, companies are required to 

rely on human resources capable of providing optimal contributions to every 

organizational activity. Human resources (HR) are one of the most crucial elements for 

achieving corporate success [1]. As the intensity of competition rises, employee 

performance becomes a vital concern for companies, as it reflects the extent to which 

employees contribute to achieving organizational objectives [2]. 

 Employee performance plays a crucial role because it directly relates to human 

resources, which serve as the foundation for operational sustainability [3]. Good 

employee performance is generally reflected through two main indicators—quality and 

quantity of work. When these two aspects are balanced, employees can deliver outcomes 

that support the company’s strategic goals. 

 Employee performance can be observed through several measurable indicators, 

depending on the company’s orientation and management style. This study focuses on 

PT. Mina Berkah Selalu, located in Penatarsewu Village, Tanggulangin District, Sidoarjo 

Regency. The company operates in the fisheries sector and emphasizes employee 

performance quality as one of its main corporate objectives. The decision to select PT. 

Mina Berkah Selalu as the research object was based on observed fluctuations in 
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employee performance over time, which require further analysis to determine their 

causal factors. The following table presents the performance data of  PT. Mina Berkah 

Selalu employees during 2024 

 

Table 1. Employee Performance Results of PT. Mina Berkah Selalu 2024. 

Month 
Number of 
Employees 

Work 
Productivity 

 

Work 
Quality 

Average 
Performance 

(%) 

January 50 89 80 84.5 

February 50 102 95 98.5 

March 50 80 68 74 

April 50 88 93 90.5 

May 50 92 98 95 

June 50 80 73 76.5 

July 50 92 86 89 

August 50 80 107 93.5 

September 50 95 88 91.5 

October 50 98 81 89.5 

November 50 87 83 85 

December 50 70 104 87 

 

Based on Table 1, it can be observed that the number of employees at PT. Mina 

Berkah Selalu is 50 people. On average, the work productivity of employees at PT. Mina 

Berkah Selalu in 2024 is 87.75, while the average quality of work results is 88. Employee 

performance results are also known to fluctuate each month. The highest work 

productivity occurred in February (102), while the lowest was in December (70). The 

highest work quality was recorded in August (107), while the lowest occurred in March 

(68). This indicates that the fluctuations in productivity and quality of work are quite 

significant from month to month, which requires further evaluation to identify the factors 

causing the rise and fall of performance. 

One of the factors influencing employee performance is communication. Team 

communication is one of the factors that directly affects work effectiveness. The quality 

of communication within a team greatly determines the smoothness of coordination, 

information delivery, and relationships among team members. Good communication can 

increase task clarity, strengthen cooperation, and minimize errors [13]. At PT. Mina 

Berkah Selalu, communication dynamics between operational staff and management still 

face challenges, such as delayed information and miscommunication between teams. 

Therefore, team communication also becomes a factor that must be considered [3]. 

Team communication in an organizational context is not limited to the function of 

transmitting information between individuals but is essential as an integral coordination 

mechanism for all company activities [4]. The effectiveness of task implementation by 

each member of the organization is significantly influenced by communication 

competence and the quality of comprehensive interpersonal relationships. The 



Analysis of the Potential Use of Artificial Intelligence, Division of Job Desks and Team Communication on Employee Performance 
at PT. Mina Berkah Selalu 

 

 

Journal of Artificial Intelligence and Digital Economy 680 

implementation of rapid and transparent communication between leaders and 

subordinates is a crucial prerequisite in facilitating the achievement of established 

organizational objectives [5]. In the communication process, reciprocal interaction 

between the sender (communicator) and receiver (communicant) is a fundamental aspect. 

Communication is identified as one of the significant factors influencing employee 

performance levels within the company environment [6]. The main objective of 

communication is to transmit messages from the source to the receiver and, ideally, to 

obtain a response or feedback from the receiver [6]. 

In addition, the division of job desks or proportional distribution of work tasks is 

also a key determinant of work efficiency. Uneven task distribution can cause workload 

imbalances and decrease work motivation [9]. Therefore, it is important to evaluate 

whether the existing task structure aligns with each employee’s capacity and 

specialization. One of the important pillars in management is how tasks and 

responsibilities are distributed among employees [7]. A structured and proportional 

division of labor is not merely an allocation of workload but a strategy that significantly 

influences both individual and collective performance [8]. 

