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Public dissatisfaction with police detective's function has performed in conducting investigations, often makes
the community not well served. A reports submitted does not necessarily revealed or fulfill a sense of justice.
Therefore, the purpose in this study to assess the influence of organizational culture and motivation in police
performance with mediated by organizational commitment. Here, we collect 195 respondents in police officers
using Structural Equation Model (SEM). The results shows organizational culture influenced police performance,
organizational culture influences organizational commitment, organizational commitment influenced police
performance, motivation influenced organizational commitment and motivation influenced police performance.
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1. INTRODUCTION

The public services elements such as police organizations
must have quality human resources. Human resource is
one of the important factors that influence the success of
an organization or company because human resources are
actors from the entire level of planning to evaluation who
are able to utilize other resources owned by organizations
or companies [1]. Employee performance indirectly
influences organizational image to get quality of human
resources and best performance from employees, there are
certainly a lot of ways done by the organization. These
efforts can be provide in effective motivation over
employees so that their performance has been increased
and imposes over organizational culture to create a
conducive working atmosphere. Thus the employees will
have a high commitment and impact on maximum
employee performance. The power of culture is related to
performance organizations that have a strong culture.
Here, a largest influence on the behavior of organizational
members. The next effort to improve employee
performance it can be seen from a motivation of
employee. Here, the organizations must be able to
motivate their employees due to related employees work.
The highest motivation will be have a urge to use all their
abilities to work. Here, employees are able to achieve
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performance over organizational culture and motivation
with employee commitment to the organization also
contributes to performance achievement. Employee
commitment can be said as employees who have loyalty
over organization therefore to employees who have high
commitment will work optimally thus results will be work
obtained will increase. The influence of organizational
culture on organizational commitment over one company
[2]. The results of organizational culture research defined
as better communication between superiors and
subordinates, trust, and appreciation of innovation from
superiors, relate to organizational commitment. The
relationship of organizational culture to organizational
commitment in public service companies on
organizational culture  influence  organizational
commitment in public service companies in Bandung [3].
The analyzed of employee motivation impact on
organizational commitment on one retail company in
Jordan has been concluded that have an impact over
employee motivation on organizational commitment. The
analysis the influence of organizational culture on
organizational commitment and employee performance in
organizational commitment on employee performance at
South Konawe District Hospital shows organizational
culture had a positive influence on organizational

JoMA, Vol. 03, No. 04, 2019 No0.2811/2019/11



Journal of Multidisciplinary Academic

commitment and employee performance. It was also
found that organizational commitment had a positive
impact on employee performance. The relationship
between  organizational culture and employee
performance has been assessed with motivation plays an
important role in employee performance [4, 5]. The
organizational culture on employee performance and
productivity in communications companies has influences
employee performance and productivity [6]. The
influence of organizational culture on employee
commitment over civil service companies’ organizational
culture has an influence on employee commitment to the
Bayelsa civil service company [7]. The motivation
influences on employee performance at Technical
Training Institute have a relationship correlated by
motivation and employee performance. The influence of
organizational commitment and organizational culture on
employee performance at Municipal Waterworks
companies in organizational culture does not directly
influence employee performance [8]. Thus, the
organizational culture can influence performance if it is
mediated by job satisfaction while organizational
commitment influences employee performance directly or
indirectly through job satisfaction. The examined the
influence of organizational commitment on police
performance with the results of organizational
commitment influencing the performance of the police in
Pakistan [9]. Here, employee commitment, motivation for
work involvement and employee commitment to work
involvement in one of the banking sectors in Pakistan,
and there were results of the relationship between
employee motivation, organizational commitment and
work involvement [10]. The police institution as an
organization certainly has an element of human resources
namely a police member who has duties according to the
function in which he is placed. A various experiences
related to the demands of the task and their functions to
serve the community, the police have not been able to
provide professional services as expected by the people of
Indonesia. The unprofessionally of the investigation
function is largely determined by the performance of the
investigators including the supporting investigator as a
spearhead of the implementation over investigation task
and function almost to all level police organization.
Therefore, in service of public security and order also law
enforcement must Dbe supported by improving
organizational culture, motivation and organizational
commitment thus it has an impact on the results of police
performance. In this study, we assess the influence of
organizational culture over motivation on performance by
mediating organizational commitment to police members
in South Jakarta Regional Police especially for
investigators a police organizational commitment will be
measured using affective dimensions of commitment and
normative commitment which is police foundation also
community in maintaining security, order, and tranquility
over institution. From the background description above,
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the purpose in this research to be achieved: to know the
influence of organizational culture on police performance;
to know the influence of organizational culture on
organizational commitment; to know the influence of
organizational commitment on police performance; to
know the influence of motivation on organizational
commitment; to find out the influence of motivation on
police performance.

