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1School of Administration, National Agency for State Administration, Bandung, Indonesia 
2The Indonesian Cooperative Management Institute (IKOPIN), Jatinangor, Sumedang, Indonesia 

  

Abstract: The purpose of this study is to examine factors of individual attitudes (public service 

motivation, job satisfaction, and organizational commitment) in affecting public officers’ 
performance. Building an integrative framework model from all three constructs then testing it on 

public officers will provide a more comprehensive and dynamic understanding of the pattern of public 

officers’ performance in public institutions. Public officers who work at National State Administration 

Institution located in Jakarta, Bandung, and Makassar (92 employees come from STIA LAN Jakarta, 

86 employees come from STIA LAN Bandung, and 75 employees come from STIA LAN Makassar) which 

amounted to 253 people were taken as respondents in this study. The samples collected were 221 

people from 253 employees of STIA LAN. The data collected from the questionnaire instrument were 

distributed and analyzed by using structural model based on Partial Least Square. Findings of this 

study revealed that two of the five hypotheses were not supported, those are the effect of public 

service motivation on organizational commitment and job satisfaction on employee performance. The 

research findings revealed an emphasis on the important role of mediating organizational 

commitment in the effect of job satisfaction on employee performance. The most important practical 

implication is to make a satisfied employee improve their performance; they should be more 

committed to the organization. 

Keywords: Public Service Motivation, Job Satisfaction, Organizational Commitment, Public Officer 

Performance. 

 

Introduction 

The central idea of performance management reform is that results-based accountability must be 

accompanied by quality improvements from employees. As a result, it will give flexibility to 

government organizations to design performance-oriented changes. Emphasis on improving 

performance in the public sector has led to the development of systems to measure performance in 

local government. In a strategic perspective, Jackson (1993) explained that evaluation of government 
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activities is essential in democracy, because the government (at any level, central, regional, 

institution and or institution) must be responsible and accountable to the people and other 

stakeholders. The direction of the performance management system has been widely debated to 

influence organizational behavior and performance in several ways. However, superior organizational 

performance is achieved through individuals within it (Mostafa, Gould-Williams, and Bottomley, 

2015). The main objective for many public sector performance measurement schemes - and perhaps 

the most common is to make public service provision more transparent. It can be done through 

helping the executive and legislature to ensure compliance by asking managers to be accountable to 

official performance goals and standards. Continuous processes involving goal setting and 

performance feedback also becomes signal to administrators and employees about the principal 

objectives of the current public organization and how to prioritize them among a number of 

employees. The achievement of high individual performance requires an increase in optimal work 

effort to be able to utilize the potential of human resources in order to achieve organizational goals, 

so that it will contribute positively to the development of the organization (Robbins and Judge, 2008). 

Employee performance is one form of employee behaviors related to his work (Shore and Martin, 

1989) which is important to be assessed and measured (Viswesvaran, 2001), and has important 

psychological elements as a form of development for the organization (Sonnetag and Frese, 2002). 

 

Some previous literature has discussed the relationship between factors that affect employee 

performance. At the individual level, employee performance can be influenced by job satisfaction 

(Shore and Martin, 1989; Ostroff, 1992; Saari and Judge, 2004), motivation (Orpen, 1997; Gagne and 

Deci, 2005), and organizational commitment (Mathieu and Zajac, 1990; Suliman and Iles, 2000; 

Suliman, 2002; and Riketta, 2002). These three things (satisfaction, motivation, and commitment) can 

be interrelated with one another in explaining employee performance. The pattern of relationships 

and interactions between these three things can reveal some interesting things in the study of human 

resources in the organization. 

 

Motivation can encourage employees to be able to improve their performance. Individuals who work 

as civil servants who have been motivated in public service needs will be more productive and 

committed. In public organizations, the motivation of public services (public service motivation or 

PSM) is important in influencing the performance of civil servants (Alonso and Lewis, 2001; Camilleri 

and Heijden 2007; Leisink and Steijn, 2009). In the end, public service motivation can be expected to 

lead to the desired outcomes of employees and organizations. 

