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Abstract : This research aimed to analyze the effects of organizational commitment, competency, and reward
on employee performance. The population of this research was local public officers in the Yapen Islands
Regency. A probability sampling technique was used to analyze the recruited-185 respondents. The research
instrument used was a questionnaire with a five-point Likert scale. The statistical program SPSS was employed
in data analysis. The analysis methods used included descriptive analysis, validity and reliability tests, classical
assumption test, and regression analysis. The results show that the variables competency and reward had
significant positive effects on employee performance, while the variable organizational commitment did not
have any effect on employee performance.
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l. Introduction

Budgeting is vital in a local government environment, given that budget affects a government's
accountability in providing services to the public. A budgeting process involves budgeting methods whereby the
management aligns the costs incurred for an activity with the benefits generated (BPKP, 2005). The described-
benefits are a set of objectives that are expressed in the performance targets of every work unit (Igsan, 2016).

As a prerequisite for budgeting implementation, financial and budgeting reform is needed to reorientate
budget allocation more toward public interests (Indrawati, 2012). However, the financial and budgeting reform
that is performed poses a challenge to the budgeting process in local government agencies (OPD), including
those in the Yapen Islands Regency. The Yapen Islands Regency Government itself was required to make, and
currently has completed, an adjustment of the local budget (APBD) structure on a gradual basis to the prevailing
regulation. In this case, the Government Regulation No. 58 of 2005 on Local Financial Management.

Budgeting is deemed necessary as it brings consequences for which preparation should be conducted as a
factor that spurs budget utilization success. For this purpose, excellent performance is a must for the local
government agencies in the Yapen Islands Regency. According to Rahman et al. (2015), employee performance
is the qualitative and quantitative work achievement expected of an employee.

Increased employee performance will be helpful for an organization to achieve its goals. According to
Venkatraman and Ramanujam (1986), employee performance is one of the organizational capacity indicators
necessary for the efficient achievement of an organization's goals. The researchers realized the importance of
excellent employee performance to budgeting. Existing empirical evidence shows that low employee
performance is influenced by several factors (Dajani, 2015). As pointed out by Makawi et al. (2015) and
Suharto et al. (2019), these factors include organizational commitment, competency, and reward.

Organizational commitment is considered one factor in the improvement of employee performance (Arch
et al., 2012). It is one's sense of dedication toward the organization that hires him/her, his/her willingness to
work hard for the organization, and his/her intention to remain with the organization (Meyer & Allen, 1984). It
is built upon his/her beliefs in the organization's values, willingness to put the organization's goals into reality,
and loyalty to maintain his/her membership. It holds a critical role in improving employee performance. As
stated by Susanty & Miradipta (2013), some experts hold that one's commitment to an organization is the force
behind his/her involvement with the organization.




It is also essential to pay attention to, aside from organizational commitment, human resource
competency. In the face of budgeting system changes, the issue of human resource competency becomes of
much importance. As mentioned by Makawi et al. (2015), competency is one element involved in performance
improvement. Competency is capable of deepening and broadening work capacity. The more often one conducts
the same work, the more skilled and swifter he/she would be in completing the work with every performance
(Kartika & Sugiarto, 2014). The more work one conducts, the more affluent and vaster his/her work experience
would be, and the more likely it will be for him/her to have improved performance (Uppal et al., 2014).

The competency possessed by the human resources in the Yapen Islands Regency, especially those
assigned with budgeting, has yet to reach the targetted level. This fact can be seen from their skills, knowledge,
the training they participated in, and their abilities, which did not go too far beyond the standard threshold.
Continuous improvement is needed for the human resources to prepare them to deal with changes, especially in
the budgeting process, in order to increase the performance of government institutions. Competency fostering in
the budgeting field can also be conducted efficiently, effectively, and in a coordinated way under one roof.

Some scholars argue that success for every organization relies not only on the quality of the human
resources available to the organization (Ngwa et al., 2019; Fay & Thompson, 2001). It also relies on extracting
an optimal outcome out of an employee. According to Ngwa et al. (2019), the management needs to develop a
rewarding system capable of generating a positive consequence upon the contribution toward performance
achievement desired by an employee. The rewarding system has a central role in deciding the organization's
ability to attract high potential employees and to retain highly competent employees for higher levels of quality
and performance (Fay & Thompson, 2001).

