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ABSTRACT

Public sector organizations or government organizations are pioneers in advancing a region. Success in
advancing an area can be seen from how well individuals are in their commitment to the organization.
This study aims to determine the effect of leadership, motivation, and job satisfaction on organizational
commitment at echelons 2, 3, and 4 in the Luwu Regency Regional Work Unit (SKPD) with a sample of
87. This study concludes that leadership, motivation, and job satisfaction have a significant effect. either
partially or simultaneously.
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INTRODUCTION

The success of an organization is one of the benchmarks for the implementation of work
programs that have been carried out by human resources in the organization, human resources
are the main element in controlling and controlling organizational performance. The success of
an organization in both the public and private sectors depends on the pattern of performance
carried out by the human resources in it. In this case, human resources are expected to have a
high commitment to achieving goals and carrying out organizational functions by established
provisions.

A public sector organization or government is a formal organization with a group of
individuals who interact and work together to achieve goals and carry out tasks according to
regulations (Gibson et al., 2006). Regional development planning needs to be improved
properly and balanced with the availability of existing resources, especially human resources
(Rante et al., 2014). Thus, it can be explained that humans have an important role in the survival
of an organization, the success or failure of a public sector organization is determined by the
government apparatus.

Public sector organizations have duties and functions that must be carried out properly
based on laws and regulations. Nur (2017) explained that the Regional Apparatus Work Unit
(SKPD) is one of the public sector organizations that is formally integrated into assisting
regional heads to carry out their duties and responsibilities in carrying out the development,
implementation of government systems and services to the community. Based on this, it can be
explained that SKPD must have good performance in carrying out their duties and
responsibilities towards development and society. The importance of the quality of human
resources as the implementation of roles in public sector organizations needs to be improved
even better (Watania et al.,, 2018). Successful performance in government organizations
basically must have a high commitment to the organization (Kurniawan, 2013). The importance
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of organizational commitment possessed by human resources in the organization will have an
impact on the creation of performance by organizational goals (Fitri et al., 2013). Good
organizational commitment will have an impact on change and accelerate performance in public
sector organizations (Kunwaviyah & Syafruddin, 2004)

Organizational commitment is one of the most important elements that must be
considered by an organization (Akbar et al., 2016). Organizational commitment will have a
positive impact on employees, where this commitment will make employees not easily leave the
company and employees have a sense of responsibility to achieve organizational goals. (Tania
& Sutanto, 2013). Ciptodihardjo (2013) explained that organizational commitment needs to be
increased and owned by employees. The existence of organizational commitment will bring
emotional changes to employees for self-development and better performance.

Markovits et al (2007) explain that organizational commitment to a sector is influenced
by several factors. Purba (2011) explained that one of the factors that affect one's job
satisfaction is the leadership factor. Leadership is a relationship that exists between superiors
and subordinates in performance to achieve organizational goals (Potu, 2013). Leadership is one
of the benchmarks that must be carried out properly by superiors in realizing organizational
goals (Susiawan & Muhid, 2015). Leadership in an organization can be interpreted that there is
a process of influencing a group of people to achieve the vision and mission of an organization
(Susiawan & Muhid, 2015). Leadership has an important role in increasing better organizational
commitment, with the hope of realizing organizational goals (Nasir et al., 2020). Thus,
leadership in a public sector organization will have an impact on organizational change for the
better.

A person's motivation can affect organizational commitment (Kalkavan et al., 2015;
Marewo et al., 2020; Russell et al., 2016; Yucel & Bektas, 2012). Motivation is a person's
encouragement and will to do something to meet needs (Marliani, 2019; Sunarsi, 2018b, 2018a).
Motivation is also a person's basis in doing the will that leads to one's behavior and is done with
pleasure (Alfian et al., 2019; Prihantoro, 2015; Sirait et al., 2019). Someone who has high
motivation will be able to increase organizational commitment well so that better performance
can be achieved in an agency (Burton et al., 2002). High motivation possessed by employees
will bring changes to employee commitment to work more than what is expected by an
organization (Suarjana et al., 2016). In this case, work motivation for employees is one of the
most important elements in increasing organizational commitment, with motivation, employees
will be better at carrying out their duties and responsibilities to achieve organizational goals.

