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A B S T R A C T 

 

          This study has several objectives like 1) to assess and analyze the 

recruitment System of employees, Organizational culture and commitment of 

employees towards performance among Servants Supil on personnel Agency 

Government of Puncak Jaya, and  2),  to examine and analyze the factors most 

dominant influence on employee performance of Civil Servants in the 

Employment Board of Puncak Jaya region.  

Data collection methods used are observation, interview and questionnaire. 

Data were analyzed descriptively and quantitatively using Multiple Linear 

Regression Analysis. With a sample size of 78 respondent.  

The results showed that in partial factors recruitment system of employees 

(X1), organizational culture (X2), and the commitment of employees (X3) has 

shown significant influence on the performance of Civil Servants, in the civil 

Servise Agency, Government of puncak Jaya. Concurrently, on simultaneous 

analysis, the recruitment system officer (X1), organizational culture (X2), and 

employee commitment (X3) have significant effect on the performance of Civil 

Servants in Region Puncak Jaya. The most dominant variable which influences 

performance of employees among the three variables above is employee 

commitment.  
                

Keywords: Employe Recruitment system, organizational culture, employee 

commitment, employe performance.  
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1. Background 

             Government organizations as public organizations exist to organize and serve 

activities related to efforts to improve people's welfare. As an educational 

organization, the service aspect becomes the main activity so that employee 

satisfaction and community satisfaction become indicators of the organization's 

performance. For this reason, there are 3 (three) main elements that underlie the 

regulation of authority, including: 1) routine activities of each organizational unit 

are designated as official tasks, 2) these tasks are relatively stable, meaning they do 

not experience changes. - meaningful changes and the authority to implement them 

are fully bound by the applicable rules, and 3) there is regularity in both 

mechanisms and procedures, standardized methods to ensure the continuity of the 

implementation of tasks by employees who meet the qualifications according to the 

provisions - applicable provision. 

            Human resource development is a necessity and a strategic step for every 

local government. An important substance for developing human resources in facing 

regional autonomy and good governance is a change in the paradigm, attitudes, 

values and behavior of government officials. Therefore, there are several things that 

need to be considered, as follows: 1) it is necessary to restore or remind the mission 

and objectives of the bureaucracy / organization / public administration, so that 

what is done by bureaucrats or government officials is right on target, 3) the 

demands of government officials reformed are government officials who are not 

related by control, order, prediction but are more directed to government officials 

that focus on alignment, creativity and empowerment. Basically, it requires policies 

that are oriented to loose and tight principles, where political commitment is used 

as a direction or guideline instead of political authority, and 4) government officials 

must be aware that they are public or civil servants whose job is to serve the 

community. 

2. Literature Library 

         Employee Recruitment System is the process of finding, finding and attracting 

applicants to become employees at and by certain organizations. Furthermore, 

recruitment can also be defined as a series of activities to find and attract job 
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applicants with the motivation, abilities, skills and knowledge needed to cover the 

deficiencies identified in staffing planning (Ambar Teguh, 2009; 168). 

Hofstede (1984:165), the concept of culture has been mainstream in the field of 

anthropology since its inception and received attention in the early development of 

the study of organizational behavior. However, it is only recently that the concept of 

culture has emerged as a major dimension in understanding organizational 

behavior. Schein (1984:78), suggests that many recent works have argued about the 

key role of organizational culture in achieving organizational excellence. 

Robbins (1996:98), organizational culture as a shared perception held by members 

of the organization and become a system of shared meaning. Meanwhile, Schein 

(1991:145) chooses a definition that can explain how culture developed, how it 

became what it is today, or how culture can be changed if the survival of the 

organization is at stake. For that we need a definition that can help understand the 

dynamic evolutionary forces that influence a culture to develop and change. 

Employee commitment is the level of trust in accordance with organizational goals 

and has a desire to remain in the organization (Robert L., John H. Jaksen, 2001 in 

Tobing, 2005:125) 

Job satisfaction and employee commitment tend to influence each other, and 

generally people who are relatively satisfied with their jobs will be more committed 

to the organization. People who are committed to the organization are more likely to 

have greater satisfaction. 

