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ABSTRACT : The purpose of this study to analyze the effect of competence, motivation and organizational 

culture on organizational commitment and employee performance. The research was conducted at the Institute 

of Education and Training of South Sulawesi province with a population of 513 employees and based on Slovin 

formulation; sample set as many as 224 employees. Research hypothesis was tested by using Structural 

Equation Models (Analysis of Moment Structures, AMOS version 18). The study found that the competence and 

organizational culture has a positive and significant effect on organizational commitment. Work motivation has 

a negative and insignificant effect on organizational commitment. Competence, organizational culture and 

organizational commitment have a positive and significant effect on employee performance. Work motivation 

has a negative and insignificant effect on employee performance. Organizational commitment as a mediating 

variable in explaining the effect of work motivation on employees performance, whereas in, explains the effect 

of competency and organizational culture on performance, organizational commitment is not proven 

Keywords - Competence, motivation, organizational culture, commitment, employee performance 

 

I. BACKGROUND TO RESEARCH 
The demands on the arrangement of good governance and challenges in the implementation of public 

service management that is transparent and responsibilities momentum for the direction of government 

bureaucracy Indonesia as well as in the education and training in South Sulawesi to realize the paradigm good 

government with provides education and training to qualified personnel, for it has become a necessity for those 

involved in the implementation of education and training to have the competence and high motivation and 

culture organizations are better able to increase organizational commitment and employee performance is no 

higher than the standard of state civil apparatus (ASN) performance at the working unit in accordance with the 

objects of work and work behavior of employees and the Indonesian Government Regulation No. 46 - 2011 on 

performance appraisal. 

The reality shows that the performance assessment is based on the aspects of quantity, quality, cost and 

time  (The Indonesian Government Regulation No. 46, 2011). Performance is the achievement of the work 

which exceeded the target set (Phillips, 2007: 65). The low of employees performance resulting from the low 

organizational commitment, that the employee does not comply with all the rules laid down in the organization, 

ignoring the commitment to always be part of the organization and does not give serious attention to sustain the 

success already achieved by the organization. Smith & Meyer (2009: 56) states that everyone in the organization 

must be committed to advance, comply with the rules, become part of the organization and strive to maintain the 

organization's success has been achieved. The core of this organizational commitment includes four elements, 

namely affective, normative, and continuance, prospective as demands for realizing the objectives of the 

organization. The findings of previous researchers provide evidence that organizational commitment has a 

positive and significant effect on individual performance (Bani & AlHawary, 2009; Kanfer et al., 2010; Rosa, 

2011; Sujana, 2012). 

Under the regulation, the employee performance evaluation agency Training South Sulawesi province 

refers to the performance appraisal assessed in four aspects: quantity, quality, time and cost. Conditions that 

occur in the Education and Training of South Sulawesi province, showed that, the conditions and the ability of 

employees to perform in accordance with the standards of achievement assessment of performance by targets of 

state civil apparatus (ASN) is not in accordance with the reality of the expected review of aspects of quantity, 

quality and time and costs used in the completion of the work. For it is shown as follows: 
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Table 1. Employee performance based on performance standards   

Year Actual Performance (%) 

Quantity Quality Time Cost 

2011 89.54 85.63 72.25 70.89 

2012 84.66 82.39 70.63 67.92 

2013 81.28 78.18 69.32 65.74 

2014 78.62 75.46 64.28 60.58 

2015 76.66 72.11 61.84 59.97 

                         Source:  Institute for education and training of South Sulawesi Province (2016) 

 

The table shows the percentage of performance that does not achieve performance targets Based on 

performance standards of state civil apparatus (ASN), in which the realization of the expected target 90-100%. It 

is seen that the performance is based on aspects of the quantity of work within a period of five years has 

decreased, in 2011 amounted to 89.54% and then in 2015 decreased by 76.66%, that the implementation of 

education and training held reduced. Employee performance based on the quality of work, in 2011 reached 

85.63% and then in 2015 decreased to 72.11%. The quality of education is low. Furthermore, based on aspects 

of the use of working time employee in 2011 amounted to 72.25%, then in 2015 continued to decline until it 

reaches 61.84%. Performance is based on the utilization of cost-effectiveness, in 2011 reached 70.89% and in 

2015 decreased to 59.97%. The low of employees performance due to low and have not been as good or 

organizational commitment, competence, motivation and organizational culture.  