Management efforts to improve employee performance are carried out by 

distributing tasks evenly. The goal is to ensure that each employee receives a fair and 

proportional workload [9]. The specialization resulting from the division of labor allows 

employees to focus on developing expertise in certain areas, which in turn improves the 

quality of the work produced. According to research by [10], every increase in the 

implementation of work division indicators leads to an increase in employee work 

effectiveness; therefore, if the company seeks to improve work effectiveness, it must pay 

attention to the implementation of these work division indicators. 

Furthermore, the emergence of Artificial Intelligence (AI) technology brings new 

opportunities for companies, including in supporting work efficiency. However, the 

potential of AI has not been optimally utilized by the company and is still a subject of 

debate among employees regarding its impact on workload and communication 

effectiveness. The development of information technology has led some to state that the 

Industrial Revolution 4.0 has blurred the boundaries between the physical, digital, and 

biological spheres. Artificial Intelligence (AI) has become one of the key factors currently 

influencing employee performance [11]. 

Through the use of AI, companies can open major opportunities to create added 

value through task automation, individualized service adjustments, and data-driven 

decision-making. For example, [7] states that AI can help companies process and analyze 

large-scale data with high speed and accuracy, detect market trends, and formulate 

strategic recommendations [12]. AI has great potential to enhance organizational value 

through automation, personalization, and data-based decision-making. In the 

manufacturing sector, AI can automate production, improve efficiency, and increase 

customer satisfaction [13]. However, improper implementation of AI can harm the 

company. This statement is supported by research from [14], which states that the use of 

Artificial Intelligence can affect employee performance within a company. 
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This research is built upon previous studies [15] that have explored the influence of 

communication and teamwork on employee performance. As a contribution of novelty, 

this article expands the scope of independent variables by integrating the potential use 

of Artificial Intelligence (AI) and the clarity of job desk division, in addition to team 

communication, in influencing employee performance as the dependent variable. The 

novelty of this study lies in the simultaneous testing of these three variables, which is 

rarely conducted—particularly in the fisheries sector context—thus providing new 

insights into how technology and task management can be integrated with 

communication aspects to enhance performance in this industry. 

Furthermore, a significant difference also lies in the methodological approach. 

While previous studies primarily used qualitative methods, this research applies a 

quantitative method with primary data collection through questionnaires distributed to 

employees of PT. Mina Berkah Selalu. Data analysis was conducted using Smart PLS 4.0 

software, enabling a more measurable and objective evaluation of the influence of each 

independent variable on employee performance. 

Therefore, based on the research gap and the problems discussed above, the 

researcher decided to conduct a study entitled “Analysis of the Potential Use of Artificial 

Intelligence, Job Desk Division, and Team Communication on Employee Performance.” 

The main objective of this study is to empirically and comprehensively investigate the 

magnitude and direction of the influence of each independent variable — the potential 

use of AI, job desk division, and team communication — on the dependent variable, 

employee performance, within an organizational context. 

Thus, this research aims to provide a deeper understanding of the synergistic 

contribution between the use of AI technology, clear work structuring, and the quality of 

team interaction in improving productivity and work efficiency in the company 

environment. The results of this study are expected not only to provide theoretical and 

practical implications for human resource management development but also to serve as 

a novel contribution in the field of HR research. These findings are expected to enrich the 

literature on technology utilization, job desk division, and team communication while 

offering new directions for developing adaptive human resource management strategies 

that respond effectively to organizational change. 

Research Question: Does the potential use of Artificial Intelligence, task allocation, and 

team communication affect employee performance? 

SDG’s Category: As described in the introduction and problem background of this 

study, it aligns with the Sustainable Development Goals, specifically point 8, which 

supports decent work and economic growth. 

Problem Formulation 

1. Does the potential use of Artificial Intelligence have a significant effect on Employee 

Performance? 

