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1. Introduction 
Public administration depends not only on formal structures, regulations, and technical competencies 

but also on the capabilities that public employees believe they can mobilise when performing their 

duties. Public-sector work often requires employees to exercise professional judgment, respond to 

changing circumstances, and sustain their efforts when tasks become difficult. Understanding employees’ 

perceived capabilities may therefore contribute to a broader understanding of public-sector human 

resource management. However, psychological characteristics should be considered alongside 

organisational resources, working conditions, and formal competency requirements, not as substitutes 

for them. Research on public-sector motivation and organisational behaviour has emphasised the 

importance of considering the relationship between individual resources and the demands of public 

service (Bakker, 2015; de Geus et al., 2020). 

One psychological construct relevant to this discussion is self-efficacy. Bandura (1997), defined self-

efficacy as individuals’ beliefs about their ability to organise and execute the actions required to achieve 

particular performances. These beliefs shape how individuals approach tasks, mobilise effort, and 

respond to obstacles. Nevertheless, self-efficacy is not equivalent to actual competence or demonstrated 
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performance. An individual may believe that they can perform a task without necessarily possessing all 

the skills or resources required to perform it effectively. Conversely, an individual may have relevant 

knowledge and skills yet feel uncertain about applying them in a particular situation. Self-efficacy should 

therefore be understood as a perception of capability rather than a direct measure of professional 

effectiveness. 

Bandura’s theoretical framework offers three dimensions for examining self-efficacy: magnitude, 

generality, and strength. Magnitude concerns the level of task difficulty an individual believes they can 

manage. Generality concerns how widely efficacy beliefs extend across activities or situations. Strength 

concerns how firmly individuals hold those beliefs, particularly when they encounter difficulties or 

setbacks (Bandura, 1997, 2006; Bandura et al., 1999). Examining these dimensions separately may 

provide a more differentiated description of perceived capability than relying exclusively on an aggregate 

score. A person may, for example, express relatively strong beliefs about handling tasks of varying 

difficulty but less consistent beliefs about applying those capabilities across different situations. 

These dimensions matter in public services that involve direct engagement with individuals and 

communities. In Indonesia, Pembimbing Kemasyarakatan undertake responsibilities associated with social 

inquiry, assistance, guidance, and supervision of correctional clients (Awibowo & Wibawa, 2023). Their 

work is situated at the intersection of public administration, rehabilitation, and community-based service 

delivery (Nugraha et al., 2021; Saefudin et al., 2021). It requires not only knowledge of formal procedures 

but also professional judgment in interactions with clients and other stakeholders (Idrus & Setiyadi, 

2021). These responsibilities provide a relevant institutional context for examining how officers perceive 

their capabilities across different aspects of their work. 

Research in correctional and community-supervision settings has begun to address the relevance of 

self-efficacy and related psychological or professional characteristics. For example, Miller et al. (2022), 

developed a self-efficacy index for correctional officer trainees using item response theory, illustrating 

the value of task-related measurement in correctional personnel research. Balzarini & Louden (2024), 

examined probation officers’ perceptions of evidence-based practices and the relevance of role 

orientation, job satisfaction, confidence, and skill proficiency. Their findings underscore the importance 

of distinguishing officers’ perceptions and professional characteristics when considering the 

implementation of evidence-based practices. These studies provide useful conceptual and contextual 

points of comparison, although their populations, instruments, and research questions differ from those 

of the present study. 

Relevant research has also emerged in the Indonesian correctional context. Eliyana et al. (2024) 

reported survey data from 1,284 correctional officers across Indonesia, covering proactive work 

behaviour, perceived organisational support, person–environment fit, proactive personality, and role-

breadth self-efficacy. Their work illustrates the relevance of examining individual psychological 

resources alongside organisational and behavioural factors in correctional human resource management. 

In the broader public-sector context, Sudewo & Defayani (2026), examined self-efficacy among 

Indonesian civil servants across generational and gender groups and discussed implications for more 

differentiated human resource development. Although these studies examine different populations and 

constructs, they show that self-efficacy remains relevant to current discussions of correctional personnel 

management and public-sector workforce development. 