The low of the employees competence is the antecedent of the lack of organizational commitment and 

employee performance. The condition is caused by the level of education, skills, experience, work attitude in the 

mastery and expertise based on professionalism owned employee is at a low level. That is based on knowledge, 

employees still dominated by an employee with a bachelor's degree level so that the employee is deemed not to 

have enough knowledge to do the job. Skills deemed necessary to be improved through a training program so 

that they have the ability to work high. The experience of employees in work is still limited to daily activities, 

work attitude which is not oriented to innovation and the proficiency level of the work has not been professional 

in his field, so these factors into consideration for enhanced competencies. Competent human resources in the 

wake of the substance of the knowledge, skill, experience, work attitude and skill mastery. High competent used 

to increase organizational commitment and individual performance (Donald, 2007: 1). The empirical evidence 

shows that the competence of positive and significant effect on commitment and performance (Bani & 

AlHawary, 2009; Kanfer et al., 2010; Rosa, 2011; Sujana, 2012). 

Employees in work require passion, encouragement and support to always survive, to grow or thrive 

while the other part meeting the needs of employees is relatively low for the low motivation of the employment. 

ERG Theory of Clayton Alderfer explains that each individual needs to be motivated to meet the needs of 

existence, relationship and growth is usually called the needs of the ERG. Elements ERG covers the demands of 

subsistence, physical needs, family needs, needs social, employment needs and the needs of the productive and 

creative. The findings of previous researchers provide evidence that the work motivation has a positive and 

significant effect on organizational commitment and individual performance (Moon, 2000; Burton et al., 2002; 

Guritno & Waridin, 2005; Suharto & Budi Cahyono, 2005; Hakim, 2006; Devi, 2009; Gunastri,  2009; Haryono, 

2009).  

Organizational culture which is not implemented properly became the cause of organizational 

commitment and employee performance, that employee has not been able to understand well the organizational 

culture of the workplace, this is evidenced by the lack of integrity of personnel in work and low employee 

responsibilities in completing the work, as well as the level of discipline and low compliance so that the 

execution of the job is not as expected. The value of philosophy explained that the philosophy of the 

organization's founder advanced and modern philosophy is always based on five values: integrity, identity, 

responsibility, and discipline and results orientation. Empirical evidence suggests that organizational culture has 

a positive and significant effect on organizational commitment and individual performance  (Moon, 2000; Fey 

& Denison, 2003; Abdul Rashid et al., 2003; Jandeska & Kraimer, 2005; Cuong & Swierczek, 2008; Manetje & 

Martins, 2009; Zain et al., 2009; Ojo, 2009). 

 

II. LITERATURE AND HYPOTHESES DEVELOPMENT 
2.1. Employee competence 

Placement of employees in positions according to their competence is also one of the deciding factors 

in improving job satisfaction. Competence is the basic characteristics of a person that affect thinking and action, 
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to generalize to all situations faced and survived long enough in humans (Ruky, 2006). Competence in relation 

to the performance can be classified into two groups: the threshold competencies are the minimum criteria that 

must be met office holders in order to work effectively and differentiating competencies are the criteria that 

distinguish people who achieve superior performance and individuals with individuals who produce an average 

performance (Ruky, 2006). Competence regarding the authority of each individual to perform a task or making 

decisions appropriate to their role in the organization that are relevant to the expertise, knowledge, and 

capabilities. The competency of individual employees should be able to support the implementation of the 

strategy of the organization and be able to support any changes made to management. In other words, the 

competence of the individual can support team-based work systems (Rivai, 2008: 289).  