2. Does task allocation have a significant effect on Employee Performance? 

3. Does team communication have a significant effect on Employee Performance? 
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The use of Artificial Intelligence 

Artificial Intelligence (AI) can be conceptualized as a discipline and practice of 

engineering intelligent systems capable of performing a series of tasks that typically 

require human cognition [16]. The relationship between Artificial Intelligence (AI) and 

employee performance lies in human resource efficiency, thereby facilitating employees 

in executing their tasks accurately and effectively [12]. AI provides tools and automation 

systems that enable employees to work more productively, gain better access to 

information, and complete tasks with greater precision. Artificial Intelligence (AI) refers to 

efforts to empower machines, such as computational systems, to manifest behavior that 

is cognitively equivalent to human intellectual capabilities [17]. Computer systems with 

the capability to execute tasks that conventionally require human intelligence are known 

as Artificial Intelligence (AI) or machine intelligence [18]. The implementation of Artificial 

Intelligence (AI) tends to exhibit higher persistence compared to natural intelligence, 

which is prone to changes due to human cognitive factors such as forgetfulness. The 

functional stability of AI is maintained as long as the underlying computational system 

architecture and programs are not modified [19]. 

Indicators of Artificial Intelligence (AI) usage are [20]: 

a. Mechanical Intelligence: AI systems with mechanical intelligence capabilities can 

perform a series of repetitive and structured tasks, such as numerical computation, 

data organization, or information retrieval from databases. 

b. Intuitive Intelligence: The level of intuitive intelligence in the context of AI indicates 

the system’s capacity to identify and interpret ambiguous or complex patterns that 

may be difficult for human cognition to capture. 

c. Analytical Intelligence: Analytical intelligence represents a higher cognitive level 

compared to mechanical intelligence. 

d. Empathetic Intelligence: The integration of empathetic intelligence in AI systems 

allows understanding and responding to a spectrum of human emotions, thereby 

facilitating interactions that feel more intuitive and human-like. 

The use of Artificial Intelligence (AI) can influence employee performance [11]. 

Thus, higher AI utilization is associated with improved employee performance. This is 

supported by previous studies [14], [11] showing that AI usage has a positive and 

significant effect on employee performance. However, contrary findings are reported by 

[21], which state that AI has a negative impact on performance. 

Job Description Division 

Task Allocation refers to breaking down work into more specific tasks, where each 

member of the organization is responsible for a certain set of activities rather than the 

entire job [22]. According to the study by [9], task allocation is a written description of 

various elements of a job, including its main functions, tasks to be performed, 

responsibilities held, authority limitations, working conditions, and other specific 

aspects. Through task allocation, organizations can develop employees’ competencies 

deeply in their respective fields. This honed expertise enables employees to contribute 

optimally to the achievement of shared goals [10]. Task allocation involves breaking 
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down and grouping similar and closely related tasks and activities, which are then 

assigned to be performed within the organization [23]. Indicators of task allocation are 

[22]: 

a. Employee Placement: Placement should be based on employees’ abilities, skills, and 

educational background. Misplacement of employees can hinder smoothness and 

effectiveness in job execution. 

b. Workload: The tasks assigned and responsibilities entrusted to a particular 

organizational unit or employee. 

c. Job Specialization: Task allocation that considers the specific skills or expertise 

possessed by each individual. 

According to the findings of [9], task allocation affects employee performance. 

Proper task allocation can improve work efficiency and minimize work-related stress. 

This is also supported by research from [22], which states that task allocation can enhance 

employee performance. However, contrary results are reported by [24], which state that 

task allocation has a negative impact on performance. 

Team Communication 

Team Communication is the process of sharing information among team members 

with the aim of achieving a common understanding [16]. According to the study by [5], 

communication is a process in which an individual conveys a message to another with 

the purpose of sharing information, influencing views, attitudes, or behavior, either 

verbally or through media intermediaries. This process requires a response or feedback 

between the sender (communicator) and the receiver (communicant). Excessive or 

inadequate communication can reduce employee performance because communication 

also functions to reinforce employee performance motivation [3]. 

According to [6], indicators of team communication are: 

a. Understanding: Effective communication is marked by the receiver’s ability to 

accurately interpret the meaning conveyed by the sender. 

b. Enjoyment: Successful communication is also reflected when the information 

delivery process occurs in a positive and enjoyable atmosphere for both parties 

involved. 

c. Improved Relationships: Efficient and effective communication contributes to the 

enhancement of interpersonal relationships among individuals. 

d. Action: In successful communication, both parties respond or act according to the 

message that has been communicated. 

According to the findings of [5], team communication can improve employee 

performance. Therefore, the better the team communication in a company, the higher an 

employee’s performance. This is also supported by research from [25], [26], which states 

that team communication can enhance employee performance. However, contrary results 

are reported by [27], indicating that team communication has no effect on performance. 

