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This study aims to determine the influence of employee
empowerment, teamwork, and employee training on the
organizational commitment of employees at the Banyumas
Public Works Office. The population used is employees who
work at the Department of Public Works of Banyumas Regency.
The research method used was a quantitative method with a
purposive sampling technique. The data analysis technique
used was multiple linear regression. In this study. The data
source used was primary data employing SPSS 23.0 software.
Data collection methods in this study were questionnaires. The
sample of this study was 80 respondents. The results of this
study indicate that (1) employee empowerment has a
significant influence on organizational commitment, (2)
teamwork has a significant influence on organizational
commitment, and (3) employee training has a significant
influence on organizational commitment.
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INTRODUCTION

Employees possess a central role in building the company. The company will be successful

with employee whose skills, expertise, and experiences that are in line with the needs of the

company. The company is expected to recruit the right people for the right jobs as well as motivate,

assess, and provide training for evolving competencies needed. Employee competence will

continue to develop in line with changing job demands. In facing non-linear problems, competence

is not enough because companies also need employees who do their jobs as well as possible and

have a strong organizational commitment (Dessler, 2015). Organizational commitment is

considered as one of the important goals for organizations to maintain their existence and survival
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(Hanaysha, 2016). Employees who are committed and loyal are needed by an organization, because
employees who are highly committed to the organization will be more productive, harmonious,
have high loyalty, and have a higher responsibility for their work (Karim & Rehman, 2012).

Organizational commitment can be useful for organizations and employees since it can
strengthen a sense of belonging, job security, career development, increase compensation, and
rewards. The benefits for the organization include increasing the number of employees, lowering
turnover rates, pressing training costs, increasing job satisfaction, achieving organizational goals,
and improving the quality of products and services (Azeem & Akhtar, 2014). Employees who have
a high commitment to their organization will view performance as something important and make
themselves feel responsible for the goals of their organization and thereby voluntary engage
themselves with their work by taking their time, willingness, and energy for their work (Albdour
& Altarawneh, 2014). Organizational commitment according to Hanaysha (2010) is a step for the
company to develop a mindset in completing the tasks of its employees. There are three aspects
to this commitment. They are employee empowerment, teamwork, and employee training.

Employee empowerment is one of the most foremost discussed subjects in human
resource management. Empowerment is a process that allows employees to set work goals, make
their decisions, and solve problems related to their responsibilities and authorities (Hutagaol,
2014). Empowerment is a process to make people more empowered or more capable to solve their
own problems by giving trust and authority to foster responsibility (Mahiri, 2017). Abdullah et al.,
(2015) argue that empowerment can be seen as a way to encourage individual commitment to the
organization. According to Idayanti Nursyamsi (2012), employee empowerment has the most
dominant effect on organizational commitment, where companies encourage employees to take
advantage of all available facilities and resources. According to Karim & Rehman (2012),
empowerment makes employees realize that their presence is valued in their organization and
creates an increase in the level of organizational commitment.

Teamwork is a group of individuals who work together to attain a similar objective. This
group of individuals must have clear rules and work mechanisms. Thus, there is coordination and
procedures that must be agreed upon by all team members. In addition, teamwork is an activity or
process that includes activities to share information about the problems to work together in solving
these problems (Masyithah et al., 2018). According to Robbins & Judge (2015), the characteristics
of work include having collective goals, being able to synergize, having individual and shared
responsibilities, and having complementary skills for each member. Teamwork is very important
to all employees in a company. Teamwork consists of the ability and expertise to obtain and collate

information with the support of teammates, to achieve the goals and mission of the organization.
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Teamwork can be expected to positively affect organizational performance, which in turn will
increase employee commitment to the organization (Zincirkiran et al., 2015). Good teamwork is a
driver of organizational commitment, work innovation, and ultimately increases employee
performance.

Training is defined as a systematic process to assist employees to move forward their
knowledge and skills. Training greatly contributes to organizational competitiveness and
investment in training can contribute to improving individual and organizational performance
(Yusnita & Fadhil, 2015). The training of skills and knowledge can be considered as the most
important investment in human resources made by the organization. Training can also be
considered as a way to increase the level of employee satisfaction regarding personal and
professional development (Dhar, 2015). Adisaksana et al., (2015) state that job training can align
company goals and employee feelings and establish good relationships between supervisors and
subordinates. This can affect organizational commitment since the close relationship between
superiors and subordinates and the establishment of harmony between individuals and
organizations will make employees more loyal and committed to the organization.