Despite these developments, the self-efficacy profiles of Community Corrections Officers in West 

Kalimantan warrant specific examination. Findings from correctional institutions, probation services in 

other countries, or civil servants more broadly cannot automatically be generalised to Indonesian 

community corrections personnel. Differences in occupational responsibilities, institutional settings, 

instruments, and working conditions may influence how self-efficacy is understood and measured 

(Bäcklander et al., 2021; Baernholdt et al., 2022; Peng et al., 2021). A context-specific description is 
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therefore a useful first step in examining the perceived capabilities of officers who perform community-

based correctional functions. 

This study is grounded in Bandura’s self-efficacy theory, which conceptualises self-efficacy as 

individuals’ beliefs in their capabilities to organise and execute actions required in specific situations 

(Bandura, 1997, 2006). The study applies the three dimensions of self-efficacy—magnitude, generality, 

and strength—to describe how Community Corrections Officers perceive their capabilities across different 

levels of task difficulty, situations, and degrees of confidence. The conceptual contribution lies in 

connecting this multidimensional psychological construct with public-sector human resource 

development in the specific institutional context of community corrections in West Kalimantan, 

Indonesia. Unlike studies focusing on correctional personnel in institutional settings or examining self-

efficacy alongside broader organisational and behavioural variables, this study provides a descriptive 

account of the three dimensions among community-based correctional personnel. Its contribution is 

context-specific rather than the development of a new theory: it demonstrates how dimension-level self-

efficacy profiles can inform further assessment and workforce development discussions, while 

recognising that perceived capability does not independently establish actual competence or job 

performance. 

From a public administration perspective, self-efficacy can be considered a potential psychological 

resource relevant to workforce development. This perspective does not assume that self-efficacy 

independently determines job performance or that individual beliefs can compensate for inadequate 

training, unclear role expectations, insufficient resources, or unsupportive supervision. Instead, a self-

efficacy profile may provide supplementary information on how personnel perceive their capabilities and 

identify questions that merit further assessment. This information may be useful when combined with 

professional competency assessments, supervisory observations, and evidence about organisational 

conditions. 

The present study addresses this issue through a descriptive analysis of survey data collected in 2021 

from Community Corrections Officers in West Kalimantan, Indonesia. The analysis examines 19 retained 

questionnaire items grouped into the magnitude, generality, and strength dimensions. It reports the 

overall self-efficacy score, compares dimension-level score patterns, and examines respondents' 

distribution across categories based on hypothetical-score criteria. The study does not test whether self-

efficacy causes better performance or whether particular human resource interventions improve self-

efficacy. 

Accordingly, the study has three objectives. First, it describes respondents' self-efficacy profiles 

across the dimensions of magnitude, generality, and strength. Second, it compares the relative score 

patterns across these dimensions. Third, it discusses the implications of the observed profiles for public-

sector workforce development in community corrections. By situating a multidimensional psychological 

construct within an Indonesian community-corrections setting, the study seeks to contribute context-

specific evidence to discussions of psychological resources in public administration and public-sector 

human resource management. 

 

2. Methodology 
This study used a descriptive quantitative approach to describe the self-efficacy of Community 

Corrections Officers (Pembimbing Kemasyarakatan) in West Kalimantan, Indonesia. The analysis used 

survey data collected in 2021 from 42 respondents. It described respondents’ overall self-efficacy and 

its three dimensions, magnitude, generality, and strength, without testing causal relationships or 

examining self-efficacy's effects on professional performance. This approach aligns with descriptive self-

efficacy research that uses frequency distributions to characterise respondents’ self-efficacy levels and 

dimensions (Mujib et al., 2024). Research on Community Corrections Officers has also examined work 
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performance using descriptive quantitative methods (Saefudin et al., 2020), and explored relationships 

among self-efficacy, job satisfaction, and performance (Saefudin et al., 2021). 

We collected data using a 19-item questionnaire with a four-point response scale ranging from 1 to 4. 