Employee performance 

 Performance refers to the work outcomes achieved by an individual or team 

within a company according to the responsibilities and authority assigned, with the aim 
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of legally meeting the company’s targets [28]. Employee performance specifically refers 

to the results, in terms of both quantity and quality, achieved by an employee in carrying 

out their tasks in accordance with their responsibilities. Performance can also be defined 

as the individual’s work results in fulfilling obligations, influenced by diligence, ability, 

experience, and time allocation [29]. Employee performance serves as a reference for 

work outcomes observed in terms of quality and quantity, namely the results achieved 

by an employee in completing tasks according to the responsibilities assigned [30]. 

Employee performance refers to the achievements obtained by an employee in 

completing the tasks and responsibilities assigned to them [31]. Employees with superior 

performance not only achieve targets but do so in an efficient and high-quality manner 

[32]. 

The indicators of employee performance are [33]: 

a. Work Quality: The outcomes of work reflected in the level of excellence or 

deficiency in the employee’s task completion. 

b. Work Quantity: The amount produced by the individual, expressed in the number 

of cycles or units of activities completed. 

c. Timeliness: The extent to which activities are completed on time, considering 

coordination with outputs and optimal use of time for other activities. 

d. Effectiveness: The level of optimal utilization of organizational resources (money, 

technology, labor, and raw materials) aimed at maximizing results from each unit 

of resource use. 

e. Independence: The degree to which an individual can perform job functions 

without assistance, guidance, or supervision from others. 

Conceptual Framework 

 
Figure 1. Cinceptual framework. 

 

Hypothesis 

H1: The use of Artificial Intelligence has a positive and significant effect on employee 

performance. 
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H2: Task allocation has a positive effect on employee performance. 

H3: Team communication has a positive and significant effect on employee motivation. 

H4: The potential use of Artificial Intelligence, task allocation, and team communication 

simultaneously has a significant effect on employee performance. 

 

RESEARCH METHOD 

This study is a quantitative descriptive research that describes the numerical data 

obtained as research results. This research employs explanatory research, which is a 

research method that explains the positions of the variables studied and the relationships 

between one variable and another. The reason for using this method is to test the 

proposed hypotheses and because there is a potential causal relationship among the 

variables. The population used in this study consisted of all employees at PT Mina Berkah 

Selalu, totaling 50 individuals. The sampling technique employed was total sampling, 

where the population consists of 50 people. If the population consists of 100 individuals 

or fewer, the sample is taken from the entire population. However, if the population 

exceeds 100, the sample is taken at 10%-15% or 20%-25% of the total population. 

The research was conducted at PT Mina Berkah Selalu. The data required for this 

study included both primary and secondary data. Field research was conducted through 

observation and the distribution of questionnaires to respondents. Measurements in the 

questionnaire used interval measurement, specifically a Likert scale, which is suitable for 

capturing respondents’ answers. The questionnaire contained questions about 

respondents’ characteristics and statements related to variable indicators. The collected 

data were then analyzed using the Partial Least Squares (PLS) approach, implemented 

with SmartPLS version 4.0. PLS is a structural equation modeling technique that focuses 

on components or latent variables. 

Operational Definition 

The use of Artificial Intelligence 

According to the study by [17], Artificial Intelligence (AI) is the utilization of 

artificial intelligence in computers or machines used for company operations with 

adequate and advanced capabilities. The use of AI at PT. Mina Berkah Selalu refers to the 

use of computers that leverage artificial intelligence technology to streamline operational 

activities. Indicators of Artificial Intelligence (AI) usage include: 

a. Mechanical Intelligence: AI with mechanical intelligence can execute routine and 

mechanical tasks, such as performing calculations, organizing data, or retrieving 

information from databases. 

b. Intuitive Intelligence: The ability to think creatively and adapt effectively to new 

situations. 

c. Analytical Intelligence: AI can be used to analyze sales trends and make predictions 

regarding future sales. 

d. Empathetic Intelligence: AI can be used in customer service to understand and 

respond to customer emotions. 
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Job Description Division 

According to the study by [9], task allocation is a written description of various 

elements of a job, including its main functions, tasks to be performed, responsibilities 

held, authority limitations, working conditions, and other specific aspects. Indicators of 

task allocation are [23]: 

a. Employee Placement: Employees are placed according to their skills and abilities. 

b. Workload: The workload assigned to employees should be evenly distributed to 

avoid situations where an employee has too much or too little work. 

c. Job Specialization: Task allocation based on specific skills or expertise. 