2. METHODOLOGY

A. Organizational Culture

The organizational culture is a set of values, principles,
traditions and ways of working shared by and influence
the behavior and actions of members of the organization
[11]. The organizational culture is a form of assumption
that is owned, accepted implicitly by the group and
determines how the group feels, thinks, and reacts to its
diverse environment. Furthermore, organizational culture
is measured by the dimensions put forward such as (1)
power distance, is a cultural dimension that shows an
imbalance for members who do not have power in an
institution; (2) uncertainty avoidance, is a cultural
dimension that shows the nature of society in facing an
unstructured, unclear, and unpredictable cultural
environment; (3) individuality vs. collectivity is a cultural
dimension that shows an attitude that views personal and
family interests as the primary interest or as a common
interest in a group; (4) masculinity vs. femininity, is a
cultural dimension that shows that in each society there
are different roles depending on the different types of
members; (5) long-term orientation, this point focuses on
the level of community long-term adherence to traditional
values [12, 13, 14]. Individuals in a long-term orientation
culture see that into the future and appreciate savings,
perseverance and tradition.

B. Motivation

Motivation in behavior that has a direct goal that includes
training led to achieve the results of that goal or an award
[15]. The motivation of a process that explains the
intensity, direction, and perseverance of an individual to
achieve its goals [16]. As for measuring work motivation
it will use the dimensions [17]. The first dimension is
need for achievement, the need to achieve success, which
is measured by the standard of perfection in a person. The
second dimension is need for affiliation, the need for
warmth and support in relationships with others. The third
dimension is need for power, the need to master and
influence others. This need causes the person concerned
not to care less about the feelings of others.

C. Organizational Commitment

The organizational commitment that is as a condition in
which an employee takes sides with a particular
organization and its objectives with intends to maintain
membership in the organization [18]. High commitment
can be interpreted that the alignment of employees
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(loyalty) in the employing organization is high. The
organizational commitment is an attitude that reflects the
extent to which an individual knows and is bound to his
organization [19]. As for the dimensions of organizational
commitment there are three forms such as first
commitment is affective commitment, it happens when
employees want to be part of the organization because of
an emotional bond, second commitment is continuance
commitment when employees stay in an organization
because they need salary and other benefits or because the
employee does not find another job, third commitment is
normative commitment, arising from the values in the
employee. Employees survive as members of the
organization because of the awareness that commitment
to the organization is something that should be done [20].

D. Performance

A performance is the result of work that has a strong
relationship with organizational strategy objectives,
customer satisfaction and economic contribution.
Performance is the result or overall success rate of a
person during a certain period in carrying out a task
compared to various possibilities, such as work standards,
targets or targets or predetermined criteria and agreed
upon such as work standards, targets or goals or criteria
that have been determined in advance and mutually
agreed upon [21, 22]. Performance can be measured using
several aspects including quality of work, timeliness,
initiative, and good skills and communication [23].