Gondokusumo & Sutanto (2015) Explain that forming organizational commitment is
strongly influenced by one's job satisfaction. Miftachudin & Suhermin (2019) explains that
someone who is satisfied in a job will direct them to high organizational commitment and will
be able to provide good quality work. Job satisfaction felt by employees will have an impact on
decreasing organizational commitment or increasing organizational commitment (Sudita, 2015).
Thus, someone who is very satisfied at work will lead to high organizational commitment, and
vice versa. A person's job satisfaction in an organization is a measure of how committed an
employee is to work (Sari & Susilo, 2018). Based on this, the more satisfied someone is at
work, the organizational commitment will be well-formed as well as organizational
performance.
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Several previous studies on the factors that influence organizational commitment have
been carried out to obtain empirical results, previous research conducted by Hasan (2019),
Purnomo (2018), and Teneh et al. (2016) explained that leadership has a significant and positive
influence on organizational commitment, better leadership or by the expectations felt by
employees will have an impact on increasing organizational commitment owned by employees.
Suputra & Sriathi (2018), Hasan (2019), Tania & Sutanto (2013) explained that motivation has a
significant and positive influence on organizational commitment, the higher the motivation felt
by employees will have an impact on increasing organizational commitment owned by
employees. Ariawan & Sriathi (2017), Suputra & Sriathi (2018), Hasan (2019), Hidayat (2018)
explained that job satisfaction has a significant and positive influence on organizational
commitment, increasing job satisfaction felt by employees will have an impact on increasing
organizational commitment owned by employees.

Organizational commitment to the SKPD of Luwu Regency needs to be improved
properly, with the organizational commitment of the Luwu Regency SKPD will have an impact
on changes in development, government systems, and services to the community more
effectively, seeing the greater use of the budget and revenue of Luwu Regency gives full
responsibility to the SKPD Luwu Regency to carry out its duties and functions as a formal
organization. This research was conducted at the Luwu District SKPD to empirically know the
factors that influence the Luwu District SKPD organizational commitment. Seeing the
importance of organizational commitment to the Luwu Regency SKPD, this research is
important to do to obtain empirical results while providing accurate information to the Luwu
Regency SKPD management in increasing organizational commitment.

METHOD

This research method is carried out using a descriptive quantitative analysis approach.
The location of this research is the SKPD of Luwu Regency, the population in this study is all
SKPD of Luwu Regency with a total of 662, the sampling technique in this study uses
calculations based on the Slovin formula with a significance level of 10% so that the number of
samples in this study is 87 samples. The sampling technique in this study used a proportionate
stratified random sampling technique. The data and data sources in this study used primary data
in the form of a statement questionnaire which was measured using a Likert scale. The data
analysis technique in this study uses multiple linear regression data analysis techniques

RESULT AND DISCUSSION

Before performing a regression analysis between variables, the validity and reliability of
the data were first tested, and the classical assumption test was carried out:
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Table 1

Validity Test Results

Variable No. Question r Table r Count Explanation
Items

Leadership 1 0.211 0.607 Valid
2 0.211 0.689 Valid
3 0.211 0.656 Valid

Motivation 1 0.211 0.364 Valid
2 0.211 0.517 Valid
3 0.211 0.364 Valid
4 0.211 0.581 Valid

Job satisfaction 1 0.211 0.679 Valid
2 0.211 0.600 Valid
3 0.211 0.691 Valid

Organizational 1 0.211 0.513 Valid

Commitment 2 0.211 0.481 Valid
3 0.211 0.358 Valid
4 0.211 0.521 Valid

Source: Primary data processed, 2021

Based on table 1 above, it can be explained that each statement item in this study
shows that the calculated r count is greater than the table r count, so that the validity test
in this study is fulfilled.