Employee commitment is defined as a condition in which an employee sided with 

the organization and the goals of the organization and is willing to maintain 

membership in the organization concerned. Employee commitment is an indicator 

to measure the degree and extent to which a manager takes sides with the goals of 

the organization (Robins, 1996:93). 

Meyer and Allen (1990:47) suggest that employee commitment refers to 3 (three) 

dimensions, namely: 1) workers with a strong affective commitment will continue to 

do the work that is their responsibility because they want to do more for the 

organization. , 2) workers who are involved in the organization because it is based 

on continuance commitment (awareness of the costs that must be incurred if he 

leaves the company) to remain in the organization, and 3) workers with high 
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normative commitment (feeling to defend the organization despite social pressure) 

feel necessary to maintain the organization. 

 

Robbins (1996:98), organizational culture as a shared perception held by members 

of the organization and become a system of shared meaning. Meanwhile, Schein 

(1991:145) chooses a definition that can explain how culture developed, how it 

became what it is today, or how culture can be changed if the survival of the 

organization is at stake. For that we need a definition that can help understand the 

dynamic evolutionary forces that influence a culture to develop and change. 

Employee commitment is the level of trust in accordance with organizational goals 

and has a desire to remain in the organization (Robert L., John H. Jaksen, 2001 in 

Tobing, 2005:125) 

Job satisfaction and employee commitment tend to influence each other, and 

generally people who are relatively satisfied with their jobs will be more committed 

to the organization. People who are committed to the organization are more likely to 

have greater satisfaction. 

Employee commitment is defined as a condition in which an employee sided with 

the organization and the goals of the organization and is willing to maintain 

membership in the organization concerned. Employee commitment is an indicator 

to measure the degree and extent to which a manager takes sides with the goals of 

the organization (Robins, 1996:93). 

Meyer and Allen (1990:47) suggest that employee commitment refers to 3 (three) 

dimensions, namely: 1) workers with a strong affective commitment will continue to 

do the work that is their responsibility because they want to do more for the 

organization. , 2) workers who are involved in the organization because it is based 

on continuance commitment (awareness of the costs that must be incurred if he 

leaves the company) to remain in the organization, and 3) workers with high 

normative commitment (feeling to defend the organization despite social pressure) 

feel necessary to maintain the organization. 

necessary to maintain the organization. 
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Figure 3.1 
conceptual framework 

 
 

                                                              
 

                                                           

 

                                     

                                              

 

                                                        

  

 

 

 

3.2. Research Hypothesis 

Starting from the theoretical description, the research hypothesis is as follows: 

1. Employee Recruitment System factors, organizational culture, and employee 

commitment, partially and simultaneously have a significant effect on employee 

performance at the Regional Government Personnel Agency of Puncak Jaya Regency. 

2. The employee commitment factor partially dominantly influences employee 

performance at the Regional Government Personnel Agency of Puncak Jaya 

Regency. 

4. RESEARCH RESULTS AND DISCUSSION 

Organizational 
Culture (X2) 

 

Employee 
Recruitment 
System (X1) 
 

Employee 
Performance 
(Y) 

 

Employee 
Commitment 
(X3) 

 



6 

 

6 

 

Based on the results of this multiple regression analysis, the significance level 

obtained to test the acceptance or rejection of the research hypothesis is determined 

by: 

Comparing the value of tcount with the value of ttable at the confidence level = 0.05 

and degrees of freedom (df) = (k–1); (n – k) and (n – 1) or df = 3 ; 21 ; If the value of 

ttable = 2.02 at = 0.05 is greater than tcount, then the conclusion is that the research 

results support Ho and do not support Ha, or if the ttable value is smaller than 

tcount then the research results do not support Ho and support Ha. 

Comparing the probability value (p) with the degree of confidence = 0.05 where if 

the p value > (0.05) then the research results support Ho and do not support Ha, or 

if the p value < (0.05) then the research results do not support Ho and support Ha. 

