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THE INFLUENCE OF ORGANIZATIONAL COMMITMENT
TOWARDS THE PERFORMANCE OF EMPLOYEES

(ASTUDY INTHE AREA OF MINISTRY OF HOME AFFAIRS)
Byv: Hero Rochmansjah

ABSTRACT

The government interestad in introduee and apply mansagement perfommiance as one of
th main o burcaucratic reform. Management of perfonmance bas been alse ovcorred n
unit, indivedual jobs, and sclect pgencies. Bureaueratic reform have done and are peing
o all fromis the departmoent of govermment apencies both at the sational and regional 10
reach an obpective of national development.

It has many efforts have been done to improve their performance government
ofgiirzationil, such as restructun orgonization, o change of strujegl and rocedures work,
issued new regulations and remove regulations fong considered no more relevant that
approprinie for the siustion wow, ond improve the quality of human resources. On the
situntion this txjes firm of ganieation] and the competende o employees of various level
in an organization to enforce measuncs i sccordance with iy funciion nnd s expected
0 applicd rewards and punishment (return and sanctions) in sccondance with regulation
thatis. '

Methods used is descriptive and verificative use Structural Equation Madel (SERM) witl
procedures. Maximum Likelihood Estimaion (MLE). MLE is the approach the iterative
which make mthe size sample small more likely o get the result thot valid, To describe
leveel o seare of each vaninble used the determinntion of categories hased on quarties.

Research findings demonstrate a commitmen orgenizotional contributed or influence
agand perfonnance of staff it the mtenor minisery,

Kepwards: organzational convmifment, performance of employees

Sl B Na: | Agusins 2005

INTRODUCTION

coording to one Depaty The Field of
Human Resourees Apparntus Minis-
tiry of Btate Apporntus Empowerment a1 a
meeting coordinution a few years ago, dis-
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tnbution of civil servants has not been in
accordanee with disiribution duty the een-
tral povernment provincisbdistnic. The
condition of human resources the eivil ser-
vants, often we hear apinion in the com-
munities thal govermmen performance is
not often seen professional and berlum
based the performance of {(orented oul-
put). For it, many observers of bureaucra-
cy encourage the government put forward
human respurces maonagemeni of gove
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emment appariius with human resources
management based performunce.

To estahlish o relationship between
performance and salary, o few instinutions
such as BAFPENAS and KK plan to stan
an mitiative of the scheme i payment new
arronged bosed on basic salary, posilion
allowance, ond payment for performance,

There are sévernl phenomena o with
the policy af bureaueracy reform that need
aftention; morality burcsucrats, system,
and procedures and system of awards and
sactions, Certainly in beyond it stell mony
more high on the agenda to do, good in
perpective nnd political ps well as cco-
e, technology, and others, In more
detail, mised some phenomenon found as
a result observation in field as fallows.

First, organizational commitment of
a couple is still not optimal, this can be
looked at the smallest like the anendance
of PMNS of which there are still did not act
discipline, this could are defined lack of
emplovers desire o stay as 0 member of
arganization, lock of cmployvess desire o
do thit best nhality for orgunization success.

Second, the implementation of per-
formance is dome by human resources
with the ability, competence, motivation,
and interests. How organization respecis
and treats: human resources that will af-
fect antitudes and his behavior in running
performonce. Phenoimenon that occurs in
the field is still many performances of bu-
reatcrats apparatus arce still low which can
be sgen through low performance in the
budget absorhtion and the outcomes wiich
performonce achicved fess rational,

Next typical of main research is so
that distinguish it with other rescarch was
previously emphasizes ot issues employ-
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ees bureoucracy especinlly who works in
the area of Minstry of Home Affars on
i}]‘gﬂl‘llﬂﬂltm!ﬂl comouiment, compelence
owned employees aod mmplications of the
performance of employees.

Based on the phenomeni menlioned
above, so that central thome i this research
“Influence Organizatonal Commitment of
The Perfomance of Emploveess™ (A Study
i The Arca of Ministry of Home Affamrs),

Research Objectives

Hasically the purpose 1o be achicved
in this research to get results analysis in-
fluence orgaiizational commitment 1o0-
wards the performance of employees at
The Ministry of Home Aflnirs,

LITERATURE STUDY
Literature Study

Commitment is a loyal workers to core
and a process coantinwous where workers
are participate for repairs nnd the success
of prpomization. Employess commitment
towards organization  distinguished by
variable w be persomal (the spe, lenpth
of employment, snd others and organi-
zation {of the design and the force lead-
ership), A commitment (0 organization is
multidimensional therefore there o (hnee
components tu push growing commtment
(Mever & Amp; Allen, 1991 Meyer &
Amp; Smith, 1993: $38). Three dimen-
fions covenng as follows.