 

The empirical results of Alonso and Lewis (2001), based on Perry and Wise (1990) on the needs of 

the government in reframing motivational questions in public sector employees, have examined the 

linkages between PSM and employee performance in the federal sector in the United States. Perry 

and Wise (1990) have a stronger public service motivation than private sector employees but the 

government can use these ethics to increase productivity. Camilleri and Heijden (2007) stated that 

well-managed public organizations tend to produce higher levels commitments from of employees; 

hence this condition leads to higher levels of PSM and performance. These results are reinforced by 

the empirical findings of the research of Leisink and Steijn, (2009) that there is a correspondence 
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between the relationship of public service motivation and the willingness to exert effort and 

performance in the work shown by individuals. Therefore, there is a need to overcome these 

problems to be applied in the administrative system not only for better bureaucratic efficiency but 

also to get employees who are motivated and satisfied and more committed to their organization. As 

employees, perceptions of organizational rules and procedures have real and direct consequences 

on individual performance. 

 

The important link between public service motivation for employee performance was reinforced 

by Taylor (2008), Belle (2012), Cheng (2015). An additional argument from the Leisink and Steijn 

(2009) study is to support the view that public service motivation can increase with age (or more 

strictly that older public sector workers tend to demonstrate these motivations) and levels of 

education. This fact shows that public service motivation can decrease over time. Therefore, it is 

important for the management of public organizations to continue to manage it as a form of 

effectiveness in managing their human resources. 

 

Literature Review and Hypotheses Development 

Alonso and Lewis (2001) examined the public service motivation model that is associated with 

performance and merit. There is important evidence that PSM positively affects value and 

performance appraisal. There is also a clearer evidence that employees are expected to receive 

material rewards for outstanding performance which is indicated by higher performance scores and 

ratings. There is no evidence related to the relationship between material rewards and performance 

issues with employees those who have high PSM. This shows that public service motivation is closely 

related to individual performance. 

Camilleri and Heijden (2007) examined the mediating role of public service motivation and 

commitment in the effect of antecedents on employee performance. The results showed that 

employee perceptions of how well the organization is managed tend to result in higher commitment, 

leading to higher levels of PSM and performance. The findings also showed that job characteristics 

have a direct impact on organizational commitment and PSM but the effect is not very significant on 

performance. Leisink and Steijn (2009) examined the extent to which public service motivation 

among employees in various segments of the public sector in the Netherlands, as well as whether 

PSM was in line with the relationship between public service motivation and commitment, and the 

willingness to exert effort and work performance. The results showed that employees in various 

segments of the public sector in the Netherlands had high public service motivation and that the 

difference between employees in various small segments. This applies to PSM, and also for two 

dimensions specifically examined, namely the attractiveness of public policy making and commitment 

to the public interest. In the context of civil servants, the findings of Akbar (2014) supported that 

motivation does not mean that it is important to drive performance. While Suwardi and Utomo 

(2011), Komara and Nelliawati (2014), and Harlie (2012) revealed that even though they were 

considered meaningful, the motivation of civil servants was not the most important thing in 

influencing the performance displayed. 

In addition to motivation, Ajzen (2011) has confirmed the pattern of satisfaction and performance 

relationships through the theory of planned behavior. Although it could not be denied the fact that 
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in the relationship between job satisfaction and employee performance, satisfaction is found to be 

insignificant (Hidayat and Ferdiansyah, 2011; Dinc and Plakalovic, 2016). Contrary to some findings, 

previous studies have convinced that job satisfaction is important as a determinant of the 

performance of civil servants (Akbar, 2014; Komara and Nelliawati, 2014; and Suwardi and Utomo, 

2011). 

Civil servants can argue that individuals with different value systems or personalities will exhibit 

different types of commitments, and therefore it is not wise to focus on only one measure of 

commitment. However, the relative homogeneity of the respondents, related to seniority and job 

characteristics, can allow assumptions to be made for most people who will be able to find alternative 

jobs, even if they feel satisfaction at work (Mouloud, Bougherra, and Samir, 2016; Dinc and Plakalovic, 

2016). 