E. Hypothesis Development
Organizational culture is pervasive in the organization life

and further influences every organization's life. Therefore,
organizational culture has a profound influence on
fundamental aspects of performance [24]. A basic
foundation of assumption and trust with all members of
the organization [25]. If organizational culture is an
important ~ aspect of  improving  performance,
organizational culture must be managed properly.
Therefore, organizational culture is very important to note
because it involves shared expectations, values, and
attitudes that can influence individuals group and
organizational value. It can be said that a strong
organizational culture will result in high employee
performance and vice versa, the organizational culture is
low and employee performance will be low.
Organizational culture influences employee performance
[26, 27]. Based on the literature above the hypothesis that
can be proposed is

H;: A strong organizational culture will improve police
performance.
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Strong organizational culture is created because of the
core values held intensively and shared widely [28]. If
organizational members accept core values and the
greater the commitment to these values, the stronger the
organizational culture. Therefore a strong culture will also
have a large influence on organizational commitment in
addition to affecting employee performance, which is a
strong organizational culture that shows that employees
hold the same ethical beliefs and values when the beliefs
and ethical values are in line with the goals of the
organization, of course there will be a relationship
between employees and the organization where they
work, thus employee commitment will automatically
arise. Employees who have high organizational
commitment will certainly work maximally thus
organizational goals will be achieved. Organizational
commitment has an influence on organizational
commitment can become to strong organizational culture
will increase organizational commitment [29]. From the
literature above, the hypothesis that can be proposed is:

H,: A strong organizational culture will increase
organizational commitment.

In order to achieve the goals of an organization, an
employee should have a high organizational commitment.
Committed employees reflect the nature of loyalty to the
organization by providing business, ideas, so that their
performance increases. This performance improvement
certainly makes it easier for the organization to achieve
its goals. A performance is the result of work that has a
strong relationship with the organization's strategic
objectives, customer satisfaction and contributing to the
economy. Employees who have high performance will
certainly facilitate the organization in achieving its goals.
Employees have high organizational commitment if they
have trust and accept organizational goals and values,
willing to strive towards achieving organizational goals,
and have a strong desire to survive as a member of the
organization [30]. It can be said that employees can
survive in an organization with a commitment that is
owned, the employee will work optimally for the progress
of his organization. Organizational commitment
influences employee performance. From the literature
above, the hypothesis that can be proposed is:

Hs: High organizational commitment will improve police
performance.
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Organizational commitment, a situation in which an
employee sits with a particular organization and its
objectives, and intends to maintain membership in that
organization [31]. Therefore to achieve success an
employee organization is required to have high
organizational commitment. But in an organization, to
grow organizational commitment is not easy. An
organization must be able to foster an attitude of
enthusiasm when working. If the employee is full of
enthusiasm or has optimal working awareness, the
organization's goals will be more easily achieved.
Therefore, an employee must have high work motivation.
Motivation of a behavior that has a direct goal that
includes training that is led to achieve the results of that
goal or an award. Organizations need to pay attention to
the work motivation to support employees so that they do
not just work to get rewards, but as a way to realize
employee work commitment to the organization. A
motivation influences organizational commitment. From
the literature above, the hypothesis that can be proposed
is:

Hs: High motivation will
commitment.

increase organizational

Employee performance in the organization certainly
cannot be separated from the motivation of the
employee's own work. Because the implementation of the
work will be more effective if it is supported by high
awareness and motivation is a series of processes that
bring, direct, and maintain human behavior to get its
goals. Motivation also relates to choices made by
individuals, direction from the behavior they are working
on. With the high motivation of employee work, it will
certainly encourage employees to be responsible for their
work so that the goals of the organization will be
achieved. Work motivation has an influence on employee
performance. It can be said that high work motivation will
improve employee performance. From the literature
above, the hypothesis that can be proposed is:

Hs: High motivation will improve police performance.

From the description above it can be described the
following research model:
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Organizational
Culfure

-

F. Research Method

This research was conducted on members of the police in
the ranks of the South Jakarta Regional Police Special
Investigation. The aspects studied were organizational
culture, motivation, organizational commitment and
performance. The study was conducted in August 2018
with the survey method. This research is descriptive. Data
collection was carried out by distributing gquestionnaires
to members of the police in the ranks of the South Jakarta
Police Investigators, Indonesia. Data analysis method in
this study used Structural Equation Modeling (SEM). At
least 5 times the number of questionnaires so that in this
study the number of operational questionnaires used was
thirty-three, so the samples taken in this study were 225
(45x5) respondents, with five variables namely
organizational  culture, motivation, organizational
commitment and performance.