The items were grouped into three dimensions: magnitude (items 1–7), generality (items 8–12), and 

strength (items 13–19). The questionnaire contained positively and negatively worded items. We reverse-

scored negatively worded items before calculating overall and dimension-level scores, ensuring that 

higher scores consistently represented higher reported self-efficacy. 

We analysed the data using descriptive statistics. We summarised overall self-efficacy scores using 

the mean, standard deviation, and observed score range. Dimension-level results were expressed as mean 

scores per item to facilitate descriptive comparison across dimensions with different numbers of items. 

Frequencies and percentages were also calculated to describe respondents' distribution across the low, 

moderate, and high categories for each dimension. These categories were established using hypothetical 

means and standard deviations based on the theoretical score ranges, following Azwar's (2012), and 

Bandura's (2012), categorisation approach.  

The interpretation of the findings was guided by Bandura (1997, 2006) conceptualisation of self-

efficacy. The analysis was descriptive and did not include inferential testing of differences between 

dimensions. The findings describe respondents’ self-efficacy as reported at the time of data collection 

in 2021. They are not intended to establish causal relationships, measure objective professional 

competence, or represent current conditions among all Community Corrections Officers in West 

Kalimantan. 

 

3. Results and discussion 

3.1. Overall Self-Efficacy Profile 

The descriptive analysis included 42 respondents and 19 questionnaire items. The overall self-efficacy 

score had a mean of 58.79 and a standard deviation of 7.36. The observed scores ranged from 41 to 76, 

with a median of 57. The theoretical score range was 19–76. 

 

Table 1. Descriptive statistics for the overall self-efficacy score 

Statistic Result 

Number of respondents 42 

Number of items 19 

Theoretical minimum 19 

Theoretical maximum 76 

Mean 58.79 

Standard deviation 7.36 

Median 57 

Observed minimum 41 

Observed maximum 76 

 

The results indicate that observed scores fell in the middle-to-upper range of the theoretical scale, 

although individual scores varied. The maximum observed score reached the theoretical maximum of 76, 

while the minimum observed score was 41. These descriptive statistics provide an overview of 

respondents’ total scores but do not, by themselves, establish their professional competence or capacity 

to perform every aspect of their work. 

 

3.2. Descriptive Statistics Across Self-Efficacy Dimensions 
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We examined the three dimensions separately because they have different item counts and 

conceptual meanings. Magnitude and strength each had seven items, whereas generality had five. 

 

Table 2. Descriptive statistics by self-efficacy dimension 

Statistic Magnitude Generality Strength 

Number of items 7 5 7 

Mean dimension score 22.36 14.95 21.48 

Standard deviation of dimension score 3.22 2.09 2.97 

Observed minimum 14 10 16 

Observed maximum 28 20 28 

Mean per item 3.19 2.99 3.07 

Standard deviation per item-scale average 0.46 0.42 0.42 

 

We used the mean per item to compare the dimensions because generality had fewer items than the 

other two dimensions. Magnitude had the highest mean per item (3.19), followed by strength (3.07) and 

generality (2.99), on the four-point scale. These differences describe the sample's relative score 

patterns. They do not establish that the dimensions differ significantly unless a verified inferential 

analysis supports them. The results also do not indicate why respondents scored differently across 

dimensions. 

 

3.3. Categorization of Self-Efficacy Dimensions 

We categorised items using hypothetical means and standard deviations. For magnitude and strength, 

the theoretical score range was 7–28, giving a hypothetical mean of 17.5 and a hypothetical standard 

deviation of 3.5. For generality, the theoretical range was 5–20, giving a hypothetical mean of 12.5 and 

a hypothetical standard deviation of 2.5. 

The resulting categories were low, moderate, and high. For magnitude and strength, scores of 7–13 

were classified as low, 14–20 as moderate, and 21–28 as high. For generality, scores of 5–9 were classified 

as low, 10–14 as moderate, and 15–20 as high. 