Previous research works on the effects of organizational commitment, human resource competency, and
reward on employee performance indicate varying research findings between one researcher and another. This
phenomenon is often termed a research gap. Respatiningsih and Sudirjo (2016), in their research, showed that
the variable organizational commitment had a significant positive effect on employee performance, while
Arizona et al. (2013) stated organizational commitment did not have any effect. Makawi et al. (2015) said the
variable competency had a significant positive effect on employee performance, unlike Supriyanto (2012), who
said that competency did not have any partial effect on employee performance. Ernur et al. (2017), in their
research, concluded that reward had a significant positive effect on employee performance, while Kentjana and
Nainggolan (2018) stated reward had an insignificant effect on employee performance. Some factors were
triggering this research: [1]the problems in the budgeting processes that took place in the local government
agencies in the Yapen Islands Regency, [2] the existent financial and budgeting system reform, and [3] the
existing research gap concerning factors that influence employee performance in budgeting. The researchers
found it of interest to investigate the roles of organization commitment, competency, and reward in influencing
the performance of local public officers in the Yapen Islands Regency. This research aimed to study and analyze
the effects of organizational commitment, competency, and reward on employee performance in budgeting the
Yapen Islands Regency.

1. Literature Review And Hypotheses Development
2.1 Performance

Good employee performance is considered helpful to an organization in achieving its goals. By Rahman
et al. (2015), employee performance is defined as the qualitative and quantitative work achievement expected of
an employee. Indeed, differences exist between employees. Every employee may be influenced by different
aspects at the workplace (Zahargier & Balasundaram, 2011).

Employees skilled at communication certainly are placed in different positions from those who are
skilled at equipment supervision and thus are not required to socialize with other employees (Yean and Yusof,
2016). Such a difference can be evaluated in a variety of ways to help employees improve their performance. As
maintained by Aboazoum et al. (2015), a combination of attitudes, perceptions, and behaviors in an organization
makes up a powerful force when mixed appropriately in correspondence with the organization's goals. Another
combination made up of organizational commitment, competency, and reward was proved to influence
employee performance (Makawi et al., 2015; Suharto et al., 2019).




2.2 Organizational Commitment

Many authors have defined the concept of organizational commitment in various ways and offered
various findings (Arch et al., 2012; Demirer et al., 2010). Organizational commitment is considered one of the
pivotal factors in the improvement of employee performance. According to Meyer and Allen (1984),
organizational commitment is one's sense of dedication toward the organization that hires him/her, his/her
willingness to work hard for the organization, and his/her intention to remain with the organization. In other
words, a sense of dedication, willingness, and intention to work in an organization can improve employee
performance.

Some experts regard the organization's commitment as the power of involvement with the organization
(Susanty & Miradipta, 2013). The research by Sharma and Bajpai (2010) found that a higher effort that is put by
an employee with a higher organizational commitment will generate higher levels of performance and
effectiveness both on individual and organizational levels. Besides, the research by Ahmad et al. (2014),
Ariyanto et al. (2019), Musabah and Mohamad (2017), and Pranita (2018) found a significant positive
relationship between organizational commitment and employee performance. Therefore, referring to previous
empirical findings, the first hypothesis to be proposed is as follows:

H1: Organizational commitment has a significant positive effect on employee performance in budgeting in local
government agencies in the Yapen Islands Regency.

2.3 Competency

Employee improvement involves a wide range of things, one of which is competency (Makawi et al.,
2015). According to Heriyanto et al. (2018), competency refers to knowledge, skills, abilities, or anything else
related to high performance at work, such as problem-solving, analytical thinking, or leadership. Put otherwise,
if an employee has the things abovementioned, he/she will be able to improve his/her performance to arrive at a
goal. Employee placement in a position that is appropriate to his/her competency also serves as a determinant
factor in improving performance (Rantesalu et al., 2017).