Several studies have revealed that employee empowerment influences organizational
commitment Hanaysha (2016), Hutagaol (2014), Ismail et al., (2011), Setiawan & Piartrini (2018).
In contrast, different research results found by Karim & Rehman (2012) saying that employee
empowerment does not have a significant influence on organizational commitment. There is a
research gap in some of the previous studies mentioned. This research concerns employee
empowerment, teamwork, and employee training to form organizational commitment at the

Banyumas Regency Public Works Office.

LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT
Organizational Commitment

Building organizational commitment is undoubtedly exceptionally imperative for all
organizations as employees are the main source for success. Highly committed employees are
characterized by their greater support for the organization to amplify global success. However, to
retain employees in any organization, managers must provide a facilitative and pleasant work
environment as well as support (Hanaysha, 2016). Employees with organizational commitment
have a high belief in the goals and values of the organization and voluntarily obey the orders and
goals of the organization. In this case, employees also put a lot of effort into realizing the desired

goals and show a commitment to remain in the organization (Zincirkiran et al., 2015).
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Organizational commitment is considered as a mental and emotional reliance for the
organization. Committed employees will show their abilities in the organization, participate and
engage in the organization, and enjoy membership in the organization (Ghorbanhosseini, 2013).
The commitment of employees has different levels, from low to high levels. According to Allen
and Meyer (1990) in Khalip (20106), there are three dimensions of organizational commitment
identified. They are affective, continuance, and normative.

1. Affective commitment
The affective component relates to the emotional attachment, identification, and involvement

of employees in an organization. Affective commitment takes into account three main aspects
including the development of psychological affection for an organization, relationship with the
organization, and the desire to remain as a member of the organization.

2. Continuance commitment
This commitment is based on the employee’s perception of the losses when leaving the
organization. Employees with a strong commitment will continue to belong to the organization
because they need it.

3. Normative commitment
Normative is employees’ feelings about the obligations they must give to the organization and

these actions are the right things to do.

Karim & Rehman (2012) describe employees who are affectively committed, continue to
work consistently with great dedication, then there is a continuance commitment that employees
will maintain their organizational membership, employees who remain are usually without coercion
and in the end, they will stay in their organization.

Organizational commitment can depict the desire of employees to take an interest in
accomplishing company objectives. Wulandari (2020) dan Hanaysha (2016) assert that
organizational commitment can be measured using some indicators. They are a strong desire to
remain as a member, pride to be in the organization, and considering the organization a good place
to work. The desire to try hard at work and the feeling of comfort make employees feel motivated
to perform better. Acceptance of organizational values refers to the values applied and applicable
in the organization are in accordance with the values held by employees. Acceptance of
organizational goals is an employee’s desire to remain in the organization that makes employees
try hard in carrying out their duties so that organizational goals are achieved. They will not leave
the organization for ethical reasons and also feel a loss to leave the organization.

Employee Empowerment
Empowerment is an exertion to allow supervisors trust to subordinates and encourage

them to be creative in order to complete their duties as best they can. It is supported by the opinion
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of Hutagaol (2014) that empowerment is a process that provides opportunities for workers to set
goals related to their own work, make decisions, and solve problems within their own scope of
responsibility and authority. Empowering employees in the form of excelling in sharing
information and increasing intellectual capacity and autonomy while making decisions.
Empowerment not only allows freedom of action but also increases responsibility and
accountability. Empowerment makes employees realize that their presence is valued in their
organization and creates an increase in the level of organizational commitment and job satisfaction,
and encourages employees to be creative and innovative (Karim & Rehman, 2012).

Employee empowerment is a democratic approach where the leader encourages employees
to be involved in making decisions related to work (Ismail et al., (2011). Empowerment can
increase employee work commitment and feel to change that helps organizational goals. Abdullah
et al., (2015), stated that empowerment can be seen as a way to encourage individual commitment
to the organization because it increases the fit between work roles and confidence in the
individual’s ability to do a good job and encourages employees to put more effort into behalf of
the organization and participate more in decision making.