Organizational
Commitment

Figure 1
Research Model

G. Measurement

In this study there were three exogenous variables namely
organizational  culture, motivation, organizational
commitment and one endogenous variable namely
performance. Measurement of organizational culture
variables was done using with the measurement of
organizational commitment  variables and the
measurement of performance variables. This study used
confirmatory factor analysis, by testing the validity by
looking at the Kaiser-Msyer-Olkin measure of sampling
(KMO) and measures of sampling adequacy (MSA). In
this test the value obtained must be greater than 0.500
which means that the factor analysis was appropriate or
suitable for use and can be further processed. The
organizational culture scale consisted of 4 questions and
all were valid because of the value (MSA> 0.500), the
motivation scale consisted of 16 questionnaires and not
all values above 0.500 were at M8 (0.337) and M12
(0.555) (component matrix more than 1), the
organizational commitment scale consisted of 12
questions and all were valid (MSA> 0.500) while the
performance scale consisted of 13 questions and all were
valid (MSA <0.500). Here, the reliability test with
Cornbrash alpha value> 0.5 which means reliable.
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3. RESULT AND DISCUSSION

Analysis of all tests almost showed a good match, including:
Chi Square, RMSEA, ECVI, AIC, CAIC, and Fit Index.
There was a result of marginal fit in Critical N and Goodness
of Fit. Furthermore, this study produced the path diagram as
follows:
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Figure 2. Path Diagram t-value

The results of testing the first hypothesis (H;), found the
results of the analysis supported hypothesis H; namely a
strong organizational culture that improves police
performance. From the results of this test, the
organizational culture influences the performance of the
police in South Jakarta Regional Police. Strong
organizational culture will trigger employees to think,
behave according to organizational values. The
compatibility between organizational culture and
members of the organization that supports will encourage
employees to improve performance to reached maximum
level. Therefore, a strong organizational culture is needed
to improve a performance of the police which will
directly influence the interests of the country over
personal or group interests, and avoiding anything that
could harm the interests of the state to improve the overall
performance of the organization. In the results of the
second hypothesis (H,) testing, found that the results of
the analysis supported hypothesis H, that a strong
organizational culture will increase organizational
commitment. This shows that organizational culture
influenced the organizational commitment of the police in
South Jakarta Regional Police. One of the things that A
leaders need to do by creating an organizational culture
has good value that can improve their welfare and
enthusiasm at work. This is because members of the
police can see that the values and objectives of the
organization have a noble goal. In the true task and oath
as a police officer must have a commitment in every
police, the similarity of values in the police with the
cultural values of the organization must support each
other in the goals. In the results of the third hypothesis
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(Hs3) testing, the results of the analysis found that
supporting the Hs hypothesis is that high organizational
commitment will improve police performance. It means
that organizational commitment has an effect on the
performance of the police of South Jakarta Police.
Through organizational commitment, the police work not
only as an obligation or mandatory routine that must be
done. However, organizational commitment creates a
feeling of belonging to the organization and considers the
work done to be very meaningful to him. The police will
work earnestly thus they can show their best performance.

In the results of hypothesis four (H,) testing, found
that the results of the analysis support hypothesis H,
namely high motivation will increase organizational
commitment, meaning that motivation influences the
organizational commitment of the police in South Jakarta
Regional Police. All efforts made to achieve an
achievement and recognition at work, can indirectly
encourage someone to commit to his organization. The
inner drive to excel from a policeman will always try to
do the best at work. Therefore, to be the best indirectly
the police certainly have the willingness to accept the
goals and values of the organization. If the police are
motivated, the need for this can be fulfilled properly. This
condition will affect the affective of the police, so the
police feel at home and still want to be part of the
organization because of the emotional bond. This can
indirectly be said that the police are committed to their
organization. In the results of the fifth hypothesis testing
(Hs), found that the results of the analysis supported
hypothesis Hs namely high motivation will improve
police performance. This means that motivation
influences the performance of the police in South Jakarta
Regional Police. This shows that the enthusiasm in
yourself to achieve needs or desires to get something,
then all efforts made will lead to good performance.
Moreover, if applied in the work environment, a
policeman has a high spirit of achieving a certain rank so
all efforts made lead to the best results that approach the
progress of the goal.