 

Table 3. Distribution of respondents by self-efficacy category 

Dimension Low, n (%) Moderate, n (%) High, n (%) Total 

Magnitude 0 (0.0%) 8 (19.0%) 34 (81.0%) 42 

Generality 0 (0.0%) 15 (35.7%) 27 (64.3%) 42 

Strength 0 (0.0%) 17 (40.5%) 25 (59.5%) 42 

 

The high category was the most common category across all three dimensions. Magnitude had the 

largest proportion of respondents in the high category (81.0%; n = 34), while 19.0% (n = 8) were classified 

in the moderate category. No respondents were classified in the low category. 

For generality, 64.3% (n = 27) of respondents were classified in the high category, while 35.7% (n = 

15) were in the moderate category. For strength, 59.5% (n = 25) were classified in the high category and 

40.5% (n = 17) in the moderate category. Strength therefore had the largest proportion of respondents 

in the moderate category. 

These classifications represent the positions of observed scores relative to the theoretical score 

ranges and hypothetical-score criteria. They should not be interpreted as validated thresholds for 

professional performance, nor do they demonstrate that respondents in the moderate category have 

deficiencies in their work. 
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3.4. Summary of the Main Findings 

Three main findings emerge from the descriptive analysis. First, the overall self-efficacy score had a 

mean of 58.79, with observed scores ranging from 41 to 76. Second, the mean per item was highest for 

magnitude, followed by strength and generality. Third, the high category predominated across all three 

dimensions, although its proportion was lower for strength than for magnitude and generality. 

Together, these findings provide a differentiated description of the respondents’ self-efficacy 

profiles. Their interpretation should remain within the limits of the sample, instrument, and descriptive 

design. 

 

3.5. Interpreting the Self-Efficacy Profile 

The findings provide a descriptive account of self-efficacy among 42 Community Corrections Officers 

in West Kalimantan. The overall mean of 58.79 falls within the theoretical range of 19–76, and the 

observed scores extend from 41 to the maximum theoretical score. This pattern indicates variation in 

respondents’ reported self-efficacy rather than a uniform level across the sample. 

The overall score should not be interpreted in isolation. Self-efficacy concerns beliefs about capability 

in relation to particular activities and circumstances, rather than a general guarantee of competence. 

Bandura (1997), framework emphasises that efficacy beliefs are linked to the tasks and contexts against 

which capability is judged. Accordingly, the dimension-level results provide additional information that 

would be obscured if the interpretation relied only on the total score. 

This distinction matters in public administration because institutional environments shape personnel's 

opportunities to apply knowledge and skills. Individual beliefs may shape how employees approach 

professional responsibilities, but they do not diminish the importance of formal competencies, work 

procedures, supervision, and available resources. Bakker (2015), discussion of job demands and resources 

in public service similarly illustrates the importance of considering individual resources in relation to the 

wider work environment. 

 

3.6. Differences Across Magnitude, Generality, and Strength 

Magnitude had the highest mean per item (3.19), compared with 3.07 for strength and 2.99 for 

generality. The category distribution followed a similar pattern: 81.0% of respondents were classified in 

the high category for magnitude, compared with 64.3% for generality and 59.5% for strength. 

Conceptually, the magnitude result suggests that respondents more frequently selected responses 

associated with the upper portion of the scale for items assigned to perceived capability across levels of 

task difficulty. However, the interpretation depends on the wording of the actual questionnaire items. 

Without examining the individual items, it would be premature to conclude that respondents are 

demonstrably more capable of managing difficult professional tasks. 

Generality had the lowest mean per item (2.99), and 35.7% of respondents were classified in the 

moderate category. This distribution may warrant further examination of whether respondents perceive 

their capabilities consistently across the situations represented by the instrument. It does not establish 

that their capabilities fail to transfer across actual work settings, because that question would require 

item-level evidence or additional data concerning different task contexts. 

Strength had the largest proportion of respondents in the moderate category (40.5%) and the smallest 

proportion in the high category (59.5%). This pattern may justify further examination of how respondents 

perceive their ability to sustain confidence when encountering difficulties. Nevertheless, it does not 

demonstrate low confidence, weak resilience, or inadequate professional performance. The moderate 

category reflects the theoretical score range used for this analysis, not a direct assessment of work 

behaviour (Balluerka et al., 2021; Otero et al., 2021; Wilmot & Ones, 2021). 

