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ABSTRACT

Organizational commitment refers to the thinking of individuals in the organization and working effectively and
positively for the organization. Employee organizational commitment is a key factor that contributes to the
achievement of organizational goals. The final performance of an organization depends on the level of
commitment of its employees. This study is focused on knowing the characteristics of work and interpersonal
relationships affect the organizational commitment of employees in plantation sector organizations in Indonesia,
especially at PT. AEP (Anglo Eastern Plantation) Ukindo Blankahan Estate North Sumatra, Indonesia.
Characteristics of work consisting of skill variety, task identity, task significance, autonomy, feedback and
interpersonal relationships are the 6 main independent variables in this study. Affective commitment and
normative commitment are the two main dependent variables for this study. A structured questionnaire survey was
conducted to collect primary data from 100 randomly selected employees covering the plantation sector in
Indonesia, especially at PT. AEP (Anglo Eastern Palntation) Ukindo Blankahan Estate North Sumatra, Indonesia.
Data were analyzed using Confirmatory Factor Analysis (CFA). The findings reveal that skill variation (NOW),
interpersonal relations (IRP) and autonomy (WOE) are significant and positive factors that can increase the
affective commitment of employees in plantation sector organizations. Skill variation (NOW), task identity (PAA),
autonomy (WOE) and feedback (RME) were significant and positive factors that increased normative commitment.

Keywords : Job Characteristics, Interpersonal Relationships, Affective Commitment, Normative
Commitment
INTRODUCTION

Organizational commitment as a concept of employee behavior has gained popularity
and several studies have been carried out in the field in recent years. Committed employees are
a key asset and a vital resource for organizations to gain competitive advantage. It is therefore
in the minds of many academics and practitioners, to look at work arrangements in identifying
positive effects on job performance, organizational effectiveness and to reduce tardiness,
absenteeism and turnover.(Sharma, 1997; Steinhaus & Perry, 1996). There is sufficient
empirical evidence to show the importance of having a committed workforce(Nguyen, Mai, &
Nguyen, 2014)and demonstrate higher levels of performance and productivity(Steinhaus &
Perry, 1996).

However, there is evidence highlighting the invariance in organizational commitment
structures due to cultural differences (Stinglhamber & Vandenberghe, 2003). For example
according to Hofstede (1980) the cultural dimension in organizational commitment tends to be
higher in more individualistic and less authoritarian countries, whereas if we look at the
cultural dimension of Nepal, it is more collectivist.(Gautam, et al, 2005) hence this study
highlights the need to examine organizational commitment from a local perspective. Many
researchers have identified factors that influence organizational commitment (egHaq, et al,
2014; Mathieu & Zajac, 1990)and job characteristics is one of them (Steers & Spencer, 1977).
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Also organizational commitment is influenced by interpersonal relationships and social benefits
(Kwon & Bae, 2009).

Commitment is an employee's experience bond with their organization. Committed
employees help the organization achieve its goals. Therefore, organizations must pay attention
to their employees because employees with high job satisfaction will have high commitment.
Organizational commitment is a multidimensional construct that describes the relationship
between individuals and their organizations (Glazer, et al, 2004). Organizational commitment is
divided into three components, namely affective commitment, continuance commitment and
normative commitment(Gunlu, et al, 2010; Lee & Kim, 2010)

Organizational commitment is associated with job characteristics. Some experts argue
that there is a positive correlation between all dimensions of job characteristics (skill variety,
task identity, task significance, autonomy, and feedback) and organizational commitment.
(Agarwal & Ramaswami, 1993). However, other researchers reveal that only a few dimensions
of job characteristics affect organizational commitment. For example,Bhuian, et al,
(1996)shows that of the five dimensions of job characteristics, only job variation has a
significant effect on organizational commitment. Furthermore, another study revealed that job
characteristics have a positive and significant correlation with affective commitment, while job
characteristics do not have a significant relationship with continuance and normative
commitment. (Madi, et al, 2012).