Uji Reliabilitas

Tabel 2

Hasil Uji Reliabilitas
Variable Cronchbach Alpha Explanation
Leadership 0.623 Reliable
Motivation 0.719 Reliable
Job satisfaction 0.752 Reliable
Organizational commitment 0.691 Reliable

Source: Primary data processed, 2021

Based on table 2 above, it can be explained that the reliability test in this study was
fulfilled, based on the value of each variable which showed greater than 0.6.
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Classic Assumption Test

Mormal P-P Plot of Regression Standardized Residual
Dependent Variable: Total_Y

Expected Cum Prob

T T
0.0 0.2 0.4 0.6 0.8 1.0
Observed Cum Prob

Figure 1. Normality Test
Source: Primary data processed, 2021

Based on Figure 1, it can be explained that the points are spread close together
and follow a diagonal line, thus it can be concluded that the residual value is normally
distributed or the normality test in this study is fulfilled.

Table 3
Multicollinearity Test Results
Model Collinearity Statistics
Tolerance VIF
(Constant)
Leadership ,991 1,010
! Motivation ,996 1,004
Job satisfaction ,990 1,010

Source: Primary data processed, 2021

Based on table 3, it can be concluded that there is no multicollinearity between the
independent variables because the VIF value has a value of less than 10 and a tolerance
value of more than 0.1.
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Table 4
Heteroscedasticity Test Results
Leadership  Motivatio Job Unstandardi
n satisfaction zed Residual
Leadership Correlation 1,000 ,013 ,101 ,011
Coefficient
Sig. (2-tailed) . ,903 ,351 ,921
N 87 87 87 87
Motivation Correlation ,013 1,000 ,022 ,025
Coefficient
Sig. (2-tailed) ,903 . ,837 ,818
Spearman's N 87 87 87 87
rho Job Correlation ,101 ,022 1,000 ,030
satisfaction Coefficient
Sig. (2-tailed) ,351 ,837 . ,782
N 87 87 87 87
Correlation ,011 ,025 ,030 1,000
Unstandar ¢ efficient
deec | Sig. (2tailed) 921 818 782 .
N 87 87 87 87

Source: Primary data processed, 2021

Based on the table above, shows that each variable does not experience symptoms of
heteroscedasticity. The test results show that the significance value of each variable is more than

0.05

Table 5

t Test Results

Model Unstandardized Coefficients t Sig.
B Std. Error

(Constant) 12,045 2,427 4,963 ,000
Leadership ,199 ,084 2,372 ,020
Motivation ,253 ,099 2,564 ,012
Job satisfaction ,266 , 101 2,624 ,010

Source: Primary data processed, 2021

Based on the t-test table, it can be explained that each variable has a t-count value greater
than the t-table, which is 1.66256 with a significance level of less than 0.05. Thus, it can be
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concluded that partially leadership, motivation and job satisfaction variables have a significant
positive effect on organizational commitment

Table 7.
Coefficient of Determination Test Results
Model R R Square Adjusted R Square Std. Error of the
Estimate
1 4422 ,196 ,166 1,096

Source: Primary data processed, 2021

Based on table 7, it can be explained that the R Square value is 0.196, these results
indicate that the organizational commitment variable can be explained by the leadership,
motivation, and job satisfaction variables by 19.6 percent while the rest is influenced by
other variables not discussed in this study.

CONCLUSION

Organizational commitment is partially influenced by leadership at echelon 2, 3, and 4 in
the Luwu Regency Regional Apparatus Work Unit (SKPD); Organizational commitment is
partially influenced by motivation at echelon 2, 3, and 4 in the Luwu Regency Regional Work
Unit (SKPD); Organizational commitment is partially influenced by job satisfaction at echelon
2, 3, and 4 in the Luwu Regency Regional Work Unit (SKPD); Organizational commitment is
simultaneously influenced by leadership, motivation and job satisfaction at echelon 2, 3, and 4
in the Regional Work Unit (SKPD) of Luwu Regency.
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