Team Communication 

According to the study by [5], communication is a process in which an individual 

conveys a message to another person with the aim of sharing information, influencing 

views, attitudes, or behavior, either verbally or through media intermediaries. This 

process requires a response or feedback between the sender (communicator) and the 

receiver (communicant). Indicators of team communication are [6]: 

a. Understanding: Good communication occurs when the receiver fully comprehends 

the sender’s intended meaning. 

b. Enjoyment: Communication is also considered successful if the process of 

delivering information is pleasant and makes both parties feel comfortable. 

c. Improved Relationships: Effective communication can enhance interpersonal 

relationships, making them closer and of higher quality. 

d. Action: When communication is successful, both parties involved will respond or 

act according to the message conveyed. 

Employee performance 

 Employee performance serves as a reference for work outcomes observed in terms 

of quality and quantity, namely the results achieved by an employee in completing tasks 

according to the responsibilities assigned [30]. Employee performance refers to the 

achievements obtained by an employee in completing the tasks and responsibilities 

assigned to them [31]. The indicators of employee performance are [34]: 

a. Work Quality: The outcomes of work reflected in the level of excellence or 

deficiency in the employee’s task completion. 

b. Work Quantity: The amount produced by the individual, expressed in the number 

of units of activities completed. 

c. Timeliness: The extent to which activities are completed on time, considering 

coordination with outputs and the optimal use of time for other activities. 

d. Effectiveness: The level of optimal utilization of organizational resources (money, 

technology, labor, and raw materials) aimed at maximizing results from each unit 

of resource use. 

e. Independence: The degree to which an individual can perform job functions 

without assistance, guidance, or supervision from others. 
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RESULTS AND DISCUSSION 

Results 

Convergent Validity Test 

Table 2. Convergent Validity Test Results. 

Variable Indicator Outer Loading Note 

Artificial 
Intelligence Usage 
(X1) 

X1.1 0,660 Valid 

 X1.2 0,684 Valid 

 X1.3 0,785 Valid 

 X1.4 0,778 Valid 

 X1.5 0,870 Valid 

 X1.6 0,655 Valid 

Job Description 
Division (X2) 

X2.1 0,756 Valid 

 X2.2 0,693 Valid 

 X2.3 0,793 Valid 

 X2.4 0,688 Valid 

 X2.5 0,739 Valid 

 X2.6 0,840 Valid 

Team 
Communication 
(X3) 

X3.1 0,871 Valid 

 X3.2 0,853 Valid 

 X3.3 0,731 Valid 

 X3.4 0,852 Valid 

 X3.5 0,813 Valid 

 X3.6 0,791 Valid 

 X3.7 0,779 Valid 

 X3.8 0,801 Valid 

Employee 
Performance (Y1) 

Y.1 0,910 Valid 

 Y.2 0,806 Valid 

 Y.3 0,832 Valid 

 Y.4 0,657 Valid 

 Y.5 0,712 Valid 

 Y.6 0,632 Valid 

Source: SmartPLS4 Output, processed 2025. 

 

Table 2 shows the results of the convergent validity test for the variables Artificial 

Intelligence Usage (X1), Task Allocation (X2), Team Communication (X3), and Employee 

Performance (Y1) based on the outer loading values of each indicator. All indicators for 

the four variables have outer loading values above 0.6, indicating that each indicator is 

valid in measuring the intended construct. Outer loading values for X1 ranged from 0.655 

to 0.870, X2 from 0.688 to 0.840, X3 from 0.731 to 0.871, and Y1 from 0.632 to 0.910, 
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showing that all indicators adequately represent their respective variables, thus fulfilling 

convergent validity. 

Average Variance Extracted (AVE) Test 

Table 3. AVE Test Results. 

Variable Average Variant Extracted (AVE) Note 
Artificial 

Intelligence Usage 
(X1) 

0,585 Valid 

Job Description 
Division (X2) 

0,660 Valid 

Team 
Communication 

(X3) 

0,568 Valid 

Employee 
Performance (Y) 

0,552 Valid 

Source: SmartPLS4 Output, processed 2025. 