Interpersonal relationship is one of the significant factors responsible for organizational
commitment. Team work can improve interpersonal relationships among employees and it is
easy to be present in a competitive world. Conflict management, clear communication skills,
collaborating and listening are some of the key interpersonal skills required to succeed in any
organization(Bahrami, et al, 2016). This study is focused on knowing the characteristics of
work and interpersonal relationships affect the organizational commitment of employees in
plantation sector organizations in Indonesia, especially at PT. AEP (Anglo Eastern Plantation)
Ukindo Blankahan Estate North Sumatra, Indonesia.

LITERATURE REVIEW
Organizational Commitment

Organizational commitment is one of the most researched topics in industrial and
organizational psychology (Cohen, 2003). Organizational commitment affects employee
behavior, and employees with a high level of commitment are more disciplined and do not
leave the organization(DeConinck & Bachmann, 2005). Therefore, it is important for managers
to focus on increasing employee commitment. The “side-bet” approach describes the
relationship between employees and the organization based on a ‘contract’ of economic
benefits(Ghosh & Swamy, 2014).

Job Charateristics

Job characteristics are affective factors that affect employee intrinsic motivation. Job
characteristics theory also known as job design theory provides a set of principles that help
enrich jobs in organizations(Hackman & Oldham, 1975). The job characteristics model was
first developed byHackman & Lawler (1971)based on the behavioral approach and expectancy
theory. They identified four core job characteristics namely variety, autonomy, task identity
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and feedback in their model but the results of their study were not statistically significant in
predicting the effect of core job characteristics on absenteeism and turnover reduction. Then
Hackman and Oldham (1975) revised the original job characteristics model and included other
core characteristics and important intermediate variables(Guise, 1988).

Job Characteristics and Organizational Commitment

Many studies have identified factors that influence employee commitment. StudiesAbu
Elanain, (2009)proved a positive relationship between all dimensions of job characteristics (job
variety, job identity, significance, autonomy and feedback) and organizational commitment. In
contrast, Bhuian et al., (1996) showed that autonomy, job identity and feedback had no effect
on organizational commitment. Examining the relationship between job characteristics and
organizational commitment, Madi et al., (2012) stated that job characteristics have a positive
and significant relationship with affective commitment, but have no relationship with continual
commitment and normative commitment.

Interpersonal Relations

According to Reich & Hershcovis (2011) Interpersonal relationships are individuals'
personal experiences of repeated communication or relationships with other people. They
further state that interpersonal relationships in the workplace are an unavoidable reality for
everyone who works in an organizational context. Interpersonal relationships at work have
been associated with many optimistic outcomes, such as increased job satisfaction, teamwork,
effective communication, teamwork engagement, performance, team cohesion, organizational
commitment, and decreased turnover rates.(Berman, et al., 2002; Feeley, et al.2008).

Interpersonal Relationship with Organizational Commitment

Interpersonal relationships in the workplace have been widely studied with optimistic
results, such as increased job satisfaction, teamwork, effective communication, collaborative
engagement, performance, team cohesion, organizational commitment, and decreased turnover
rates. (Berman, et al., 2002; Feeley, et al.2008). As well as, Mainiero (1989) emphasized that
positive interpersonal relationships among co-workers enhance teamwork, effective
communication, and cooperation. In other words, interpersonal relationship is a way of
communicating with people, which includes communication skills, effective learning and
problem solving skills.

RESEARCH METHODS
Research design

The main purpose of this study is to determine the effect of six main factors that
influence, namely job characteristics consisting of skill variety, task identity, task significance,
autonomy, feedback. and interpersonal relationships on affective commitment and normative
commitment in plantation sector organizations in Indonesia, especially at PT. AEP (Anglo
Eastern Plantation) Ukindo Blankahan Estate North Sumatra, Indonesia.

As a sampling technique, a disproportionate stratification random sampling method was
adopted to select mid-level employees consisting of managers, supervisors, and employees.
Data were collected from a sample of 100 respondents. Respondents were selected using simple
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random sampling in the category of each employee. A structured questionnaire survey was
conducted to collect primary data from the study population. The reasons for using this
questionnaire methodology are, to maintain face confidentiality, to build credibility and to save
time on official survey participants.