Empowerment builds commitment and intelligence. They clarified that employee
empowerment has provided benefits to the organization which in turn increased employee
commitment to the organization. According to Hanaysha (2016), the indicators in measuring
employee empowerment are having confidence about the ability and skills to do the job, having
the authority and trust from the manager to make the decisions, and having sufficient opportunities
for freedom in doing work
Teamwork

Teams refer to two or more people who voluntarily work together to attain certain
foreordained objectives whereas teamwork is an action when group members work together
according to their respective expertise to attain goals. Teamwork complements the skills and
commitment to organizational goals with the performance and approach they use to be responsible
for their work (Lawasi & Triatmanto, 2017; Oktapiani, 2010). Teamwork is one of the most
important elements in the organization since it depends on individual aspects affecting team
performance in achieving the goals set by the organization ((Abdullah et al., 2015). Teamwork can
improve cooperation and communication within the company as well as departments outside the
company. Teamwork usually consists of people who have different skills in achieving goals
(Masyithah et al., 2018). Teamwork consists of three important components such as involving
more than two employees together to achieve a shared goal, having a clear role in the team, and

ensuring that team members understand each other’s roles, working together through
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collaboration to achieve shared goals set. Teamwork can produce products, provide services,
coordinate projects, and offer advice in decision-making. According to Robbins & Judge (2015),
teams are divided into four types. They are the problem-solving team to discuss ways to improve
the quality of the work environment, self-managed work team with supervisors to make schedules
and take action to deal directly with consumers, cross-functional teams containing employees from
the same hierarchy but different work areas working to complete a task and virtual teams that use
technology to improve the performance of their members.

The findings show that in organizations with teamwork, employees will have more
commitment to their organization (Ghorbanhosseini, 2013). According to Hanaysha (20106), the
indicator in measuring teamwork is the joint responsibility to complete the work by giving
responsibility; good cooperation can be created because each employee will share knowledge to
complete the job correctly. Contributing to each other refers to the contribution of energy and
thoughts to create cooperation. Maximum deployment of capabilities by mobilizing the abilities of
each team member to the maximum, cooperation will be stronger and of higher quality.
Employee training

Recruiting and selecting employees who are considered to have potential does not
guarantee their ability to work viably. To make employees know what they are doing, management
must orient and train them. Training is the key to organizational strategy to build a sustainable
competitive advantage and survival in the organization. Employee orientation is to provide
background information to perform their jobs satisfactorily and provide information about
company regulations. Orientation fulfills four main things. It makes new employees feel accepted
and comfortable, new employees know the policies and procedures, and new employees can go
through the process of getting used to the way the company acts (Dessler, 2015). In general,
training refers to the efforts planned by an organization to facilitate the learning of employees
about job-related competencies. These competencies are in the form of knowledge, skills, or
behaviors that encourage successful job performance (Raymond, 2011).

Employee training is a process to teach new employees or existing employees to provide
and add the basic skills they need to do their jobs. Training can involve old employees teaching
their work to new employees or conduct seminars Dessler (2015). Newman et al., (2011) revealed
that training is an activity to improve one’s workability in relation to organizational activities that
can assist employees in understanding knowledge and its application to improve work performance
so that commitment to the organization will be formed.

Dessler (2015) mentions five techniques in employee training. They are (1) on-the-job

training that employees learn a job as well as employ it, (2) internship training that is a combination
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of formal learning and long-term on-the-job training and is usually a structured process and is
under the supervision of an expert worker, (3) job instruction training which is a recording each
of the basic job duties to provide training for employees, (4) programmed learning that is a
systematic method for teaching job skills, (5) hands-on training with direct practice. According to
Hanaysha (2016), indicators in measuring employee training are that employees have learning
opportunities to meet changing workplace needs, the material provided in training is in accordance
with job needs, the training provided can improve the ability of employees to complete work, and
employees feel satisfied with the holding in-company training.
Hypothesis Development
Employee Empowerment and Organizational Commitment
Empowerment is an effort to give autonomy, supervisor trust, and creativity

encouragement to complete their duties as best as possible (Pratama, et al, 2015). Empowerment
is a process that provides opportunities for workers to set their own work-related goals, make
decisions, and solve problems within their own scope of responsibility and authority (Hutagaol,
2014). Research conducted by Hanaysha (2016), Mahiri (2017), Hutagaol (2014), Maulina et al.,
(2017), Ismail et al., (2011), Kuo et al., (2010), Setiawan & Piartrini (2018) shows that employee
empowerment has a significant influence on organizational commitment. This shows that if the
company provides sufficient trust and opportunities for employees to develop their creativity for
decision-making at work, it will make employees committed to the organization.
Hi: Employee empowerment influences organizational commitment
The Influence of Teammwork on Organizational Commztment

