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Abstract

This research analyzes employees’ organizational commitment at public sector
organizations in West Sumatra. This research used job satisfaction and perceived
organizational support (POS) as antecedents of employee organizational commitment.
The results of data analysis show that 1) perceived organizational support (POS) has a
positive and significant effect on organizational commitment of employees at public
sector organizations that were undergoing organizational change, 2) job satisfaction has a
positive and significant effect on organizational commitment of employees at public
sector organizations that were undergoing organizational change.

Keywords: job satisfaction, organizational commitment, perceived organizational
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Introduction

Organizational commitment of employees is one of the main issues in the field of human resource
management and psychology (Rehman, et al., 2013). The organizational commitment of employees
refers to the willingness of employees to strive further for the benefit of the organization, the
willingness of employees to keep working on the organization and self-identification of employees
with the goals and values applicable in the organization (Porter, et al., 1974).

The majority of previous research on organizational commitment tested the level of commitment
to private sector organizations. Su et al. (2013) suggest that research on organizational commitment of
employees to public sector organizations (government agencies) is very rare. A few previous studies
have found that the employee's organizational commitment in governmental organization is lower
than that of the employee's private organization. However, organizational commitment is essential,
especially during organizational change, including in public sector organizations.

There is no single organization in the twenty-first century that can survive without make constant
change (Cameron & Quinn, 2006). The same case also applied to public sector organizations. During
organizational change, high employee commitment is required to ensure the achievement of new and
existing performance targets quickly and effectively, so that change can work (Worren et al., 1999).

To make a succeed change programs, change management requires integration of all components
within the organization, and one of the most important factors is human (employee). Employees’
attitudes to change have a significant effect on the behavior shown during the change (Vakola, et al.,
2004). Employee commitment to the organization in the event of a change has a major effect on the
success of a change.

For Indonesia itself, there is a change in public sector organizations, called bureaucracy reform,
with the aim that organizations become more focused on efficiency, effectiveness and accountability
(http://www.menpan.go.id/reformasi-birokrasi). Bureaucracy reform is essentially effort to make
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fundamental reforms and changes to the governance system, especially in terms of institutional
aspects (organization), business process and human resources.

Various problems that resulted in the implementation of government system is not running or is
not expected to run properly should be reorganized or updated. Bureaucracy reform is implemented
in order to realize good governance. In other words, bureaucratic reform is a strategic step to build
the employee in public organization to be more efficient and effective in carrying out the general
duties of government and national development. In addition, with the very rapid progress of science,
information technology and communication and strategic environment, changes demanding the
government bureaucracy to be reformed and adjusted to the dynamics of community demands.
Therefore, public sector must be taken steps that are fundamental, comprehensive, and systematic, so
that goals and objectives that have been set can be achieved effectively and efficiently. The reform
here is a gradual and continuous process of renewal, so it does not include radical and revolutionary
efforts and actions.

To achieve these goals, it is vital that employees are committed to achieving organizational goal. In
addition, public sector organizations should also focus on organizational commitment of employees
because of its positive benefits, such as in improving employee performance, low employee turnover,
reduced rejection of change, and increased productivity and overall organizational performance.

This research would like to see the level of organizational commitment of employees in public
sector organizations. This research is important because so far, employees in public sector
organizations have stereotypes as lazy, non-committed, and inefficient (Su et al., 2009).

Organizational Commitment

According to Porter et al. (1974) organizational commitment of employees is the willingness of
employees to work more in the interests of the organization, the willingness of employees to keep
working on the organization and their identification with the goals and values in the organization.
High levels of organizational commitment of employees can bring benefits to the organization,
among others; improving performance, low employee turnover, reduced rejection of the change
program, and increasing productivity and overall organizational performance.

During this time, public sector organizations are often perceived as too large and inefficient
organizations. Employees in public sector organizations are often assumed as a lazy and self-serving
person (Su et al., 2009). Public sector organizations are characterized as bureaucratic with an
overemphasis on formal rules, procedures, hierarchies, and formal decision-making processes, and
contain political elements. Leadership in public sector organizations is tied to hierarchical
organizational structures and has little independence and power in managing their subordinates. In
addition, in public sector organizations, there is often clash of interests that leads to unclear
organizational goals. Consequently, employees in public sector organizations will find it difficult to
adapt with unclear organizational goals. It also makes it difficult for employees to assess the impact of
their contribution to the organization.