Employee commitment to the organization has become an important area of research in the study 

of organizational behavior for decades (Riketta, 2002; Suliman, 2002; Susanty and Miradipta, 2013). 

Previous studies have examined the relationship between commitment and individual 

characteristics, for example, perceived competence, age, gender, age, marital status, education, and 

salary (Mathieu and Zajac, 1990). However, recently Dinc and Plakalovic (2016) and Rajagukguk 

(2016) revealed the findings that organizational commitment does not mean important to employee 

performance. This is one of the research gaps on which this research is based. 

Some previous empirical results supported the important linear relationship between motivation 

for organizational commitment (Ranihusna, 2010; Gondokusumo and Sutanto, 2015; Rahmawati et 

al., 2015). The general empirical results of the relationship pattern conclude a significant positive 

effect, which means that the higher the employee's work motivation can increase employee 

organizational commitment. There are different findings from Hayati and Chaniago (2012); where it 

has been revealed that motivation does not mean important to employee organizational 

commitment. 

In some previous research findings (eg Crewson, 1997; and Christensen and Wright, 2011) for the 

context of public management according to Potipiroon and Ford (2017), the motivation of public 

services generally leads to an increase in organizational commitment from employees. Although this 

is also accompanied by an opinion which states that the relationship turned out to be more complex 

than the general assumptions which were previously formed. Above all these things, the perspective 

formed is that individuals with high public service motivation will bring someone to a tendency to 

commit more to the organization. This is based on the role of intrinsic motivation (as well as the 

public service motivation), which captures the extent to which a person finds interest and comfort in 

work and he is motivated to do work with more effort without reward. These conditions can lead to 

the attitude of employees on work or organization. 

Based on this description and the empirical and theoretical study in the previous section, the first 

hypothesis proposed in this study is as follows: 

H1:  Public Service Motivation has important effect in Increasing Employee Organizational 

Commitment 

Previous experts have stated in some research that if someone has fulfilled all the needs and 

desires of the organization, automatically with full of awareness, they will increase the level of his 

commitment (Ranihusna, 2010; Altinoz et al., 2012; Yucel and Bektas, 2012). In general, the empirical 
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findings strongly support the premise that the increased of job satisfaction felt by employees will 

further encourage these employees to be more committed to the organization or institution where 

they work (Gondokusumo and Sutanto, 2015; Mouloud et al., 2016; Dinc and Plakalovic, 2016; and 

Oktariani et.al., 2017). From some of the descriptions above, it can be concluded that job satisfaction 

has a direct positive effect on the level of commitment that individuals feel towards their 

organization. This means that the higher employee satisfaction on his job will further increase his 

organizational commitment. Employees who fulfilled their work satisfaction can be interpreted that 

their organizational commitment is very high and tends to survive in the organization. While 

dissatisfied employees will choose out of the organization and look for alternative work that is more 

satisfying. Based on this description and the empirical and theoretical studies in the previous section, 

the second hypothesis proposed in this study is as follows: 

H2: Job Satisfaction has important effect in Increasing Employee Organizational Commitment 

Previous researchers have tended to carve out aspects of work motivation and job satisfaction 

into several detailed elements, which may have broken down the convergence of the effects of these 

factors on performance. Although satisfaction is closely related to performance, it is not different 

from the motivation which is assumed to have an important impact on the work that someone shows. 

Several previous empirical results supported an important linear correlation between motivation for 

employee performance (Hidayat and Ferdiansyah, 2011; Subakti, 2013; Prabowo and Lestari, 2013; 

Rahayu, 2014), where the general results of the relationship conclude the effect is significantly 

positive, which means that the higher the employee's work motivation will improve employee 

performance. But on the other hand, there are several generalized results which are different, where 

it is found that motivation does not mean important to employee performance (Hayati and Chaniago, 

2012; Dharmanegara et.al., 2016). These different results show the dynamics of the relationship 

between motivational and performance variables, but do not weaken general generalizations that 

motivation has an important effect on employee performance. In a theoretical perspective, 

motivation is still seen to have important impact on the performance of individuals within the 

organization. 