 

Table 3 shows the AVE test results for the four variables. All variables have AVE 

values above 0.5, with 0.585 for X1, 0.660 for X2, 0.568 for X3, and 0.552 for Y. This 

indicates that each variable explains more than 50% of its indicator variance, confirming 

convergent validity and validating the constructs used in this study. 

Composite Reliability Test 

Table 4. Composite Reliability Test Results. 

Variable 
Composite 
Reliability 

Note 

Artificial Intelligence 
Usage (X1) 

0,892 Reliable 

Job Description 
Division (X2) 

0,939 Reliable 

Team 
Communication 
(X3) 

0,887 Reliable 

Employee 
Performance (Y) 

0,880 Reliable 

Source: SmartPLS4 Output, processed 2025. 

 

Table 4 shows the results of the Composite Reliability test for the variables Artificial 

Intelligence Usage (X1), Task Allocation (X2), Team Communication (X3), and Employee 

Performance (Y), with values of 0.892 for X1, 0.939 for X2, 0.887 for X3, and 0.880 for Y. 

All values are above the threshold of 0.7, indicating that the four variables have high 

reliability and are consistent in measuring their respective constructs. Therefore, these 

variables are considered reliable and valid for analysis. 
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Cronbach's Alpha Test 

Table 5. Cronbach's Alpha Test Results. 

Variable 
Cronbach's 

Alpha 
Note 

Artificial Intelligence 
Usage (X1) 

0,853 Reliable 

Job Description 
Division (X2) 

0,926 Reliable 

Team 
Communication 
(X3) 

0,846 Reliable 

Employee 
Performance (Y) 

0,836 Reliable 

Source: SmartPLS4 Output, processed 2025. 

 

Table 5 shows the results of the Cronbach's Alpha test for the variables Artificial 

Intelligence Usage (X1), Task Allocation (X2), Team Communication (X3), and Employee 

Performance (Y), with values of 0.853, 0.926, 0.846, and 0.836, respectively. All Cronbach's 

Alpha values are above the threshold of 0.7, indicating that the four variables have good 

internal consistency and can be considered reliable measures in this study. Therefore, 

these variables are deemed reliable for further analysis. 

Discriminant Validity Test Results 

Table 6. Cross Loading Values. 

 X1 X2 X3 Y 

X1.1 0,660 0,539 VB   0,402 

X1.2 0,684 0,483 0,446 0,473 

X1.3 0,785 0,554 0,588 0,507 

X1.4 0,778 0,566 0,486 0,546 

X1.5 0,870 0,724 0,665 0,693 

X1.6 0,655 0,515 0,413 0,571 

X2.1 0,669 0,756 0,680 0,709 

X2.2 0,477 0,693 0,567 0,568 

X2.3 0,600 0,793 0,681 0,664 

X2.4 0,499 0,688 0,625 0,597 

X2.5 0,439 0,739 0,564 0,669 

X2.6 0,740 0,840 0,776 0,767 

X3.1 0,568 0,686 0,871 0,726 

X3.2 0,605 0,804 0,853 0,748 

X3.3 0,585 0,614 0,731 0,645 

X3.4 0,518 0,721 0,852 0,789 

X3.5 0,633 0,656 0,813 0,695 

X3.6 0,496 0,674 0,791 0,652 

X3.7 0,438 0,642 0,779 0,628 

X3.8 0,620 0,815 0,801 0,708 

Y.1 0,660 0,818 0,756 0,910 
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 X1 X2 X3 Y 

Y.2 0,681 0,771 0,771 0,806 

Y.3 0,548 0,689 0,672 0,832 

Y.4 0,481 0,550 0,600 0,657 

Y.5 0,479 0,610 0,496 0,712 

Y.6 0,457 0,567 0,619 0,632 

Source: SmartPLS4 Output, processed 2025. 

 

Table 6 presents the cross-loading values of the indicators for the variables Artificial 

Intelligence Usage (X1), Task Allocation (X2), Team Communication (X3), and Employee 

Performance (Y). Overall, each indicator shows the highest loading on its intended 

variable, supporting discriminant validity. For instance, indicator X1.5 has the highest 

loading on X1 at 0.870 compared to other variables, X2.6 loads highest on X2 at 0.840, X3.1 

on X3 at 0.871, and Y.1 on Y at 0.910. Although some indicators show relatively high 

loadings on other variables, the primary variable loadings remain dominant, indicating 

that each indicator strongly represents its respective construct. Therefore, these results 

support that the model has good discriminant validity among the variables. 