This research uses organizational commitment theory of employees proposed by Su et al. (2009)
that adapted measurements from Cook and Wall. In the study, Su et al. (2009) performs an analysis
factor that classifies organizational commitment of employees into two dimensions, called
attachments and involvement. The dimension of attachment refers to the desire of employees to keep
working on their current organization and employees' pride in the organization, reflected in the way
they discuss their organization to people outside the organization. The dimension of engagement
refers to the extent to which employees feel part of the organization and their willingness to strive
more than is expected for the organization.

Several previous studies have linked organizational commitment with employee job satisfaction
(Su et al.,, 2013; Top & Gider, 2013). Employees who are dissatisfied with work are often associated
with low commitment. Job satisfaction is a feeling of achievement, achievement, and pride that
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employees feel about their work arrangements and are believed to be attitudes toward work.
Employees who are satisfied with their work tend to behave positively in the workplace, one of which
shows commitment to the organization (Top & Gider, 2013). In addition, Su et al. (2013) also suggests
that organizational commitment also influenced by perceived organizational support (POS). POS
refers to the overall employee's beliefs about the extent to which the company values employees,
cares about their well-being, and supports the social-emotional needs of employees by providing
resources to help (Eisenberger et al., 1986). Employees who receive support from the organization are
expected to demonstrate high organizational commitment (LaMastro, 1999; Beheshtifar & Herat, 2013;
Su et al., 2013).

Perceived Organizational Support

Companies usually value dedication and employee loyalty. Employees who are emotionally
committed to the organization show good performance, reduced attendance, and reduced intention to
leave the organization. Conversely, employees in general also pay attention to organization
commitment to them. Appreciation by organizations in several areas such as approval, respect, salary
and promotion, and access to information are important (Rhoades &Eisenberger, 2002). When a
person is well treated by organization, norms require them to be kind to the organization in return.

Organizational support theory (Eisenberger et al., 1986) suggests that in order to measure the
organizational readiness to appreciate overwork and to achieve socio-emotional needs, employees
build a general belief in the extent to which organizations value their contribution and care about
their well-being. Perceived organizational support (POS) is the employee's perception of the extent to
which the organization respects them and cares for them (Rhoades & Eisenberger, 2002).

When changes happen, many uncertainties will be faced by employees (Vakola et al.,, 2004).
Support from the organization will assist employees to face such uncertainty. Theoretically,
employees who get strong organizational support will feel the need to reciprocate the good treatment
of the organization with attitudes and behaviors that will benefit the organization (Eisenberger et al.,
1986). This is in accordance with the social exchange theory, in which employees are expected to
behave positively when they get equal treatment from the organization. Therefore, employees who
receive strong organizational support are expected to have a tendency to be more committed to the
organization.

Hypothesis 1: Perceived Organizational Support (POS) has a positive and significant influence on
organizational commitment of employees in public sector organizations that are
undergoing change.

Job Satisfaction

Job satisfaction is considered a significant indicator of organizational commitment (Top & Gider,
2013). Increased job satisfaction is believed to strengthen organizational commitment of employees.
Job satisfaction traditionally shows the satisfaction employees get from employment or employee
perceptions of various aspects of their work. Another definition states that job satisfaction is a
positive or negative attitude and employee perceptions of work and work environment (Pool & Pool,
2007).

Research on job satisfaction shows that many factors affect job satisfaction, among them: job
quality, employment conditions, colleagues, supervisors, administrative style, job trends, social
rights, communication, personality, gender, and type of organization (public or private). Top and
Gider (2013) suggests that low job satisfaction will negatively affect the organization, one of which is
decreasing the level of organizational commitment of employees. This will be detrimental to the
organization, including organizations that are undergoing change.

Organizations that are undergoing change require the integration of all the components that exist
within the organization, and one of the most important factors is human. Human attitudes, in this
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case are employees, to change, have a significant effect on the behavior shown during the change
(Vakola et al., 2004). In the study, it was argued that the employee's response to change can be seen
from the most positive attitude (optimistic and interested in the success of the change program) to the
most negative attitude (rejection of change). Cameron (2008) mentions that human nature will react
more strongly to things that are negative. So, whenever organizations make changes, the positive
goals of change will always be overshadowed by the negative responses that lead to the intention to
resisting the change.

Therefore, organizations need to pay attention to employee job satisfaction, because satisfied
employees tend to exhibit positive attitudes and behaviors toward the organization (Su et al., 2013).
This positive attitude can be demonstrated by a high level of organizational commitment.

Hypothesis 2: Job satisfaction has a positive and significant effect on organizational commitment
of employees in public sector organizations that are undergoing change.