RESEARCH RESULTS AND DISCUSSION
Table 1. Measurement of Fit Indices . Model

Indices

Measurement Model Estimates

Chi-Square (X2) 1955,92
Dregrees of Fredom (DF) 483
Probability Level 0
CFI 0.66
GFI 0.64
AGFI 0.58
RMSEA 0.11
Table 2. Confirmatory Factor Analysis
Factor Estimate
NOW1 1.00
NOW?2 1.21%%*
NOW3 0.80***
NOW4 1.10%**
PAA1 1.11%**
PAA2 0.82%**
PAA3 0.89***
PAA4 1.00
TRA1 0.99%**
TRA2 0.55%**
TRA3 0.10%**
TRA4 1.00
WOE1 1.58***
WOE2 1.80***
WOE3 1.55%**
WOE4 1.00
RME1 1.00
RME2 1.16***
RME3 0.79%**
MRE4 0.77***
IPR1 0.83***
IPR2 0.67***
IPR3 0.96%**

181



o
International Journal of Economic, Technology
and Social Sciences —
e-

International Journal of Economic, Technology and Social Sciences
url: https://jurnal.ceredindonesia.or.id/index.php/injects
Volume 3 Number 1 page 178 - 185

IPR4 1.00

AFC1 1.00

AFC2 0.87***
AFC3 1.05%**
AFC4 0.95***
AFC5 0.92***
NOC2 1.00

NOC3 0.96***
NOC4 1.10%**
NOC5 1.31%**

Note: Levels of statistical significance ***P<0.001, **P<0.01

The CFA results show that the standard estimates are statistically significant except for
the indicator variables NOW1, IPR4, PAA4, TRA4, WOE4, RME1, AFC1 and NOC2. The
NOW?2 indicator shows the highest factor loading (1,211) on the variation of skills. The
indicator ‘ability to discuss freely with superiors’ (IPR3 indicator) strongly reflects the
interpersonal relationship factor (IPR) at the level of 95.5%. The PAAL indicator shows the
highest factor loading (1.114) on 'task identity’ which states the satisfaction of the employee's
task identity. The selection of unbiased task significance (TRAS3 indicator) is the most
influential indicator (0.997) on the task significance factor (TRA).

The WOE?2 indicator, which describes the freedom in carrying out tasks, reflects the
autonomy factor (1,797). Employee participation in obtaining information about their
performance (RME2 indicator) shows the highest factor loading (1,155) on the relationship
between feedback factors. The AFC3 indicator shows the highest factor loading value, which is
1.047 on affective commitment. The AFC3 indicator describes employee perceptions as 'l am
proud to talk about the organization with other people’. NOC5 (I feel this job is the best for me)
is a very contributing indicator to the employee's 'normative commitment' factor.

Discussion
The findings of this study reveal that skill variation (NOW), interpersonal relations
(IRP) and autonomy (WOE) are significant and positive factors that increase employees'
affective commitment. Skill variation (NOW), task identity (PAA), autonomy (WOE) and
feedback (RME) are significant and positive factors that increase employee normative
commitment. Table 6 shows Standard Regression Weights for all factors
Table 3. Standardized Regression Weights

Hypothesized Relationship Estimates
Affective commitment Skill variety 0.22
Affective commitment Task identity 0.08
Affective commitment Task significance -0.02
Affective commitment Autonomy 0.57
Affective commitment Feedback 0.06
Affective commitment Interpersonal relations 0.18
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Normative commitment Skill variety 0.22
Normative commitment Task identity 0.17
Normative commitment Task significance -0.11
Normative commitment Autonomy 0.47
Normative commitment Feedback 0.19
Normative commitment Interpersonal relations 0.12

Note: Levels of statistical significance ***P<0.001, **P<0.01

Under the skill variation factor (NOW), four statements were included that asked about
‘interest in work, improvement in skills and knowledge by work, ability to maintain a happy
home life with work and the dignity and respect received for work' from others. The
interpersonal relationship factor (IPR) consists of ‘trust in me by superiors, cooperation
between employees, the ability to discuss freely with superiors and listen to employee
suggestions by superiors. Four statements fall under task identity (PAA). The autonomy factor
is the most influential factor on affective and normative commitment. Based on the results of
the analysis, a factor called task significance has no significant effect on employee
commitment.