As posited by Sabuhari et al. (2020), an employee must have a high level of competency to respond to
changes in the environment to affect his/her performance improvement. The higher the employee competency
level is, the higher the organizational performance is, and vice versa (Suharno and Despinur, 2017). There are
some prior studies of Aima et al. (2017), Hartati (2020), Rantesalu et al. (2017), and Sujiati et al. (2017)
supporting that statement. Therefore, referring to previous empirical findings, the second hypothesis to be
proposed is as follows:

H2: Competency has a significant positive effect on employee performance in budgeting in local government
agencies in the Yapen Islands Regency.

2.4 Reward

Reward system has a significant role in determining an organization's ability to attract high potential
employees and to retain employees of high performance to achieve higher quality and performance levels (Fay
& Thompson, 2001). Rewarding is no doubt done in the hope that employees would continuously improve their
performance. According to Chijioke and Chinedu (2015), an employee reward system refers to a discrete
organization program to reward performance and motivate employees on an individual and collective level.

Organizations grow more aware that they must build a fair balance between employee contribution to the
organization and organization contribute to the employee (Pratheepkanth, 2011). Ngwa et al. (2019) added that
it is essential for the management to build a reward system that will positively impact the contribution toward
performance achievement desired by an employee. This finding is in line with the research by Fatah et al.
(2019), Mesepy (2016), Ndungu (2017), and Salah (2016), which found a significant positive relationship
between rewarding and employee performance. Reward system can attract the right employees, retain them, and
continuously motivate them to generate the performance desired (Podsakoff & Mackenzie, 2009). Therefore,
referring to previous empirical findings, the third hypothesis to be proposed is as follows:

H3: Reward has a significant positive effect on employee performance in budgeting in local government
agencies the Yapen Islands Regency.

The three hypotheses proposed are then summarized in the following research model (Figure 1).
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Figure 1. Research Model

1. Research Methods

This research used quantitative research methods with objective approaches, including data collection
and analysis with statistical testing methods. The population in this research was local public officers who were
involved in budgeting in every local government agency in the Yapen Islands Regency, totaling 1,302 people.

A purposive sampling technique was used to determine the sample, which consisted of 185 respondents.
The research instrument used was a questionnaire with a five-point Likert scale: 1-strongly disagree, 2-disagree,
3-somewhat agree, 4-agree, and 5-strongly agree. The statistical program SPSS was used to analyze data. The
analysis methods used included descriptive analysis, validity and reliability tests, classical assumption test, and
regression analysis used to figure out the effects of the independent variables organizational commitment,
competency, and reward on the dependent variable employee performance.

V. Findings And Discussion

The respondents in this research numbered 185, all of whom were local public officers involved in the
budgeting process of the local government agency in the Yapen Islands Regency. The respondents'
characteristics in this research were as follows:

Table 1: Respondents' Characteristics Description

Categories Answer Alternatives Number of Respondents Perc(%zt)ages
Male 140 75.53%
Gender
Female 45 24.47%
20-30 Years Old 0%
Age 31-40 Years Old 15 791%

Above 40 Years Old 170 92.09%
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High School 5 2.88%

College 12 6.47%

Latest Education Level Undergraduate 136 73.38%
Master Degree 32 17.27%

Doctoral Degree -

Class 11 - 0%
Rank/Class Class 1 20 10.67%
Class IV 165 79.33%
Staff 5 2.16%

Position

Eschelon IV 54 29.50%
Eschelon 11 98 53.24%
Eschelon 11 28 15.11%

The data in Table 1 show that the majority of the respondents were male (75.53%), aged above 40 years
old (92.09%), and in possession of a Bachelor's degree as the highest education level (73.38%). Most of the
respondents were in class IV (79.33%) and the echelon 111 position (53.24%).

Afterward, to describe the conditions and characteristics of the answers of the respondents, a descriptive
analysis was conducted. The results were used to figure out the trend of the respondents' answers for each
variable studied. The variable commitment was comprised of three indicators, while the variables competency,
reward, and performance each had six indicators.