Commitment affective (afective com-
imitment the invalvement emotion workers
over organization, This commitment influ-
enced and or developed, when invalve-
mient in organization proven be satisfcto-
ry. Organization provides an opporiunity
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o do the work witly the berier or producing
the opportunity o eet skill valuable.

An ongong commmmutmend (contiuance
commitmenl the imvalvement commibment
based on the costs due 1o the workers from the
organiztion.  This. commitment nflugnced
and or developed at the time of indivadual in-
vestment, The imvestment will be lost or dis-
minished value when individual wm of core.

Mormative comimitment (normative
commitment the invelvement o feeling of
warkers 10 tasks that 18 in orgamization,
Commitment normative influenced and
or developed as o resull af inlemalization
pressure narmative o do some sctions,
receive advantage that mises feclings are
obligation o be repaid,

In carrying out activity routing in the
organizations employees are reguired w
increase competenee each that the resulis
of the cmployesy (o achieved os maximuom
ag possible. According to M. Lyle Spen-
cer and M. Signe Spencer, Mitrani et the
was quoted bg siving by Sayiful F. Prbddi
{2004; 92.94) There are 5 (five) charactér-
isfic of competence, namely;

. “Motives”, are things that someone
thought of winl consistently that the
sct of incurrng.

2. “Tmaits”, is charscteristic phyvsical and
respoms comsisiently abow the situa-
tion or mfbrmation.

3 "Self-Concepr™, is an attitude and val-
ues owned by somebody,

4. "Enowledge”, is the one owned by
somebody for specific seetors. Knowl-
edpe 15 complex

5. “Skill”, is the ability to implement a
particulor task whether be an infra-
strocture one or mental.
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According to (Spencer and Spencer)
that was quoted as sayving by Surva DXhar-
ma (2003: L, self-concept (the concept
of self), trait (the nature of) and mobves
competence more hidden, i the deeper
and different in central point of beliavioral
somebody, Competence of knowledge and
exepertise (skill competences) tending to
beter (product and relative different in o
surface &8 oie characteristic of owned by
human being).

Performance is appearance the work
of someone in ternw of either quantity or
guality in an organization. Performesce
can be appearnnce in mdividuals and
working proup or personal. Appesmnce
the work of not only restricted to peraonal
occupymg office functionslly and struc-
turally, but also in the overall the personal
in organization,

Eobbins (m Rivm, Almad Fawa,
Muoh. Basri. 2005:15) there are three on-
ferin fo assess performance individunlly
which are (o) the assignment of individ-
wal, (b} behavior of mdinduy, (o) features
of individu that are secomd measung effee-
fivendss indicalors more ohjective from
the performanee of a follower ar unit, as
known productivity, the tarpet, sales fip-
ures, or performance of budget agency.
Performance measuring based on pereep-
tunl subjective of the sebordinate, boss,
the rale model or the other parties teken os
. mdicator of perfonmance measurement
in this research, that includes.

Individual duty. The performance of
tnsk relerring 1o the ability of an individ-
ual with which he conducts activities that
contribute to srganization. This could eon-
tribute either dircctly (e.z in this case of
workers production), or indirectly (for ex-
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ample, in the case of the manager or staff
personnel). Three the basic assumplion
of portaming to distinction between duly
and performance contextunl (Borman &
AMP; Motowidle, 1997; Motowidle &
AMP; Schmit, 1999) (in Sonnetip, Sa-
bine, Michael Frese (2002:7): (1) activi-
ties redevamt for the performance of a work
gssignment varied between performance
contexiual while that is relatively the same
in the work; (2) the performance of o sk
related to the ability, while performance
contextual relating to personality and mao-
tivation; (3} the performance of sk more
determined and played is behavior, while
performance contextual more discretion-
ary and extra the role.