These distinctions are consistent with the rationale for examining self-efficacy dimensions separately. 

For example, Miller et al. (2022) developed a task-relevant self-efficacy index for correctional officer 
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trainees, demonstrating the value of measures suited to specific correctional work contexts. Their 

instrument and population differ from those in the present study, so their findings should be treated as 

methodological context rather than direct validation of the present scale. 

 

3.7. Comparison with Research on Correctional and Public-Sector Personnel 

The present study adds a context-specific description to research examining psychological and 

professional characteristics among correctional personnel. Balzarini & Louden (2024), investigated how 

role orientation, job satisfaction, confidence, and skill proficiency related to probation officers’ 

perceptions of evidence-based practices. Their study shows that multiple factors shape professional 

perceptions and that they should not be reduced to a single psychological measure. The present research 

differs because it describes self-efficacy dimensions rather than testing predictors of perceptions of 

evidence-based practices. Consequently, the two studies are complementary in topic but not directly 

equivalent in their findings. 

Eliyana et al. (2024), examined survey data from 1,284 correctional officers across Indonesia, 

including role-breadth self-efficacy, perceived organisational support, person–environment fit, proactive 

personality, and proactive work behaviour. This work is especially relevant because it concerns 

correctional personnel in Indonesia and considers individual and organisational factors together. 

However, the population consists of correctional officers, and its constructs and research objectives 

differ from those of the present study. The larger sample and different measurement framework mean 

that its results cannot be used to validate or generalise the findings from 42 Community Corrections 

Officers in West Kalimantan. 

At the broader public-sector level, Sudewo & Defayani (2026), examined self-efficacy among 

Indonesian civil servants across generational and gender groups. Their discussion of differentiated human 

resource development, mentoring, coaching, and varied work experiences provides a relevant 

contemporary perspective on self-efficacy in public organisations. Nevertheless, the present study does 

not examine demographic differences or test the effects of particular development approaches. The 

comparison therefore contributes conceptually: both studies situate self-efficacy within public-sector 

personnel management, but they address different populations and questions. 

More broadly, de Geus et al. (2020), highlighted the importance of accounting for public-sector 

characteristics when studying employee behaviour in public organisations. This supports situating 

psychological constructs within their institutional contexts. For community corrections, the relevant 

context includes officers' specific responsibilities, the nature of their interactions with clients, and the 

organisational arrangements through which they perform their duties. The present findings provide an 

initial descriptive profile within that context, rather than a general explanation of employee behaviour 

across public organisations. 

 

3.8. Implications for Public Administration and Human Resource Development 

The findings offer a descriptive basis for considering self-efficacy within public-sector workforce 

development in community corrections. The relatively high proportion of respondents in the magnitude 

dimension (81.0%) suggests that most participants were classified in the high category for their perceived 

ability to address tasks at different levels of difficulty, according to the hypothetical-score criteria used 

in this study. By comparison, the strength dimension had the smallest proportion of respondents in the 

high category (59.5%) and the largest proportion in the moderate category (40.5%). Generality fell 

between these two dimensions, with 64.3% of respondents classified in the high category and 35.7% in 

the moderate category. These distributions indicate that the respondents’ self-efficacy profiles were not 

entirely uniform across dimensions. However, interpret the categorical results as positions relative to 

the instrument’s theoretical score ranges, not as direct evidence of professional competence, actual job 

performance, or deficiencies in particular work practices. 
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From a public administration perspective, self-efficacy profiles may serve as one source of information 

for workforce development planning. The comparatively larger share in the moderate category may 

justify further examination of how officers perceive their ability to maintain confidence when facing 

difficulties, setbacks, or demanding work situations. Nevertheless, this finding does not establish that 

respondents lack confidence in practice or that confidence-building training is necessarily required. Such 

conclusions would require closer examination of individual questionnaire items and corroborating 

evidence from competency assessments, supervisory observations, or officer interviews. Research on 

probation personnel indicates that confidence, role orientation, job satisfaction, and perceived skill 

proficiency can shape how officers view evidence-based practices (Balzarini & Louden, 2024). However, 

the present study did not measure these factors or test their relationships with self-efficacy. 