The respondents' answers were categorized using an interval of 0.80, which was calculated by dividing
by five the deduction of the minimum score from the maximum score. With an interval of 0.80, the
categorization system was as follows: 1.00-1.80 (very low); 1.81-2.60 (low); 2.61-3.40 (fair); 3.41-4.20 (high);
and 4.21-5.00 (very high) (Sugiyono, 2013).

Table 2. Respondents’ Opinions Distribution

Opinion Alternatives Total Means Categories
Items SD D F A SA
1 2 3 4 5
X1.1 Involved in an > 3 57 67 23 185  3.39 Low

emotional bond

X1.2  Willing to stay and
sacrifice for the 7 33 38 78 29 185 3.48 Low
organization

X1.3  Displaying
maximum exertion 3 48 42 67 25 185 3.34 Low

Mean 3.41 Fair

X2.1  In possession of
knowledge 7 36 60 68 14 185 3.25 Low

X2.2  Inpossession of
understanding 12 35 58 59 11 185 3.17 Low

X2.3  In possession of
skills 4 27 84 68 2 185 3.20 Low
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X2.4  Showing

behavioural values 5 9 82 87 2 185 3.39 Low
and standards

X2.5  Showing an attitude

toward and pleasure o 0 93 66 26 185 3.64 Fair
with salary
X2.6  Strongly task-
interested 4 4 78 72 97 185 3.62 Fair
Mean 3.38 Low
X3.1  Given wage
6 20 79 80 0 185 3.26 Low
X3.2  Paid with fixed
salary 0 6 114 55 10 185 3.37 Low
X3.3  Given bonus
2 21 88 55 19 185 3.37 Low
X3.4  Given extra benefits 1 42 66 68 8 185 3.22 Low
X35  Given reward 1 12 85 82 4 185 3.35 Low
X3.6  Given the
opportunity to be 32 12 85 82 4 185 3.40 Low
promoted in
position
Mean 3.33 Low
Y.l Results meeting the
expectation 5 40 65 55 20 185 3.24 Low
Y2 Quantity of work 4 36 76 56 13 185 3.21 Low
completed
Y.3 Timely work
completion 9 21 58 88 9 185 3.36 Low
Y.4 Maximal
‘;mp'oyme”t of 7 42 74 62 0 185 3.03 Low
uman resources to
increase profits
Y.5  Abletowork 3 5 102 65 10 185 3.40 Low
independently
Y6  Committed towork 18 72 82 13 185 3.49 Fair
Mean 3.29 Low

Note: SD = Strongly Disagree; D = Disagree; F = Somewhat Agree; A = Agree; SA = Strongly Agree; X1 =
Organizational Commitment; X2 = Competency; X3 = Reward; Y = Employee Performance.

The mean scores yielded were 3.41, 3.38, 3.33, and 3.29, respectively, all of which belonged to the fair
and low categories. Based on these distribution data, the organizational commitment, competency, and reward
of the local public officers in the Yapen Islands Regency were still lacking and needed improvement for them to
have more potent effects on employee performance.
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Table 3: The Results of Validity and Reliability Tests

Item R Cal Cronbach's Alpha
X1.1 0.764

X1.2 0.790 0.620
X1.3 0.710

X2.1 0.782

X2.2 0.691

X2.3 0.644

X2.4 0.509 0.626
X2.5 0.388

X2.6 0.455

X3.1 0.641

X3.2 0.673

X3.3 0.656

X3.4 0.642 0.687
X3.5 0.639

X3.6 0.519

Y.l 0.451

Y.2 0.721

Y.3 0.712

Y.4 0.778 0613
Y.5 0.464

Y.6 0.361

The researchers then conducted a validity test to examine the validity of the questionnaire
statements/questions. The measurement instrument used was the product-moment formula regarding the r-
statistics. Based on the validity test results, all the statements had r-statistics values more significant than the r-
table 0.1435. Thus, it can be said that all the statements were valid. Additionally, a reliability test was also
conducted based on Cronbach's alpha. The results show that all the variables had Cronbach's alpha values
greater than 0.6. Hence, all the variables were declared reliable.