Competencies of human resources constructed of the substance of the knowledge, skill, experience, 

work attitude and skill. High competent used to increase organizational commitment and individual performance 

(Thierauf, 2008). The empirical evidence shows that the competence has a positive and significant effect on 

organizational commitment and employee performance (Bani & AlHawary,  2009; Kanfer et al., 2010; Rosa, 

2011; Sujana, 2012). Thus, the proposed hypothesis of the study as follows:  

H1a Competence has a positive and significant effect on organizational commitment  

H1b Competence has a positive and significant effect on employee performance 

 

2.2. Work motivation 

Motivation of the self-employees can be derived from the need for money, awards, power, and 

recognition. Motivation from outside can come from family, co-workers and superiors. In outline the motivation 

to work is divided into two parts, namely a positive motivation and negative motivation. Positive motivation is 

the process of influencing people by providing the possibility of getting a gift while negative motivation is the 

process of influencing a person through the power of fear such as loss recognition, money or position 

(Heidjrachman & Husnan, 2002). Other views classifying work motivation into intrinsic motivation, namely the 

driving of work sourced from within the workers in the form of awareness of the meaning of the work 

performed. Extrinsic motivation is driving labor sourced from outside the workers in the form of a condition that 

requires carrying out the work to the maximum (Nawawi, 2000).  

ERG Theory of Clayton Alderfer explains that each individual needs to be motivated to meet the needs 

of existence, relationship and growth is usually called ERG needs. ERG element covers the demands of 

subsistence, physical needs, family needs, and social needs, the needs of the job and the needs of the productive 

and creative. The findings of previous researchers provide evidence that the work motivation has a positive and 

significant effect on organizational commitment and individual performance (Moon, 2000; Burton et al., 2002; 

Guritno & Waridin, 2005; Suharto & Budi Cahyono, 2005; Hakim, 2006; Devi, 2009; Gunastri,  2009; Haryono, 

2009). Thus, the proposed hypothesis of the study as follows:  

H2a Work Motivation has a positive and significant effect on organizational commitment  

H2b Work Motivation has a positive and significant effect on employee performance  

 

 

2.3. Organizational Culture 

Culture is the essence of what is important in the organization. As the activity of giving orders and 

prohibitions, and describe something done and not done that govern the behavior of members. So culture 

contains what we may do or not to do so can be considered as a guideline that is used to run the activities of the 

organization. Basically the organization within the company culture is a tool to unite every individual who 

perform activities together (Beach, 1993: 12). Organizational culture is often portrayed in the sense that is 

shared (Glaser et al., 1987).  

Culture is the various interactions of traits habits that affect groups of people in the environment 

(Hofstede, 1986: 21). Organizational culture is a social adhesive that given the members of the organization. It 

seems to be a characteristic or personality varies from one person to another person can be incorporated into a 

strength of the organization it is necessary to social adhesive (Kreitner & Kinicki, 1995: 532). The value of 

philosophy explained that the philosophy of the organization's founder developed and modern philosophy is 

always based on five values: integrity, identity, responsibility, and discipline and results orientation. That the 

values prevailing in the organization play an important role in instilling the culture of the organization to the 

members of the organization to have a high organizational commitment in improving employee performance. 

Empirical evidence suggests that organizational culture has positive and significant effect on organizational 

commitment and individual performance  (Moon, 2000; Fey & Denison, 2003; Abdul Rashid et al., 2003; 

Jandeska & Kraimer, 2005; Cuong & Swierczek, 2008; Manetje & Martins, 2009; Zain et al., 2009; Ojo, 2009). 

Thus, the proposed hypothesis of the study as follows: 
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H3a Organizational culture has a positive and significant effect on organizational commitment  

H3b Organizational culture has a positive and significant effect on employee performance 

 

2.4. Organizational commitment 

Organizational commitment is seen as a value orientation toward the organization that shows 

individuals highly thought of and prioritizing the work and organization. Individuals will try to give all its 

business in order to help the organization achieve its objectives. Organizational commitment is defined as the 

degree to the employee Identifies with a particular organization and its goals, and wishes to maintain 

membership in the organization (Robbins, 2003). Organizational commitment as the relative strength of the 

individual against an organization and its involvement in a particular organization, which is characterized by 

three psychological factors (Porter et al., 1973), namely: (1) A strong desire to remain a member of certain 

organizations, (2) The desire to bend over backwards for the sake of the organization and (3) Trust is definite 

and acceptance of the values and goals of the organization.  