Practically, workforce development should be informed by differentiated needs assessments rather 

than a single overall self-efficacy score (Drawbridge et al., 2021; Dugan et al., 2021; Madigan & Bonney, 

2021). Where further assessment identifies relevant development needs, agencies could consider 

scenario-based learning, supervised practice, mentoring, structured feedback, and reflective supervision 

as possible development approaches. Treat these options as proposals for consideration, not as 

interventions whose effectiveness the present findings have demonstrated. Research on correctional 

officer self-efficacy has highlighted the value of task-relevant assessment for identifying potential areas 

for professional development (Desjardins et al., 2026; Koedijk et al., 2019). However, instruments 

developed for correctional officer trainees cannot automatically be transferred to community corrections 

personnel without appropriate validation (Miller et al., 2022). 

The findings also reinforce the need to consider individual psychological resources alongside 

organisational conditions. Self-efficacy should not replace adequate training, clear role expectations, 

supportive supervision, sufficient work resources, and opportunities to apply professional knowledge 

(Calvert et al., 2020; Martínez-Díaz et al., 2021; Quratulain et al., 2021; Shapiro et al., 2021). Research 

involving correctional officers across Indonesia has examined role-breadth self-efficacy alongside 

perceived organisational support, person–environment fit, proactive personality, and proactive work 

behaviour, illustrating the relevance of considering individual and organisational factors together in 

correctional human resource management (Eliyana et al., 2024). Because that study concerns 

correctional institutions and a different set of constructs, it provides contextual support rather than 

direct confirmation of the present study’s findings. Similarly, recent work on self-efficacy among 

Indonesian civil servants highlights the potential relevance of mentoring, coaching, and varied work 

experiences to public-sector human resource development (Sudewo & Defayani, 2026). These studies 

support further consideration of self-efficacy in public-sector personnel management. Still, they do not 

establish that any particular intervention will produce the same outcomes among the officers examined 

here. 

Accordingly, self-efficacy assessment may be most useful when integrated into a broader workforce 

development process (Baernholdt et al., 2022;Tower et al., 2021). Agencies could combine dimension-

level profiles with task-based competency assessments, training evaluations, supervisory feedback, and, 

where feasible, repeated measurements over time. This approach would help distinguish perceived 

capability from demonstrated competence and allow subsequent evaluation of whether development 

initiatives are associated with meaningful changes. Because the present study is descriptive, uses data 

collected in 2021, and includes 42 respondents from West Kalimantan, its findings should be used as 

context-specific evidence rather than a basis for generalising to all Indonesian community corrections 

personnel. The study therefore contributes an initial psychological profile relevant to public-sector 

workforce discussions, while leaving the effectiveness of specific human resource interventions and the 

relationship between self-efficacy and job performance for future investigation. 

3.9. Limitations and Directions for Future Research 
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Several limitations should be considered when interpreting the findings of this study, particularly 

regarding sample representativeness, the period of data collection, measurement procedures, and the 

descriptive nature of the analysis. Although the findings provide valuable insights into the self-efficacy 

of Community Corrections Officers, these limitations are important for understanding the scope and 

applicability of the results. 

First, the study involved 42 respondents from West Kalimantan, Indonesia. The relatively small sample 

size and limited geographical coverage restrict the generalisability of the findings to the broader 

population of Community Corrections Officers in Indonesia. Officers working in different regions may 

experience variations in institutional support, professional responsibilities, workloads, and access to 

training opportunities, which could influence their perceptions of self-efficacy. Furthermore, the 

available documentation does not establish whether the sample adequately represents the wider 

professional population. Therefore, the findings should be interpreted as reflecting the perceptions of 

the participating respondents rather than the overall condition of Community Corrections Officers 

nationwide. Future studies involving larger and more geographically diverse samples could provide a 

stronger basis for comparative analysis. 