Table 4: The Results of Classical Regression Assumption Tests

Normality Test Multicollinearity Test Heteroscedasticity Test
Kolmogorov Smimov Asy_mp. Variable Tolerance VIF Sig Value 5'9.
Sig Limit
X1 0.934 1.071 0.709 0.05
1.142 0.064 X2 0.728 1.374 0.592 0.05
X3 0.710 1.408 0.489 0.05

Then, the researchers conducted a classical regression assumption test to determine whether their data
are normality, multicollinearity, and heteroscedasticity or not. A normality test was used to find out whether the
data were from a normally distributed population or not. It was conducted using the Kolmogorov Smirnov test.
The result shows that the Asymp. Sig value obtained was 0.064, more significant than 0.05. Therefore, the data
were declared normally distributed.

The researchers used the multicollinearity test to examine whether the correlation between independent
variables existed in the regression model or not. The results show that all the independent variables had
tolerance values greater than 0.1 and VIF values less than 10. Therefore, it can be said that no multicollinearity
occurred in each independent variable.




A heteroscedasticity test was conducted to figure out whether a datum had consistent variance across
observations. The regression model constructed was supposed to yield data with invariable variance
(homoscedasticity). The heteroscedasticity test was conducted with the Glejser test. From the results, it was
found that the sig.-values of the three independent variables were more than 0.05. Therefore, it can be said that
no heteroscedasticity issue occurred in the regression model.

Table 5: The Results of Multiple Regression Analysis and Hypotheses Testing

Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 7.834 1.656 4.730 .000
Commitment Organization .096 .087 074 1.094 275
Competency 218 077 215 2.811 .005
Reward .326 .083 .304 3.918 .000
Adjusted R Square 0,229

a. Dependent Variable: Employee Performance

After the data were all declared valid, reliable, and meeting the classical regression assumptions, a
multiple linear regression test was then conducted. By using the data in Table 5, the following general multiple
linear regression equation was derived:

Y =7.834 + 0.096X1 + 0.218X2 + 0.326X3 + ¢
The equation above can be interpreted as follows:

1. The constant (o) = 7.834, meaning that if organizational commitment (X1), competency (X2), and reward
(X3) were constant, the variable employee performance (YY) would have a value of 12.446 units. In other
words, in the absence of independent variables (X1, X2, and X3), the value of employee performance (Y)
would be constant at 12.446 units.

2.  The coefficient of competency (B1X1) = 0.096, meaning that with an increase of one unit of employee's
competency, the employee's performance would increase by 0.096 unit, assuming that compensation and
work motivation were constant.

3. The coefficient of compensation ($2X2) = 0.218, meaning that with an increase of one unit of employee's
compensation, the employee performance (Y) would increase by 0.218 unit, assuming that competency
(X1) and work motivation (X3) were constant.

4. The coefficient of work motivation (B3X3) = 0.326, meaning that with an increase of one unit of
employee's work motivation, the employee performance (Y) would increase by 0.255 unit, assuming that
competency (X1) and compensation (X2) were constant.

5. The standardized beta coefficient of the variable reward was 0.304, higher than the values of other
independent variables. This finding shows that the variable reward had the most significant contribution to
employee performance in local government agencies.

The researchers then conducted t-tests to figure out the partial effects of organizational commitment,
competency, and reward on employee performance of local government agencies in the Yapen Islands Regency.
The t-statistics of organizational commitment was 1.094, lower than the t-table 1.97, with a sig.-level of 0.275.
This finding means that the organizational commitment did not partially affect the variable employee
performance. Thus, the first hypothesis saying that organizational commitment has a significant positive effect
on employee performance of local government agencies in the Yapen Islands Regency, was rejected.

This finding is different from previous works that stated organizational commitment had a significant
positive effect on employee performance (Ahmad et al., 2014; Ariyanto et al., 2019; Bahadur & Sharma, 2016;
Musabah & Mohamad, 2017; Pranita, 2018). This fact means that organizational commitment had yet to affect
employee performance. However, this contrary finding is in line with the works of Eliyana et al. (2019) and
Hidayati (2016), which found that organizational commitment did not affect employee performance. According
to Benkhoff (1997), the variation in the results arose out from how commitment has been conceptualized.