Uji Discriminant Validity (Fornell Larcker Criterion) 

Table 7. Results of the Discriminant Validity Test (Fornell Larcker Criterion). 

 Y X3 X2 X1 

Y 0,765       

X3 0,863 0,813     

X2 0,884 0,866 0,753   

X1 0,731 0,687 0,766 0,743 

Source: SmartPLS4 Output, processed 2025. 

 

Table 7 shows the results of the discriminant validity test using the Fornell-Larcker 

Criterion, where the diagonal values (in bold) represent the square root of the Average 

Variance Extracted (AVE) for each variable, and the values below the diagonal represent 

correlations between variables. All diagonal values are greater than their corresponding 

inter-variable correlations. For example, the AVE of variable Y is 0.765, which is higher 

than its correlations with X1, X2, and X3, as well as other variables that also meet this 

criterion. This indicates that each construct has a stronger association with its own 

indicators than with other constructs, confirming that discriminant validity among the 

variables is fulfilled and that the research model demonstrates good construct 

distinctiveness. 

Hypothesis Testing 

Table 8. Uji Path Coefficients. 

 
Original 

Samples (0) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T-Statistics 
(0/STDEV) 

P-
values 

Artificial Intelligence Usage 
(X1)-> Employee 

0,379 0,382 0,135 2,816 0,005 
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Original 

Samples (0) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T-Statistics 
(0/STDEV) 

P-
values 

Performance (Y) 

Job Description Division 
(X2) )-> Employee 
Performance (Y) 

0,474 0,489 0,126 3,770 0,000 

Team Communication (X3) 
)-> Employee Performance 
(Y) 

0,108 0,085 0,126 0,853 0,394 

Source: SmartPLS4 Output, processed 2025. 

 

Table 8 shows the results of the path coefficients test, which measures the effects of 

Artificial Intelligence Usage (X1), Task Allocation (X2), and Team Communication (X3) 

on Employee Performance (Y). The results indicate that Artificial Intelligence Usage has 

a path coefficient of 0.379, with a t-statistic of 2.816 and a p-value of 0.005, meaning it has 

a significant positive effect on Employee Performance. Task Allocation also has a 

significant positive effect, with a coefficient of 0.474, t-statistic of 3.770, and p-value of 

0.000. Meanwhile, Team Communication has a path coefficient of 0.108, t-statistic of 

0.853, and p-value of 0.394, indicating an insignificant effect on Employee Performance. 

Thus, only Artificial Intelligence Usage and Task Allocation significantly contribute to 

improving Employee Performance in this model. 

Discussion 

The use of Artificial Intelligence affects employee performance 

The analysis at PT. Mina Berkah Selalu shows that the use of Artificial Intelligence 

(AI) has a significant effect on employee performance in the field. Based on empirical 

data obtained, AI implementation is able to improve individual work efficiency and 

productivity. AI systems help automate routine and administrative tasks, allowing 

employees to focus more on strategic work and decision-making. This finding is 

supported by direct field observations, which show improvements in task completion 

timeliness and output quality. In addition, AI also enhances employee engagement in 

their work, thereby contributing positively to overall organizational performance. 

In practice at PT. Mina Berkah Selalu, AI implementation requires training and 

guidance for employees so that they can optimize the use of this technology. The 

company also needs to apply change leadership to manage adaptation to the new 

technology effectively, avoid resistance, and ensure a conducive work environment. With 

AI support, the company can monitor and evaluate employee performance more 

objectively and in real-time, provide constructive feedback, and accelerate data-driven 

decision-making processes. The implications of AI usage include sustained productivity 

improvements and increased company competitiveness in the market, making it a key 

factor in the digital transformation being carried out at PT. Mina Berkah Selalu. This 

study is supported by research from [19] and [35], which states that AI use can enhance 

performance. However, it contrasts with the findings of [14], which indicate that the use 
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of Artificial Intelligence does not have a significant effect on employee performance in 

companies. 