CONCLUSION

Based on these results, the researcher can conclude that skill variation (NOW),
interpersonal relationship (IRP) and autonomy (WOE) are significant and positive factors that
can increase the affective commitment of employees in plantation sector organizations. Skill
variation (NOW), task identity (PAA), autonomy (WOE) and feedback (RME) are significant
and positive factors that increase normative commitment. Therefore, management can apply
relevant practices in which, create and implement factors that contribute to workers' work
interest, support to maintain a happy work-life balance, respect employees, trust in workers,
and create a cooperative and friendly workplace. to improve the affective and behavior of
employees. normative commitment to the organization. In addition, managers can introduce: a
pleasant remuneration package including benefits, employee participation opportunities,
effective communication networks with employees, and provide opportunities to discuss
worker problems with managers.

Supervisors should listen to employee suggestions if necessary. This will allow
employees to feel that they are important to the organization. Furthermore, administrative
officers should pay attention to maintaining safety, good sanitation facilities and a pleasant
working environment within the organization to make people feel at home in the workplace.
This finding will be useful for all levels of managers in plantation sector organizations to
identify the main factors that can increase the affective and normative commitment of
employees. Further studies are needed to identify other possible factors, which contribute to
employee commitment in plantation sector organizations..

REFERENCES

Abu Elanain, HM (2009). Job characteristics, work attitudes and behaviors in a nonwestern
context.  Journal of  Management  Development, 28(5), 457-477.
https://doi.org/10.1108/02621710910955985

183



o
International Journal of Economic, Technology
and Social Sciences _
e-

International Journal of Economic, Technology and Social Sciences
url: https://jurnal.ceredindonesia.or.id/index.php/injects
Volume 3 Number 1 page 178 - 185

Adams, RG, & Blieszner, R. (1994). An Integrative Conceptual Framework for Friendship
Research. Journal of Social and Personal Relationships, 11(2), 163-184.
https://doi.org/https://doi.org/10.1177/0265407594112001

Agarwal, S., & Ramaswami, SN (1993). Affective organizational commitment of salespeople:
An expanded model. Journal of Personal Selling and Sales Management, 13(2), 49—
70. https://doi.org/10.1080/08853134.1993.10753947

Baruk, Al, & lwanicka, A. (2015). Polish final purchasers' expectations towards the features of
dairy product packaging in the context of buying decisions. British Food Journal,
117(1), 178-194. https://doi.org/10.1108/BFJ-06-2014-0188

Berman, EM, West, JP, & Richter, Jr., MN (2002). Workplace Relations: Friendship Patterns
and Consequences (According to Managers). Public Administration Review, 62(2),
217-230. https://doi.org/10.1111/0033-3352.00172

Cohen, A. (2003). Multiple Commitments in the Workplace. In Administrative Science
Quarterly (Vol. 49). https://doi.org/10.4324/9781410607423

DeConinck, J., & Bachmann, D. (2005). An analysis of turnover among retail buyers. Journal
of Business Research, 58(7), 874-882. https://doi.org/10.1016/j.jbusres.2003.10.009

Double, JP (2001). Can Public Leaders Have Friends? Public Integrity, 3(2), 145-158.
https://doi.org/10.1080/15580989.2001.11770864

Faraji, O., Ramazani, AA, Hedaiati, P., Aliabadi, A., Elhamirad, S., & Valiee, S. (2015).
Relationship Between Job Characteristics and Organizational Commitment: A
Descriptive Analytical Study. Iranian Red Crescent Medical Journal, 17(11), 1-6.
https://doi.org/10.5812/ircmj.19815