Mext Benardin and Russel (2003 has
given understanding performance s fol-
laws: “performance is defined as the use of
record in outeomes produced on o specific
job function or sctivity during tme peri-
od”, The mean from stptement on perfor-
mance is record of results obtuned from
fuctions particular jobs or sctivity during
over lime, according o Robins (2003),
there are three criteria (o assess individu-
al performance which are (a) in the indi-
vidual duty, (b) behavior duty, (2] features
individual. Performance evaluation based
an perceptual subjective of the subordi-
nate, boss, the role model or other porties
tmjen as an indicatior performance mea-
surement. Based on the concept of above
employess perlormance are the resulis of
the perceived in subjective of individuals
i5 In orEnmization.

Frame of Thinking

The Infleence of Orgamzstional Com-
mitment Towards The Performance of
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Employees

A positive influence of orginizational
commitment towards the performance of
ernployess demonstrated strong comnmt-
ment allows a member of the organization
has the auitudes and positive behavior.
The positive attitudes and behavior based
ou perception that organeation cun be pul
useful value expected. This led members
of an organization 0 work better and loud-
er i order o achieve the orzpnizational
ponis

Through the commitment of o strong
organization, 8 member oreanigation has
attitudes and positive behovior thal en-
coursges them 1o work better that menas
for organtzartional improvement in the
performance. Attitudes and behavior that
are positive especially constituted by ac-
ceptance member's view of organization.
A member’s arganization view that the
values and the parpose of the organiziion
provides benfits expected by members of
the erganization.

Ageording to the theory from Robhins
and Judge (2007) define commitment as o
situation which an individual Tvouring or-
panization, aims, and willings to mamtam
member of orgunization. While Mathis
and Jackson (i Sopiah: 1553) define or-
ganizational comimitment as a degree (hat
employees Irust and secept organition’s
goals ond will stay of not to leave his or-
EAnkEatIon.

Dotted tarning of the framework of
thinking mentiomed, so parsdigm of lis
research on the influcnce organizasional
commitment towards the performance of
employees is to illusteated as appear to be
the chart u groove through below.
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Onganizatiomal
Commitmant

" PeHormance of .
il Employees

Pleture 2.1, Research Paradigm

Hypathesis

Crganizntional commumment influene-
es significantly on performanee of em-
ployees af the Ministry of Home Affairs,

OBIECTS AND METHOD
Method

In setting rescarch design, there are
several paints that be the centere of inter-
ext that are;

. Determineg the purpose 1o do investiga-
tion. In this caze, investizalion made
with objective to deseribe and test
hypathesis, At this level, the anolysis
is individual umit, in this case admin-
istrutive emplovess in components be
within Minsitry of Home Affairs,

2, Determine the type of ohservation,
In this ease related with the effort to
build relationship hetween variable re-
starch, Sample design of the research
is gample mesguring (n) caloulated
o formuls pecording to data anslysis
used to outlined i sub the papulation
and smmple research.

3, Associate with the provision of simu-
Intion outside basie variable

4. The testing af hypothesis of research
wis done on the basis of wake up the
theory/the concept of where the allega-
thon that refations each variable have
been identified by a fromework eon-
celtual elear

5. Deals with messurement of research
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md size wvanable. Chutling research
variable, concepl of variable, dimen-
sions, indicators, o scale of measure-
mit, wilil number of ilems in gues-
lionnpire. The pext steps is done by
grouping for cach aliernative answer
and each item questionnaire (e for
highesi vehicles = 5 and smallest =
1) A seale used in reszareh o weight-
ing iems e guestionnure use scale
Likert with weights 1,2,3,4,5 statisij-
cally in vedirm] scale

6. Collection Date. Methods used in eal-
lecting of data lab % the inferviews
method and the spread of the question-
naire.

7. Analysis data. AL this stage writer will
eonduct data analysis to find rescarch
hyphotesis derived from problem for-
mulation of research, Resulting out-
put from analysis dota meant 5 model
which is being suituble and meel (he
standird of poodness in research mod-
el. In this analysis research, the testing
of hypothesis used is model analysis of
eruation structural or structural equa-
tion modeting (SEM).

THE RESULT OF STUDY AND
DISCUSSION

Hypothesis tested is e mlloence of
erzamizations] commitment fowards the
performance of employvees. Based on the
results of data processing uses sofiware
Lisrel so the coefficients lines runming on
the testing of hypothesis fifih formulated
as follows.

Struciural equation from the influence
of organteational commitment agninst the
performance of employees
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Exergennny Cunstinuciy

Enulegeining .