Based on this description and the empirical and theoretical studies in the previous section, the 

third hypothesis proposed in this study is as follows: 

H3:  Public service motivationhas an important effect to improve public officer performance 
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Employees who get job satisfaction will do the job well. Problems that occur generally are 

employees whose job satisfaction is high but do not become employees with high productivity. Many 

opinions suggest that higher job satisfaction is mainly produced by work performance. Better work 

performance results in higher rewards. If the award is felt to be fair and adequate, then employee 

job satisfaction will increase because they receive awards in proportion to their work performance. 

Therefore, job satisfaction has an important meaning for employees and organizations, especially to 

create positive work for the organization. 

Job satisfaction has long been an important and major predictor for employee performance 

(Iaffaldano and Muchinsky, 1985; Shore and Martin, 1989; Saari and Judge, 2004). Although some 

findings reveal the absence of the importance of satisfaction on employee performance (Hidayat and 

Ferdiansyah, 2011; Subakti, 2013; and Dinc and Plakalovic, 2016); in general generalization of results 

about the importance of job satisfaction in predicting employee performance has been widely 

recognized and reviewed in general in various studies (Hayati and Chaniago, 2012; Dhermawan et al., 

2012; Rahayu, 2014). Based on this description and the empirical and theoretical study in the previous 

section, the fourth hypothesis proposed in this study is as follows: 

H4:  Job Satisfaction has an important effect to improve public officer performance 

An employee who is committed to the organization will choose to stay, accept, and believe in the 

goals of the organization and provide the best effort to achieve these goals (Allen and Meyer, 1990). 

Committed employees will always strive to be able to give and do their best because they have 

positive feelings towards the organization (Orpen, 1997), where this is demonstrated through work 

effort which then improves the performance they display (Suliman and Iles, 2000). 

In addition to job satisfaction, commitment is seen important in encouraging employee 

performance (Suliman and Iles, 2000; Suliman, 2002). The findings of previous studies support this 

premise by revealing that organizational commitment has an important effect on employee 

performance (Ranihusna, 2010; Susanty and Miradipta, 2013). The commitment and performance 

relationship were interpreted positively and significantly (Dharmanegara et.al., 2016; and Fabio, 

Hubeis, and Puspitawati, 2016). It means that the higher organizational commitment will improve 

employee performance. Based on this description and the empirical and theoretical studies in the 

previous section, the fifth hypothesis proposed in this study is as follows: 

H5:  Organizational Commitment has Important effect In Improving Employee Performance 

 

Methodology 

The object of research in this study is all civil servants within the scope of STIA (Institute of State 

Administration). In this study, the location of the study was located in the STIA (Institute of State 

Administration), which was in Jakarta, Bandung and Makassar. The estimation of the time of this 

research ranged from approximately two months, from May to June 2018. The process of collecting 

data was through questionnaires for civil servants within the scope of STIA as sample in the study. 
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The data analysis method used is Partial Least Square (PLS) with the calculation process assisted 

by the SmartPLS software application program. Analysis with PLS is used because the model used in 

this study is quite complicated. PLS analysis has two models, namely the inner and the outer model. 

Outer model, which is also called the outer relation or measurement model, showed the specification 

of the relationship between variables and indicators. In other words, the outer model defines the 

characteristics of the construct with its manifest variables. While the inner model which is also called 

inner relation or structural model shows the specification of the relationship between hidden or 

latent variables, that is, between exogenous variables and endogenous variables (Ghozali, 2008). 

 

Result and Discussion  

Hypotheses testing was performed in PLS (Partial Least Square) analysis. The criteria in testing this 

hypothesis is Ho is rejected if the sig value is <0.05 (or the statistic value> 1.96 or if the test has a 

significance level of 0.05). 

Table 1. 