4. CONCLUSIONS

The results that can be concluded from this study: (1)
there is an influence of organizational culture on police
performance in the South Jakarta Resort, so it can be said
that a strong organizational culture will improve police
performance; (2) there is an influence of organizational
culture on police organizational commitment on the
South Jakarta Resort, it can be said that a high
organizational culture will increase police organizational
commitment; (3) there is an influence of organizational
commitment on the performance of the police in the
South Jakarta Resort, it can be said that high police
commitment will improve police performance; (4) there
is a motivational influence on police organizational
commitment in the South Jakarta Resort, which means
that high motivation will increase a police commitment;
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(5) there is a motivational influence on the performance
of the police in the South Jakarta Resort, which means
that the higher the motivation of a police officer, the
better the performance of the police. The next conclusion
is organizational commitment is able to mediate the
relationship  between organizational culture and
motivation for the performance of the police in the South
Jakarta Resort Police. Research limitations refer to
several weaknesses in this study. Some of the limitations
contained in this study are the limitations of this study
including: (1) this study was conducted on members of
the police in the ranks of the South Jakarta Resort Police;
(2) this study only discussed the variables of
organizational  culture, motivation, organizational
commitment and performance; (3) there is a possibility
that the respondent does not fill in properly or just fill in
based on expected ideal conditions and not the actual
conditions. Future research development can add other
variables that can influence the performance of a police
office/lemployee. Subsequent research can be conducted
on research objects in other companies or industries or
other organizations in order to obtain more objective
results with a wider scope of course.

References

[1]. Agwu, M.O. 2013. Organizational Culture and Employees Commitment
in Bayelsa State Civil Service. Journal of Management Policies and
Practices. Vol 1 (1).

[2].  Allen, N.J., and Meyer, J.P. 2003. Commitment in the Workplace (Theory
Research and Application). London: Sage Publications.

[3]. Al-Madi, F.N., Assal, H., Shrafat,F., and Zeglat, D. 2017. The Impact of
Employee Motivation on Organizational Commitment. European
Journal of Business and Management. Vol 9, No 15.

[4]. EK, K., and Makuru. E. 2013. Effect of Motivation on Employee
Performance In Public Middle Level Technical Training Institutions In
Kenya. International Journal of Advances in Management and
Economics. Vol 2, Issue 4.

[5]. Armstrong, M., and Baron, A. 2005. Managing Performance:
Performance. Management in Action. UK: CIPD Publishing.

[6]. Armstrong, M. 2012. Armstrong’s handbook of Human Resorce
Management. Practice 12thedition. United Kingdom: Kogan Page
Limited.

[7]. Hair, J.F, Anderson, R.E., Tatham, R.L., and Black, W.C. 2013.
Multivariate Data Analysis, Fifth Edition. USA: Prentice Hall
International.

[8]. Hadian, D. 2017. The Relationship Organizational Culture and
Organizational Commitment on Public Service Quality; Perspective
Local Government in Bandung, Indonesia. International Review of
Management and Marketing. Vol 7, Issue 1

[9]. Hakim, A. 2015. Effect of Organizational Culture, Organizational
Commitment to Performance: Study In Hospital Of District South
Konawe Of Southeast Sulawesi. The International Journal Of
Engineering And Science. Vol 4, Issue 5.

[10]. Hofstede.,, and Hofstede, GH. 2005. Cultures and Organization:
Software Of The Mind. New York: Mc Graw Hill.

[11]. Inanlou, Z., and Ahn, J. 2017. The Effect Of Organizational Culture On
Employee Commitment: A Mediating Role Of Human Resource
Development In Korean Firms. The Journal of Applied Business. Vol 33,
No 1.

[12].

[13].

[14].

[15].

[16].

[17].

[18].

[19].

[20].

[21].

[22].

[23].

[24].

[25].
[26].

[271.

[28].

[29].

[30].

[31].

RESEARCH ARTICLE

Kottler, P., dan Heskett. 2006. Budaya Korporat dan Kinerja. Jakarta:
SAGA.

Kreitner, R., and Kinicki, A. 2014. Organizational Behavioral. Ed. 5.
Boston: McGraw-Hill.