The descriptive analysis of the respondents’ responses related to organizational commitment yielded a
low mean value. This finding means that, according to the respondents, the commitment had yet to serve a role
in improving performance. The fact in the field shows that the commitment of local public officers in the Yapen




Islands Regency was, in general, still low. This finding was evident in their organizational commitment to
running employee discipline that was still low. There were many employees in each local government agency
that were found not to run employee discipline.

The next variable, competency, had the t-statistics value of 2.811, which was greater than the t-table of
1.97, with a sig.-level of 0.005. This finding means that competency partially had a significant positive effect on
employee performance. In other words, the more excellent the competency is, the greater the employee
performance would generate for the organization. Therefore, the second hypothesis saying that competency has
a significant positive effect on employee performance in budgeting in the environment of local government
agencies in the Yapen Islands Regency, was accepted.

This finding is in line with the research by Aima et al. (2017), Hartati (2020), Rantesalu et al. (2017),
and Sujiati et al. (2017), which stated that competency had a significant positive effect on employee
performance. Abomaleh and Zahari (2014) state that, in the public sector, personnel of quality will improve the
quality of public services, giving the impression that the government would continually improve the quality of
its public services and allow a decent life for the community.

Lastly, the reward had the t-statistics of 3.918, which was greater than the t-table 1.97, with a sig.-level
of 0.000. This finding means that the reward partially had a significant positive effect on the variable employee
performance. Therefore, the third hypothesis saying that reward had a significant positive effect on employee
performance in budgeting in the environment of local apparatus organizations in the Yapen Islands Regency,
was accepted.

This finding is in line with previous research by Fatah et al. (2019), Mesepy (2016), and Ndungu (2017),
which stated that reward had a significant positive effect on employee performance. This finding means that the
higher the reward is given, the higher the employee performance is. As stated by Pratheepkanth (2011), every
organization's success relies not only on the quality of the human resources available to the organization but also
on its ability to stimulate optimal output from every employee.

This finding was supported by the fact that, concerning the reward for the local public officers in the
Yapen Islands Regency, extra income has generally been paid to local public officers by every local government
agency. Through interviews, echelon 111 officers from the Local Development Planning Agency (Bappeda) and
the Communications and Information Office stated that the reward in the form of cash or work facility had
raised the employees' motivation to be present at the office work. For instance, the conditional income
supplementation conducted by the local government had a significant positive impact on public officers'
performance in the Yapen Islands Regency.

Finally, the R2 (coefficient of determination) test was conducted to measure the ability of the
organizational commitment (X1), competency (X2), and reward (X3) to explain the variation in employee
performance (Y). From the test, an adjusted R-squared value of 0.229 was obtained. The interpretation for this
value would be that the organizational commitment, competency, and reward could influence the employee
performance of local government agencies in the Yapen Islands Regency at a rate of 22.9%. The remaining
77.1% of the influence came from other variables unexplored in this research.

V. Conclusion

This research examined the effects of organizational commitment, competency, and reward on employee
performance in budgeting in the environment of local apparatus organizations in the Yapen Islands Regency.
From the results of the tests conducted, the following conclusions were drawn. First, organizational commitment
did not affect the employee performance of local government agencies in the Yapen Islands Regency. Second,
competency had a significant positive effect on employee performance by local government agencies in the
Yapen lIslands Regency. The higher the competency is, the higher the employee performance is. Third, the
reward had a significant positive effect on employee performance of local government agencies in the Yapen
Islands Regency. The higher the reward is given, the higher the employee performance is.

These empirical findings have several critical implications for the best practice in the environment of
local government agencies in the Yapen Islands Regency. It is suggested that the local government agencies in
the Yapen Islands Regency should improve the employees' organizational commitment. It is also recommended
to hold activities/training especially about togetherness and sense of belonging, in the local government agencies
in the Yapen Islands Regency to improve their performance.




Besides, competency improvement training should also be conducted. This effort is aimed to improve the
employees' competency to plan and manage their jobs effectively. Finally, the local government agencies in the
Yapen Islands Regency should give side dish money sufficiently and reward employees who have successfully
achieve the target decently. This strategy would be useful in encouraging the employees to improve their
performance to achieve the organization's goals.
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