Path Analysis 

Relationship Among Variables 
Beta 

Coefficient 
t-Statistic Remarks Remarks 

Public Service Motivation -> 

Organizational Commitment  
0.075 0.838 

Not 

Significant 
H1 rejected 

Job Satisfaction -> Organizational 

Commitment 
0.648 7.754 Significant H2 accepted 

Public Service Motivation -> Public 

Officer Performance 
0.189 2.050 Significant H3 accepted 

Job Satisfaction -> Public Officer 

Performance 
-0.058 0.485 

Not 

Significant 
H4 rejected 

Organizational Commitment  -> Public 

Officer Performance 
0.545 4.728 S Significant H5 accepted 

 Source : Result of primary data processed (2018) 

 

As stated in Table 1 for the results of the path coefficient test, the t-statistic value that exceeds 

the critical value of 1.96 is stated to be significant and vice versa. Overall, the t-statistical value of the 

relationship between the two variables in Table 4 showed a significant relationship in each 

relationship between variables in this research model. This is evidenced by the t-statistical value of 

the two relations which is greater than the critical value of 1.96. In Figure 1. It is shown the path 

diagram of the relationship between variables and their relationship weight values. 
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β = 0,189 (Sign) 

β = 0,075 (NS) 

β = - 0,058 (NS) 

β = 0,545 (Sign) 

β = 0,648 (Sign) 

 

Figure 1  

Path Analysis after Hypothesis Testing   

 

 

 

 

 

 

 

 

 

Resource : Result of data analysis with SmartPLS (2018) 

 

Important results indicate that: 

1. The average respondent's answer to the variables observed in this study (public service 

motivation, job satisfaction, organizational commitment and employee performance) ranged 

from 3.95 to 3.99. The range shown from the mean of the answer is very close. Although the 

mean of the answers shows a good level of answers, but the average range of these numbers 

implies that there is no good perception or feeling from the employees about public service 

motivation, job satisfaction, organizational commitment, and employee performance in STIA LAN. 

In addition, several important things that need to be conveyed include the following: 

a. The lowest score is on job satisfaction, where the lowest indicator identified is about 

satisfaction with supervisors or superiors. This reflects that the pattern of relationship 

between superiors and subordinates has not run optimally so that it can support a positive 

feeling or affection from employees for their work. 

b. The highest score is on employee performance. This condition shows that although it can be 

stated as not optimal, STIA LAN employees have tried to do their best in their work, especially 

in terms of the timeliness of completion of the work. 

2. The largest loading coefficient value from the manifest variable observed in this study is an 

indicator of the organizational commitment construct that is an indicator of normative 

organizational commitment. The highest indicator is an indicator with the biggest weighting 

factor that reflects organizational commitment. The factor of weighting value is also the biggest 

factor weight value from other indicators observed in this study in reflecting their respective 

latent variables. 

The test results of the outer model or measurement model for this study from all constructs 

of variables have met the criteria for discriminant and composite reliability. Employee 

performance becomes a construct that has the highest regular value compared to other 

constructs, while organizational commitment has the lowest regular value. This finding (the value 

of consistency for the commitment variable) is quite interesting when considering the object of 

research in public organizations. On the other hand, the measure of convergent validity in all 

constructs observed in this study has met the required criteria. The use of research instruments 

Public Service 
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in different contexts and objects is assumed not to experience problems, especially related to 

internal consistency. 

The results of the analysis show that not all of the characteristics on the pathway in the research 

model are found to be significant or important. Causality relationships were identified as important 

for each path effect for the relationship between variables observed in this study, except for the two 

hypothesized pathways previously, namely the path of the effect of public service motivation on 

organizational commitment and the effect of job satisfaction on employee performance. From all the 

relationships between variables in the research model, the greatest impact was found on the effect 

of job satisfaction on organizational commitment of STIA LAN Public servants. This finding is in line 

with previous empirical studies that review the close relationship between satisfaction and 

commitment. 