Methods

The research began by conducting an explorative study of organizational commitment of
employees to public sector organizations in West Sumatra. Then, this research examined the effect of
job satisfaction and POS on employee organizational commitment. According to Cooper and
Schindler (2011) the population is a collection of all elements or objects to be studied. Objects in this
study were civil servants who work on organizations that are undergoing changes in the province of
West Sumatra. The reason for determining the object of research because the organization undergoing
a change requires a high commitment from employees to be successful. This research used purposive
sampling technique, with the criterion that is set that is employee at government institution in West
Sumatra.

Then the research collected data by sending out research questionnaires and going directly to
several public sector organizations. Further, data were analyzed using multiple regression technique
with the help of SPSS program to test the hypotheses. The regression analysis was performed to test
the simultaneous impact of independent variables on the dependent variable.

Results and Discussion

Hypothesis testing used is regression analysis, with one independent variable to one or more
dependent variable. Table 1 presents the results of hypothesis testing as a whole.

Table 1 Results of Hypotheses Testing

Organizational Commitment

B T Sig.
Perceived Organizational Support (POS) 0,288 2,366 0,019*
Job Satisfaction 0,489 4,020 0,000*

R2=0,215**

Source: Collected Data (2017)
* P<0,05

Hypothesis 1 states that Perceived Organizational Support (POS) has a positive and significant
effect on organizational commitment of employees in public sector organizations that are undergoing
change. The result of hypothesis testing shows that Perceived Organizational Support (POS) has a
positive and significant effect on organizational commitment of employees in public sector
organizations that are undergoing change. (8 = 0.288; t = 2.366; p <0.05). This result supports
hypothesis 1.
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Hypothesis 2 states that job satisfaction has a positive and significant effect on organizational
commitment of employees in public sector organizations that are undergoing change. The higher job
satisfaction in an organization, it is expected the organizational commitment of employees in public
sector organizations is also higher. The result of hypothesis 2 testing shows that job satisfaction has
positive and significant effect on organizational commitment of employees in public sector
organization that is undergoing change (£ = 0,489; t = 4,020; p <0,05). This means that hypothesis 2 is
also proven.

Organizational commitment of employees is the willingness of employees to work more in the
interests of the organization, the willingness of employees to keep working on the organization and
their identification of the goals and values that apply in the organization (Porter et al., 1974). High
levels of organizational commitment of employees can bring benefits to the organization, among
others; improving performance, low employee turnover, reduced rejection of the program, and
increasing productivity and overall organizational performance.

During this time, public sector organizations are often perceived as too large and inefficient
organizations. Employees in public sector organizations are often assumed as a lazy and self-serving
person (Su et al, 2009). Public sector organizations are characterized as bureaucratic with an
overemphasis on formal rules, procedures, hierarchies, and formal decision-making processes, and
contain political elements. Leadership of public sector organizations is tied to hierarchical
organizational structures and has little independence and power in managing their subordinates. In
addition, in public sector organizations there is often a clash of interests that leads to unclear
organizational goals. Consequently, employees in public sector organizations will find it difficult to
adapt values with unclear organizational goals. It also makes it difficult for employees to assess the
impact of their contribution to the organization.

Employees in public sector organizations are generally assumed to be less engaged, less loyal, and
less committed to their organizations than employees in private sector organizations (Su et al., 2013).
This is due to ambiguity in the organization's overly broad objectives. This situation is inversely
proportional to private sector organizations, where the objectives of the organization are stated
specifically and clearly.

However, public sector organizations are undergoing changes, including in Indonesia. The change
of public sector organizations in Indonesia is done through bureaucratic reform. Bureaucratic reform
is one of the government's efforts to achieve good governance, creating an effective, efficient, and
accountable public sector organizations. Bureaucratic reform is expected to be the first step to achieve
the progress of the State. Through bureaucratic reform, there is a change in the arrangement of the
governance system. Bureaucracy reform is applied to public sector organizations, i.e. ministries and
other government agencies.

Public sector organizations are required to serve the community quickly, accurately and
professionally. Therefore, the ideals of bureaucratic reform are the realization of professional
governance, legal, transparent, participatory, accountable and credible. In addition, bureaucratic
reform is expected to develop bureaucratic culture and behavior based on ethics, service and public
accountability and integrity. Bureaucracy reform is essentially an effort to make fundamental reforms
and changes to the governance system, especially in terms of institutional aspects (organization),
business process and human resources.

Bureaucracy reform in Indonesia places the importance of bureaucratic rationalization that create
efficiency, effectiveness and productivity through equitable hierarchical and horizontal division of
labor, measured by the ratio of volume or task load to the number of resources with formal
procedures and strict supervision. Structuring central and local government organizations is based on
a vision, mission and strategic objectives, policy agenda, program and performance of planned
activities and directed to build a bureaucratic figure with tasks and responsibilities open and
accessible. Manifestation of work procedures in intra and inter-agency relationships and between
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apparatuses with society and business world oriented to the criteria and mechanisms are impersonal
directed to the implementation of excellent service. Bureaucracy reform is also a strategic step to build
professional state apparatus resources, have the usefulness and professional outcomes in order to
support the way of government and national development.