Job description division affects employee performance 

The analysis at PT. Mina Berkah Selalu indicates that task allocation has a significant 

positive effect on employee performance. Based on the processed empirical data, 

assigning tasks appropriately according to each employee's abilities and expertise can 

enhance work effectiveness and motivation. This is reflected in more optimal 

achievement of work targets and more efficient task completion. Clear and structured 

task allocation helps reduce confusion, overlap of responsibilities, and facilitates 

coordination among teams, allowing employees to work more focused and productively. 

These findings align with previous research showing that well-organized task allocation 

directly impacts the improvement of employee performance and achievements. 

The implementation of task allocation at PT. Mina Berkah Selalu considers the 

alignment between tasks, employee competencies, and the operational needs of the 

company. The company consistently conducts periodic evaluations to ensure task 

distribution remains relevant and responsive to changing work situations. Additionally, 

training and coaching are provided so that employees can perform their tasks optimally 

according to the assigned roles. With appropriate task allocation, employees have a clear 

sense of responsibility, which enhances discipline and work professionalism. The 

implications of effective task allocation include improved employee performance, which 

affects product and service quality, and helps PT. Mina Berkah Selalu maintain 

productivity and competitiveness in the market. 

This finding is supported by studies from [10] and [9], which state that task 

allocation affects employee performance. However, it contrasts with the findings of [36], 

which indicate that task allocation does not have a significant effect on employee 

performance. 

Team communication affects employee performance 

The analysis shows that the variable Team Communication does not have a 

significant effect on Employee Performance at PT. Mina Berkah Selalu. This insignificance 

is attributed to an organizational culture that does not fully support open and 

collaborative communication among team members. A hierarchical and individualistic 

work culture discourages employees from effectively sharing information, causing team 

communication to fail as an optimal factor in supporting employee performance. 

In addition, limited communication facilities at PT. Mina Berkah Selalu hinder the 

effective exchange of information among team members. Inadequate communication 

tools and non-integrated media obstruct the flow of information within teams. 

Employees’ interpersonal communication skills are also still low, resulting in messages 

that are often not conveyed optimally, leading to miscommunication. Consequently, 

team communication becomes less effective and does not significantly impact employee 

performance improvement. Therefore, the company needs to conduct a thorough 

evaluation of organizational culture, improve communication facilities, and provide 
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communication training to enhance the role of team communication in supporting 

performance. 

This finding is supported by research from [36], which states that communication 

does not have a significant effect on performance. However, it contrasts with the findings 

of [37], which indicate that team communication does influence employee performance. 

  

CONCLUSION 

Fundamental Finding : Based on the discussion at PT. Mina Berkah Selalu, it can be 

concluded that the use of Artificial Intelligence, proper task allocation, and effective team 

communication collectively have a significant impact on improving employee 

performance. AI implementation enhances efficiency and productivity by automating 

routine tasks, allowing employees to focus more on strategic work. Task allocation 

aligned with employees’ abilities and competencies facilitates coordination, clarifies 

responsibilities, and increases motivation and work professionalism. Meanwhile, open 

and structured team communication smooths information flow, reduces 

misunderstandings, and improves synergy among team members, all contributing to a 

harmonious and productive work environment. Overall, these three factors serve as key 

pillars in maintaining the performance and competitiveness of PT. Mina Berkah Selalu in 

the market, while also supporting digital transformation and sustainable human resource 

development. Implication : As practical recommendations, PT. Mina Berkah Selalu 

should conduct regular training for employees to maximize their use of Artificial 

Intelligence in work processes. In addition, task allocation should be periodically 

evaluated to ensure that job distribution aligns with employees’ evolving competencies 

and organizational needs. To build a culture of effective communication, the company 

can implement strategies such as establishing regular inter-departmental discussion 

forums, using integrated digital communication platforms, and providing interpersonal 

communication training that emphasizes openness and collaboration. Limitation : This 

study is contextually limited to PT. Mina Berkah Selalu and may not fully represent other 

organizational environments or industries with different technological readiness and 

communication structures. The number of respondents and company-specific 

characteristics could also limit the generalization of findings to broader contexts. Future 

Research : Future research is recommended to expand the study across multiple 

industries to identify whether similar factors influence employee performance in 

different organizational settings. Further studies can also explore additional variables, 

such as leadership style, organizational culture, or employee engagement, as mediating 

or moderating factors in the relationship between Artificial Intelligence, task allocation, 

communication, and employee performance. 
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