Motivation of public services is found not to have an important impact on organizational 

commitment. Unlike the motivation of public services, job satisfaction is the most important thing 

that has a dominant effect on increasing a person's attachment to an organization. Motivation of 

public services and organizational commitment can be a good predictor of employee performance in 

STIA LAN. Satisfaction as a form of other attitudinal mechanisms beyond motivation and commitment 

was found not to have an important impact on improving employee performance at STIA LAN. When 

compared to the motivation of public services, commitment is more dominant in having important 

impact on improving employee performance. Therefore, STIA LAN employees who feel satisfied with 

their work must be encouraged to feel more attached to the STIA LAN organization in order to be 

able to improve the results of the work shown. 

 

Conclusion 

Motivation of public services that is more reflected by feelings of sympathy or compassion has an 

important impact in improving the performance of civil servants in the College of Administrative 

Sciences (STIA) which is more indicated by the timeliness of completion of work. Job satisfaction 

which is more reflected by satisfaction with the work itself does not have an important impact in 

improving the performance of civil servants in the College of Administrative Sciences which is more 

indicated by the timeliness of completion of the work. Organizational commitment that is more 

reflected by normative organizational commitment has an important effect in improving employee 

performance. Organizational commitment is the most important thing in improving the performance 

of Civil Servants in the College of Administrative Sciences. In addition, organizational commitment 

was found to play an important role in mediating the effects of job satisfaction on employee 

performance. Public service motivation that is more reflected by feelings of sympathy or compassion 

does not have an important effect in increasing organizational commitment reflected by the 

normative organizational commitment of Civil Servants in the College of Administrative Sciences. Job 

satisfaction reflected in the satisfaction of the work itself has an important effect in increasing 

organizational commitment as it was reflected by the normative organizational commitment of Civil 

Servants in the College of Administrative Sciences. Satisfaction is the most important thing in 

improving the organizational commitment of Civil Servants in the College of Administrative Sciences. 

This study does not distinguish samples based on personal characteristics, including assessing the 

relationship with perceived personal perceptions of things other than those listed in the model. 
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Because this study focuses more on examining the causality relationship between exogenous and 

endogenous variables in which its measurement instruments are developed from previous 

theoretical and empirical studies, this research only focuses on STIA Civil Servants as Institution of 

State Administration. Therefore, the results are limited to the scope of the research object. Results 

cannot be used to generalize results at a broader level. This research was only carried out at one time 

(cross-sectional study), meaning that the study was not longitudinal and did not consider different 

time duration. This study cannot compare the perception of the STIA LAN civil servant in a continuous 

time span, so that it can provide additional information about the phenomenon in the study. 

1. For the ranks of leaders and managers in the College of Administrative Sciences, it is advisable to 

be able to: 

a. Increase self-awareness of positive feelings (sympathy and compassion) in the Civil Servants 

as the most important thing in the minds of employees as a form of self-motivation to serve 

and prioritize the public interest. 

b. Improve better and positive supervision patterns, so as to encourage better perception of 

employees about superiors. Conditions like this can encourage a feeling that employees which 

are supported by the organization will have a direct impact in the form of an increase in work 

done in return for the support received. Supervisors should not consider PSM change as a 

“one-size-fits-all” solution to manage public service behaviors but rather take into account 
the tenure of individual public service providers. 

2. For researchers and further research, it is recommended to be able to: 

a. Consider the broader scope of the research object to further enrich the results and findings 

of the study, in addition to testing the model in other more specific contexts, for example at 

the locus of objects of nonprofit research, 

b. Consider to explore other aspects of factors that have or have not been examined in the 

research model, such as factors that can affect organizational commitment and employee 

performance in addition to motivation and job satisfaction. Similar research in the future is 

by modifying the research model and adding other concepts investigated in order to provide 

a more in-depth explanation of the patterns of linkages between attitudes (towards work, 

towards the organization) and the individual behavior that is formed (employee 

performance). The attitude-behavior model can be an informative study material for decision 

makers in an organization. 

c. Consider using the longitudinal nature of subsequent research to reveal whether there are 

differences or not for the consistency of empirical results over time. 
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