In line with the expansion of bureaucracy reform from the central government to local government
agencies, it takes a high organizational commitment from employees, so that the change can succeed.
Human attitudes, in this case are employees, to change have a significant effect on the behavior
shown during the change (Vakola et al., 2004). Employee commitment to the organization in the event
of a change has a major effect on the success of a change.

Based on this research, POS has positive and significant effect on organizational commitment of
employees in public sector organization in West Sumatra. Organizations usually value employee
dedication and loyalty. Employees who are emotionally committed to the organization show good
performance, reduced attendance, and reduced intention to leave the company. Conversely,
employees in general also pay attention to organizational commitment to them. Appreciated by
organizations in areas such as approval, respect, salary and promotion, and access to information
enhance employee commitment to organization (Rhoades & Eisenberger, 2002).

The second hypothesis in this study found that job satisfaction has a positive and significant effect
on the organizational commitment of employees in public sector organizations in West Sumatra. Job
satisfaction is considered a significant indicator of organizational commitment (Top & Gider, 2013).
Increased job satisfaction is believed to strengthen organizational commitment of employees. Job
satisfaction traditionally shows the satisfaction employees get from employment or employee
perceptions of various aspects of their work. Another definition states that job satisfaction is a
positive or negative attitude and employee perceptions of work and work environment (Pool & Pool,
2007).

Organizations that are undergoing change require the integration of all the components that exist
within the organization, and one of the most important factors is human. Human attitudes, in this
case are employees, to change have a significant effect on the behavior shown during the change
(Vakola et al., 2004). In the study, it was argued that the employee's response to change can be seen
from the most positive attitude (optimistic and interested in the success of the change program) to the
most negative attitude (rejection of change). Cameron (2008) mentions that human nature will react
more strongly to things that are negative. So, whenever the organization changes, the positive goal of
change will always be overshadowed by the negative response that leads to the intention of resisting
change. Therefore, the organization needs to pay attention to employee job satisfaction, because
satisfied employees tend to show positive attitude and behavior toward the organization Su et al.,
2013). This positive attitude can be demonstrated by a high level of organizational commitment.

Conclusions

Organizational commitment of employees to public sector organizations in West Sumatra is
influenced by perceived organizational support (POS) and employee job satisfaction. POS refers to
the overall employee's beliefs about the extent to which the company values employees, cares about
their well-being, and supports the social-emotional needs of employees by providing resources to
help (Eisenberger et al., 1986). Employees who receive support from the organization are expected to
demonstrate high organizational commitment (LaMastro, 1999; Beheshtifar & Herat, 2013; Su et al,,
2013).

Based on this research, POS has positive and significant effect on organizational commitment of
employees in public sector organization in West Sumatra. Organizations usually value employee
dedication and loyalty. Employees who are emotionally committed to the organization show good
performance, reduced attendance, and reduced intention to leave the company. Conversely,
employees in general also pay attention to organizational commitment to them. Employees who
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appreciated by organizations in areas such as approval, respect, salary and promotion, and access to
information show high commitment towards organization (Rhoades &Eisenberger, 2002). When a
person is well treated by a company, norms require them to be kind to the company in return.

This study also found that job satisfaction has a positive and significant effect on the
organizational commitment of employees in public sector organizations in West Sumatra. Job
satisfaction is considered a significant indicator of organizational commitment (Top &Gider, 2013).
Increased job satisfaction is believed to strengthen organizational commitment of employees. Job
satisfaction traditionally shows the satisfaction employees get from employment or employee
perceptions of various aspects of their work. Another definition states that job satisfaction is a
positive or negative attitude and employee perceptions of work and work environment (Pool & Pool,
2007).

Research on job satisfaction shows that many factors affect job satisfaction, among them: job
quality, employment conditions, colleagues, supervisors, administrative style, job trends, social
rights, communication, personality, gender, and type of organization (public or private). Top and
Gider (2013) suggests that low job satisfaction will negatively affect the organization, one of which is
decreasing the level of organizational commitment of employees. This will be detrimental to the
organization, including organizations that are undergoing change.

Therefore, organizations need to pay attention to employee job satisfaction, because satisfied
employees tend to exhibit positive attitudes and behaviors toward the organization (Su et al., 2013).
This positive attitude can be demonstrated by a high level of organizational commitment.
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