Second, the data were collected in 2021, which presents a temporal limitation when interpreting the 

findings in 2026. The results describe respondents' self-efficacy perceptions during the original data 

collection period and should not be considered an assessment of current professional conditions. 

Organisational changes, professional development programmes, technological advancements, and 

adjustments in work responsibilities may have influenced officers' experiences and perceptions since the 

survey was conducted. However, the available data do not establish whether these developments 

occurred or affected self-efficacy. Updated empirical investigations are therefore necessary to 

determine whether the observed patterns remain relevant in more recent institutional contexts. 

Third, the study relied on self-reported questionnaire responses, which primarily capture participants' 

subjective perceptions rather than directly measuring professional competence or actual workplace 

performance. Responses may be influenced by individual expectations, professional experiences, and 

social desirability, particularly when respondents perceive confidence as an expected professional 

attribute. Consequently, higher self-efficacy scores should not automatically be interpreted as evidence 

of stronger technical competence or better job performance. The accuracy of the findings also depends 

on the questionnaire's wording, scoring procedures, and evidence of validity and reliability. Complete 

documentation of instrument adaptation, including reverse-scoring procedures, should therefore be 

verified before publication. Future research could strengthen measurement quality by validating 

instruments specifically for Community Corrections Officers and integrating self-efficacy assessments 

with competency evaluations or supervisory observations. 

Fourth, the study employed a descriptive research design and did not investigate causal relationships 

or evaluate the effectiveness of human resource development interventions. Differences in mean scores 

and category proportions should therefore not be interpreted as statistically significant without 

appropriate inferential analysis. Similarly, the findings cannot establish whether professional training, 

organisational support, or accumulated work experience directly influence self-efficacy. Future studies 

could employ comparative, longitudinal, or intervention-based designs to examine these relationships 

more systematically. Larger samples would also support more detailed item-level analyses and 

comparisons across institutional settings. 

Finally, future research could benefit from combining quantitative self-efficacy measurements with 

qualitative interviews, workplace observations, and supervisory evaluations. Such approaches would 

provide a more comprehensive understanding of how Community Corrections Officers develop 

professional confidence and respond to workplace challenges. Longitudinal studies could examine 

changes in self-efficacy over time, while intervention-based research could assess whether training, 

mentoring, and continuing professional development are associated with improvements in perceived 
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capability. Importantly, future investigations should also determine whether changes in self-efficacy 

correspond to measurable improvements in professional competence, decision-making, and service 

delivery. These efforts could strengthen the empirical foundation for developing evidence-based human 

resource development strategies within Indonesia's community corrections system. 

 

4. Conclusion 
This study described self-efficacy among 42 Community Corrections Officers in West Kalimantan, 

Indonesia, using survey data collected in 2021. The overall self-efficacy score had a mean of 58.79 (SD = 

7.36), with observed scores ranging from 41 to 76. At the dimension level, magnitude had the highest 

mean per item (3.19), followed by strength (3.07) and generality (2.99). Based on the hypothetical-score 

categorisation, the high category predominated across all three dimensions, with proportions of 81.0% 

for magnitude, 64.3% for generality, and 59.5% for strength. No respondents were classified in the low 

category. 

The results provide a differentiated descriptive profile of perceived capabilities within the study 

sample. Magnitude had the largest proportion of respondents in the high category, whereas strength had 

the largest proportion in the moderate category. These patterns may help identify areas for further 

assessment, but they do not establish professional competence, actual job performance, or the need for 

a specific training intervention. 

The study contributes context-specific evidence to discussions of self-efficacy in community 

corrections and its potential relevance to public-sector human resource development. In practice, 

workforce development planning may consider dimension-level self-efficacy information alongside 

competency assessments, supervisory feedback, and organisational conditions. Because the research is 

descriptive, geographically limited, and based on 2021 data, the findings should not be generalised 

beyond the available evidence. Future research should verify the instrument's measurement properties, 

examine broader samples, and investigate relationships among perceived capabilities, professional 

competencies, organisational support, and work outcomes. 
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