Feeley, TH, Hwang, J., & Barnett, GA (2008). Predicting Employee Turnover from Friendship
Networks. Journal of Applied Communication Research, 36(1), 56-73.
https://doi.org/10.1080/00909880701799790

Kram, KE, & lIsabella, LA (1985). Mentoring Alternatives: The Role of Peer Relationships in
Career Development. Academy of Management Journal, 28(1), 110-132.
https://doi.org/10.5465/256064

Kwon, S.-J., & Bae, S.-K. (2009). Analysis of Impact Factors of Affective Commitment in
Organization of Dental Hygienist in Susan Area -Focused on Quality of Working
Life(QWL)-. The Journal of the Korea Contents Association, 9(5), 156-165.
https://doi.org/10.5392/JKCA.2009.9.5.156

Lee, KY, & Kim, S. (2010). The Effects of Commitment-Based Human Resource Management
on Organizational Citizenship Behaviors: The Mediating Role of the Psychological
Contract. World Journal of Management, 2(1), 130-147. Retrieved from
https://silo.tips/download/the-effects-of-commitment-based-human-resource-
management-on-organizational-citi

Pinder, CC (1984). Work Motivation; Theory, Issues, and Applications. Glenview.: Forestman
and Company.

Reich, TC, & Hershcovis, MS (2011). Interpersonal relationships at work. In APA handbook of
industrial and organizational psychology, Vol 3: Maintaining, expanding, and
contracting the organization. (pp. 223-248). https://doi.org/10.1037/12171-006

Schwartz, SH (1977). Normative Influences on Altruism. In Advances in Experimental Social
Psychology (Vol. 10, pp. 221-279). https://doi.org/10.1016/S0065-2601(08)60358-5

184



o
International Journal of Economic, Technology
and Social Sciences —
e-

International Journal of Economic, Technology and Social Sciences
url: https://jurnal.ceredindonesia.or.id/index.php/injects
Volume 3 Number 1 page 178 - 185

Sharma, MP (1997). Organizational Commitment and Its Determinants. Indian Journal of
Industrial Relations, 33(2), 193-210. Retrieved from
http://www.jstor.org/stable/27767525

Shrestha, D. (2012). Consequence of Gender and Job Characteristics with Normative
Commitment. Journal of Nepalese Business Studies, 7(1), 100-114.

ournal, 116(2), 251-271. https://doi.org/10.1108/BFJ-01-2012-0019

Tompson, HB, & Werner, JM (1997). The Impact of Role Conflict/Facilitation on Core and
Discretionary Behaviors: Testing a Mediated Model. Journal of Management, 23(4),
583-601. https://doi.org/10.1177/014920639702300405

Tse, HHM, Dasborough, MT, & Ashkanasy, NM (2008). A multi-level analysis of team
climate and interpersonal exchange relationships at work. The Leadership Quarterly,
19(2), 195-211. https://doi.org/10.1016/j.leaqua.2008.01.005

Tummers, L., Steijn, B., Nevicka, B., & Heerema, M. (2018). The Effects of Leadership and
Job Autonomy on Vitality: Survey and Experimental Evidence. Review of Public
Personnel Administration, 38(3), 355-377.
https://doi.org/10.1177/0734371X16671980

Umukoro, B. (2019). Job-Characteristics Dimensions and Employee Continuance
Commitment. European Journal of Business and Management, 19(10).
https://doi.org/10.7176/EJBM/11-27-03

Vandenberg, RJ, & Lance, CE (1992). Examining the Causal Order of Job Satisfaction and
Organizational Commitment. Journal of Management, 18(1), 153-167.
https://doi.org/10.1177/014920639201800110

Volmer, J., Spurk, D., & Niessen, C. (2012). Leader—member exchange (LMX), job autonomy,
and creative work involvement. The Leadership Quarterly, 23(3), 456-465.
https://doi.org/10.1016/j.leaqua.2011.10.005

Wheatley, MJ (2009). Leadership and the New Science: Discovering Order in a Chaotic World
(3th ed.). Oakland, California: Berrett-Koehler Publishers, Inc.

185