The results of the partial test in this study are the employee recruitment system 

(X1), Organizational Culture (X2), and employee commitment (X3) have a significant 

effect on employee performance at the Office of the Regional Personnel Training and 

Education Agency of Papua Province, showing that: 

a. Employee Recruitment System (X1) has a negative value tcount of -1.062 < ttable 

2.02 = 0.05 indicates that there is a negative relationship with employee 

performance variables. Indicates that each addition is negative. 

b. Organizational Culture (X2) has a positive and significant effect on employee 

performance at the Regional Government Personnel Agency of Puncak Jaya Regency. 

With a tcount of 3.914 > ttable 2.02 = 0.05, it shows that the higher the 

organizational culture, the higher the performance of employees at the Regional 

Government Personnel Board of Puncak Jaya Regency. 

c. Employee Commitment (X3) has a positive and significant effect on employee 

performance at the Regional Government Personnel Agency of Puncak Jaya Regency. 

With a tcount of 4.085 > ttable 2.02 = 0.05. This shows that the higher the 

commitment of employees, the higher the performance of employees at the Regional 

Government Personnel Agency Office of Puncak Jaya Regency. 

Based on the results of the discussion above, it can be said that this study succeeded 

in proving the research hypothesis as follows: 

Accept the first hypothesis (Ha1), which assumes that partially employee 

recruitment factors (X1), Organizational Culture (X2), and employee commitment 
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(X3) have a significant effect on employee performance at the Regional Government 

Personnel Agency of Puncak Jaya Regency. With a record recruitment variable (X1) 

employees have a negative 

 

 

 

 

5. CONCLUSIONS AND SUGGESTIONS 

a. Conclusion 

1. The results of statistical test analysis show that partially the Employee 

Recruitment System (X1) and organizational culture (X2), employee commitment 

(X3) have a significant effect on the performance of employees at the Pemetrintah 

Pemetrintah Agency of Puncak Jaya Regency, with a probability level of 0.000 for 

Organizational Culture and Employee Commitment while Recruitment 0.292 are all 

still below 0.5. It is proven that in this study succeeded in proving the first 

hypothesis. 

2. The results of statistical test analysis show that simultaneously Employee 

Recruitment (X1), Organizational Culture (X2), and employee commitment (X3) 

have a significant effect on the performance of employees at the Pemetrintah 

Pemetrintah Agency of Puncak Jaya Regency, with R Square = 0.329 still below 0.5 .. 

It is proven that in this study succeeded in proving the second hypothesis. 

3. The results of statistical tests show that the employee commitment factor (X3) has 

a more dominant influence on employee performance at the Regional Government 

Personnel Agency of Puncak Jaya Regency. This is evidenced by the multiple 

regression coefficient of 0.427 and the tcount of 4.085 at a significance level of 0.000 

which is smaller than alpha (α) equal to 0.05. Thus the third hypothesis is proven. 

 

b.Suggestion 

By considering various findings in data collection and analysis of research results, 

the suggestions that need to be put forward in this study are: 

1. Employee Performance Problems at the Pemetrintah Pemetrintah Pemetrintah 

Regency of Puncak Jaya is an important issue, therefore the main tasks and functions 

of the office in particular need to be paid attention to the work discipline of each 
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employee. This means that every employee to do a job with good results, it is 

necessary to pay attention to their own strengths or needs, the desire to succeed, 

and the value of incentives attached to the goal. 

2. In carrying out their duties as Civil Servants (PNS) and in order to realize 

increased performance, the pattern of bureaucratic services should be 

3. Abandoned and replaced with a pattern of community service (customer focus) 

that places the community in a leading position as the basis for the presence of local 

government officials in managing and serving the interests of the community. 

4. This study uses two approaches, namely a quantitative approach and a qualitative 

approach in solving problems on the same object, it is recommended that further 

research can be carried out on other research objects, namely not only civil servants 

(PNS) but can be used on research objects others that are related to this research 

and the research variables can be further developed. 
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