Conriruess Ny
KMOKP

i 075 0500 03166
(504820 (BA4052)

Tormmnion: numibers i brockels is the value of
tatistics wji-t

KMO : Organizational Comoitment
KP : Emplovees Performance

Together both ndependent varables
(orgamizational commutment and the com-
petence of employess) contributed or in-
fluence of 51, 96% of performance of em-
plovess-at the Ministry of Home Affairs,
While the rest of 4X,14% infiucnced by
other factors our variable of organizational
commitment and the competence of cm-
plovees.

Big of the influence of gach free vari-
uhle {orpanizational commiiment and the
competence of emplavess towards perfor-
manee of the emplovees cin be caloulated
as follows,

The mfluence organizational
comrutment towards the performance of
employess
I. The direct effect organistional

commimment = (034757 = 100% =

12,08%

2. Indmecteffect throneh the commuinent
of oreonieationn]  competence  of
employees = (0,347%) = (0,3590) =
{0.5190) = 100% = 6.47%

The resplis of the study o infleence
of organteational  commtment  towards
performance of employees in line with
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what |5 =ad Meyer af al (2012) where
commliment i & or enlanglement psy-
chological between individunls members
and core charactenized by the presence of’
confidence and acceptomee of the purpose
anadl valves organization, desire 19 remain
#n member and desire 1o advanee core
other words desire 1o improve the perfor-
mange in Support progress organizations
und alse in hone with Ricard M. Steers (Sri
Kuntjoro, 2002) who says organizational
commiiment as the wdepiificabon (confi-
dence in values orgamzation) and loyalty
they want to remam an & member of an
{organizabion concemed) expressed by an
employes to core. What this demonstrotes
in organizational commitment are the con-
ditiens which employees is very mterested
to the purpose, valoes, and the targel of
core. A commitment (o orpanization by the
sehievement of a goal, The low commit-
ment reflecting lack of responsibility by
somoone in corrying ool hisher duty.

= The Influence of organizational
commitment towards th performance

of employecs

Hyphotesis

Orponizational  conmitikent
in portial has not been affect-
ing the performonce of sioii st
Ministry of Home AfTurs

Hy i, =0

(3118 [L,I#ﬂ Organizasonnl  Commitment
in partial lmpact on perior-
mance of emplovecs at Min-
istry of Home Affhirs

Path Kool | T [T, [Ho | Ha |
01,3475 51482 | 1,96 | rejectend | aceepted |
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Based on the results of testing can be
seen the value of a variable t-counted or-
pantzational commitment (3, 14827 great-
er than t-critis (1.96). Becawse the value
of t-counted higher than t-crtical, then at
the rate of error 5% the company decided
1o refuse Ho and so that Ha aceepied. So
based on the results of westing in the levels
of trust 95% concluded that organizational
commitment partial evaluation of its eifect
on thee perfonmance of stafT at the Ministry
of Home Alfairs. Directly organization-
al commitment eontributed as much as
12,08% an the performance of employvees
ot the Ministry of Home AfThins,

CONCLUSION AND RECOMMEN-
DATION

Conclusion

Based on the resulis of analysis and
discussion of the research results, 5o o con-
clusion can be drawn as follows: increase
organizational contmutment and the com-
petence of employees have an imporant
role in the increase of employees perfor-
manee especially i organizotional com-
mitment and performance of employees
can be done”in effort together to enhance
performance of employees at the Minisiry
af Home Affairs.

Recommendation

Based on the outline imdicated in
chapter formerly and the conclusion given
be raised in some suppestions as fallows;
1. For Ministry of Home A finirs

To improve their performamnee in need
organizational commitment better, so
thut refations both civil servani and
organization will cause attitude who
eould be considered as the attachment

DHARMA PRAIA

cach other, which emplovees will
be revere heartily and  promise
dotng the duties have w0 hold in an
abedicnt - principle, determined aby
A superion as an agent organization
o achieve o particular aim and vice
versa organization comiited in paying
attention to the contrbution of civil
servants and care {or existence of
these and employees welfare ihus
there will be reciprocal or balance
process of employees treatment over
organiziticn snd 50 are in conliast
to treat emiployees at the Ministry of
Home A My,

4. For Academic

This kind of research is expected 1o
be made in Minisiries and Institutions
i the central povernment and regicn
therefore in expecting oll of civil
servants know the problems and other
dimensions to determine its impacts o
perform eivil servants in Indonesia,
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