Three forms of organizational commitment (Allen & Meyer, 1990), namely: (1) commitment Affective, 

that emotional attachment, identification and involvement in an organization. In this case the individual resides 

in an organization because of their own desires, (2) Commitment continuant, namely the commitment of 

individuals based on considerations about what must be sacrificed when it will leave the organization. In this 

case the individual decides to settle on an organization regarding it as a fulfillment of needs, (3) Normative 

commitment, namely the individual's beliefs about the responsibilities of the organization. Individuals remain in 

an organization because they feel obliged to loyal to the organization 

Smith & Meyer (2009: 56) states that everyone in the organization must be committed to advance, 

comply with the rules, become part of the organization and strive to maintain the organization's success has been 

achieved , The core of this organization's commitment includes four elements, namely affective, normative, 

continuous and prospective as demands for realizing the objectives of the organization. The findings of previous 

researchers provide evidence that organizational commitment has a positive and significant effect on employee 

performance (Suliman, 2002; Suharto & Budi Cahyono, 2005; Khan et al., 2010).   Thus, the proposed 

hypothesis of the study as follows: 

H4 Organizational commitment has a positive and significant effect on employee performance 

 

2.5. Employee performance 

Individual will always crave appreciation of the results of his work, and expect a fair wage. 

Performance appraisal needs to be done as objectively as possible because it will motivate employees to conduct 

their activities. Beside that also performance appraisal can provide information for the benefit of salary, 

promotion and see the behavior of employees. Performance is a combination of behavior with the achievement 

of what is expected and the choice or part of the terms of an existing task on each individual in the organization 

(Waldman, 1994).   

Individual performance is the result of the quality and quantity of work that can be achieved by an 

employee in carrying out their duties in accordance with the responsibilities given to him (Mangkunegara 2001: 

67). Performance is employee performance of duties which have been assigned duties (Cascio, 1995: 275). 

Performance is the result of the work of an employee during period particular compared with a range of 

possibilities, such as standards, target, and  criteria that have been determined in advance and have been agreed 

(Soeprihantono, 1988: 7). The performance evaluation is based on aspects of quantity, quality, and time and 

costs (the Indonesian Government Regulation No. 46, 2011). Performance is the achievement of the work which 

exceeded the target set. Thus, the proposed hypothesis of the study as follows: 

H5a Competence has a positive and significant effect on employee performance is mediated by organizational 

commitment 

H5b Work motivation has a positive and significant effect on employee performance is mediated by 

organizational commitment 

H5c Organizational culture has a positive and significant effect on employee performance is mediated by 

organizational commitment 

 

III. METHODS 
Explanatory research is done to explain the symptoms caused. The study was conducted on fourteen 

Institutes for education and training scattered South Sulawesi province.  The research was scheduled for four 

months starting in December, 2015 until March, 2016. The population in this study of 513 employees working 

at fourteen Institute for education and training of South Sulawesi province. Sampling studies using formulations 
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Slovin, thereby obtained 224 respondents. Analysis of the data used in explaining the phenomenon in this study 

is a descriptive statistical analysis techniques and analysis of Structural Equation Modeling (SEM). 

 

IV. RESULTS  
The model is said to be good if the development hypothetical model theoretically supported by 

empirical data. Results of testing the goodness of fit indices in the following table with the criteria presented 

models as well as critical values that have compatibility data.  

 

Table 2. Goodness of fit indices  

Goodness of fit  Cut-off Value Early  Final  

Chi-Square expected that a small 279,287 258,836 

Probability ≥ 0.05 0,000 0,219 

CMIN/DF ≤ 2.00 1,990 1,072 

RMSEA ≤ 0.08 0,067 0,018 

GFI ≥ 0.90 0,839 0,921 

AGFI ≥ 0.90 0,800 0,893 

TLI ≥ 0.94 0,568 0,969 

CFI ≥ 0.94 0,621 0,975 

                         Source: Data processed (2016) 

 

The results of the evaluation of the models show that all the criteria of goodness of fit indices have met 

the criterion or criteria appropriate cut-off value, so that the models can be said to have been in accordance with 

the criteria of goodness of fit indices for analysis. Based on the empirical models proposed in this study can be 

tested against the hypothesis put forward by testing the path coefficients in structural equation modeling. The 

following table is a hypothesis testing by viewing the p-value. The test results are presented in the following 

table: 