Malhotra, N.K. 2010. Marketing Research:
Sixth Edition. Pearson Education.
Mandasari, A. 2014. Pengaruh Profesionalisme Pegawai Terhadap
Kualitas Pelayanan Publik pada Kantor Dinas Kependudukan dan
Catatan Sipil Kabupaten Kutai Barat. E-Journal Administrasi Negara.
Vol. 2 No. 1.

McClelland, D. 2012. Teori Motivasi. Jakarta: PT. Bumi Aksara.
Mitchell, T.R. 2008. People In Organization; Understanding Their
Behaviors. New York: Mc Grow-Hill.

Mohsan, F., Nawas, M.M., Khan. S., Shaukat., Zeeshan., and Aslam. N.
2011. Are Employee Motivation, Commitment and Job Involvement
Inter-related: Evidence from Banking Sector of Pakistan. Journal
International Bussiness and Science. Vol 2, No 17.

Moorhead, G, dan Griffin, R.W. 2013. Perilaku Organisasi Manajemen
Sumber Daya Manusia dan Organisasi. Edisi 9. Jakarta: Salemba Empat.
Nazir, N., and Zamir, S. 2015. Impact of Organizational Culture on
Employee’s Performance. Industrial Engineering Letters. Vol 5, No 9.
Rinto, O., and Syah, T.Y.R. 2018. The Influence of Compensation and
Motivation Towards the Perfomance Mediated by Organizational
Commitment: Study on HR and GA Employee in PT. Gajah Tunggan
TBK, Indonesia. International Journal of Economics, Commerce and
Management. Vol 1V, Issue 4.

Qaisar, M.U., Rehman, M.S., and Suffyan, M. 2012. Exploring Effects of
Organizational Commitment on Employee Performance: Implications for
Human Resource Strategy. Interdiciplinary Journal of Contemporary
Research in Business. Vol 3, No 11.

Rivai, V., dan Sagala, E.J. 2013. Manajemen Sumber Daya Manusia
untuk Perusahaan: Dari Teori ke Praktik. Edisi Kedua. Cetakan Kelima.
Jakarta: PT. Rajagrafindo Persada.

Robbins, S.P., and Judge, T.A. 2013. Organizational Behavior. Edition
15. New Jersey: Pearson Education.

Schein, E.H. 2010. Organizational Culture and Leadership. Fourth
Edition. San Fransisco CA: San Fransisco CA: Jossey-Bass. A Wiley
Imprint, MarketStreet.

Sopiah. 2008. Perilaku Organisasi. Yogyakarta: Andi.

Spector, P.E. 2012. Industrial and Organizational Psychology Research
and Practice. Florida: WILEY.

Suhepi, A. and Syah, T.Y.R. 2018. The Influence of Training Design,
Individual Characteristics, and Work Environment on Training Transfer
and Its Impact on Employee’s Perfomance. International Journal of
Economics, Commerce and Management. Vol 1V, Issue 3.

Syauta, J.H., Troena, E.A., Setiawan, M., and Solimun. 2012. The
Influence of Organizational Culture, Organizational Commitment to Job
Satisfaction and Employee Performance (Study at Municipal Waterworks
of Jayapura, Papua Indonesia). International Journal of Business and
Management Invention. Vol 1, Issue 1.

Uddin, M.J., Luva, R.H., and Hossian, S.M. 2013. Impact of
Organizational Culture on Employee Performance and Productivity: A
Case Study of Telecommunication Sector in Bangladesh. International
Journal of Business and Management. Vol 8, No 2.

Zameer, H., Ali, S., Nisar, W., and Amir, M. 2014. The Impact of the
Motivation on the Employee’s Performance in Beverage Industry of
Pakistan. International Journal of Academic Research in Accounting,
Finance and Management Sciences. Vol 4, No 1.

Perdana Ryan, Syah Tantri Yanuar Rahmat, Indradewa Rhian, Pusaka
Semerdanta (2019). Human Resources Implementation Using the
McKinsey 7S Method for Business Startup: Duck Nugget Frozen Food
Vol 3 No(3)

An Applied Orientation.

Received: 1 October 2019, Accepted: 28 November 2019

90