Table 3. Hypothesis testing  

Exogenous  Endogenous 
direct effects model 

Standardize P-Value Description 

Competence (X1) Organizational commitment (Y) 0.284 0.011 Significant 

Work Motivation (X2) Organizational commitment (Y) - 0,013 0,885 insignificant 

Organizational Culture (X3) Organizational commitment (Y) 0,375 0,003 Significant 

Competence (X1) Employees performance (Z) 0.351 0.018 Significant 

Work Motivation (X2) Employees performance (Z) -0.005 0.957 insignificant 

Organizational Culture (X3) Employees performance (Z) 0.277 0.049 Significant 

Organizational Commitment (Y) Employees performance (Z) 0.426 0.005 Significant 

Exogenous  Intervening  Endogenous  Standardize Description 

Competence (X1) Organizational commitment (Y) Employees performance (Z) 0.121 Significant 

Work Motivation (X2) Organizational commitment (Y) Employees performance (Z) -0.006 insignificant 

Organizational Culture (X3) Organizational commitment (Y) Employees performance (Z) 0.160 Significant 

               Source: Data processed (2016) 

 

The overall model can be seen there are five direct effect path coefficient testing show positive and 

significant results, while the other two lines coefficient showing negative and insignificant results. Further 

testing indirect effect path coefficients showed that there are two indirect effect path coefficient tests which 

showed a positive and significant, while one of them showed a negative and insignificant. For it can be 

explained that the findings of this study, as follows: (1) competence has a positive and significant effect on 

organizational commitment, It can be proved by the standardized regression weight estimate of  0,284 and  the 

probability value of 0.011 < 0,05; (2) work motivation has a negative and  insignificant effect on organizational 

commitment,  It can be proved by the standardized regression weight estimate of -0,013 and  the probability 

value of 0.885 > 0,05; (3) organizational culture has a positive and significant effect on organizational 

commitment, It can be proved by the standardized regression weight estimate of  0,375 and the probability value 

of 0.003 < 0,05; (4) competence has a positive and significant effect on employee performance, It can be proved 

by the standardized regression weight estimate of  0,351 and  the probability value of 0.018 < 0,05; (5) work  
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motivation has a negative and  insignificant effect on employee performance,  It can be proved by the 

standardized regression weight estimate of  -0,005 and the  probability value of 0.957 > 0,05; (6) organizational 

culture has a positive and significant effect on employee performance, It can be proved by the standardized 

regression weight estimate of  0,277 and  the probability value of 0.049 < 0,05; (7) organizational commitment 

has a positive and significant effect on employee performance, It can be proved by the standardized regression 

weight estimate of  0,426 and  the probability value of 0.005 < 0,05. 

Further explanation for the indirect effect as follows: (1) Competence has a positive and significant 

effect on employee performance is mediated by organizational commitment, the standardized regression weight 

estimate of 0,121 and the value of the probability of 0.018 < 0,05; (2) Work motivation has a negative and 

insignificant effect on employee performance is mediated by organizational commitment, the standardized 

regression weight estimate of 0,006 and the value of the probability of 0.957 < 0,05; (3) organizational culture 

has a positive and significant effect on employee performance is mediated by organizational commitment, the 

standardized regression weight estimate of 0,160  and the value of the probability of 0.049 < 0,05. 

 

V. CONCLUSION AND RECOMMENDATIONS 
Knowledge, skills, experience, attitude and skill mastery owned employees give a real effect in 

increasing organizational commitment and employee’s performance. Integrity, responsibility, discipline and 

orientation results indicated employee apparently was able to increase the commitment of employees, on the 

other hand urge the fulfillment of necessities of life, physical, family, social becomes a factor that causes low 

levels of employee commitment and performance of employees. Organizational culture has been well used and 

understood thus providing a real impact against the organizational commitment and employee’s performance. 

Organizational commitment as a mediating variable in explaining the effect of work motivation on employees 

performance, whereas in, explains the effect of competency and organizational culture on performance, 

organizational commitment is not proven. It takes strong efforts from the management to improve the 

employees work motivation through improvements on the necessities of life, physical, social and family. 
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