Teams are two or more people who voluntarily work together to achieve certain predetermined
goals. Teamwork is an activity when group members work together according to their respective
expertise to achieve goals (Oktapiani, 2010). A team is a unit consisting of two or more people
who interact and coordinate about a job and efforts to achieve certain goals (Lawasi & Triatmanto,
2017). Researches conducted by Hanaysha (2016), Zincirkiran et al., (2015), Musriha (2013) dan
Ghorbanhosseini (2013) show that teamwork has a significant influence on organizational
commitment. This shows that the higher the teamwork in solving a problem, the higher the
commitment to the organization.
H.,: Teamwork influences organizational commitment
The Influence of Employee Training on Organigational Commsitment

To make employees know what they are doing, management must orient and train them.
Training is the key to organizational strategy to build a sustainable competitive advantage and

survival in the organization ((Hanaysha dan Putri, 2015). Employee training is a process to teach
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new employees or existing employees to add and provide the basic skills they need to do their jobs.
Training can involve old employees teaching their work to new employees or conduct seminars
(Dessler, 2015). Researches conducted by Dhar (2015), Hanaysha (20106), Adisaksana et al., (2015),
dan Ajibade & Ayinla (2014) show that employee training has a significant influence on
organizational commitment. If the company increases the frequency of training for employees, it
will increase employee commitment to the organization.
H;: Employee training influences organizational commitment
METHOD
Population, Sample, and Sampling Technique

The population of this study was employees at the Department of Public Works in
Banyumas Regency. They worked for bridges and roads maintenance. The samples is a subset of
the population consisting of several members of the population. This subset was taken because in
many cases it is impossible to take all members of the population for our study. Therefore,
sampling is a form of representative population. The sample is part of the number and
characteristics possessed by the population on the condition that the samples taken from the
population must be truly representative (Sugiyono, 2014). The sample in this study were employees
of the Department of Public Works in Banyumas Regency. The characteristics of the sample taken
are employees who have received empowerment, employees who work together with teams, and
employees who have received training. The number of samples was 80 respondents. They were
taken using purposive sampling by setting certain considerations or criteria that must be met by
the samples used in this study (Sugiyono, 2014). The considerations for determining the sample
are employees who have a minimum length of work of one year so that their organizational
commitment can be evaluated and employees have felt enough empowerment, teamwork, and
training in the company.
Data collection technique

Data collection can be done with various settings, sources, and ways. In terms of the
method employed, data collection techniques can be done through the interview, questionnaire,
observation, and a combination of the three (Sugiyono, 2014). The data collection technique used
in this study was a questionnaire. The questionnaire is a data collection technique where
respondents fill in questions or statements completely and return them to the researcher
(Sugiyono, 2014). The scoring in this questionnaire uses the agree-disagree scale. This case used a
7-point scale. Respondents were asked to choose alternative answers ranging from a scale of 1

(strongly disagree) to a scale of 7 (strongly agree). The agree-disagree scale is another form of a
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bipolar adjective by developing statements that produce agree-disagree answers in various ranges
of values (Ferdinand, 2014). .
Operational Definition of the Variables

Empowerment is an effort to give autonomy, supervisor trust, and creativity
encouragement in order to complete their duties as best they can (Pratama et al, 2015). According
to Hanaysha (2010), indicators in measuring employee empowerment are (1) having confidence in
the ability and skills to do the job, (2) having the authority and trust from the manager to make
the decisions needed to do a good job, and (3) having sufficient opportunities for freedom in doing
work. Teamwork can improve cooperation and communication within the company as well as
among departments outside the company. Usually, teamwork consists of people who have
different expertise to strengthen in achieving company goals (Masyithah et al., 2018). According
to Hanaysha (2010), there are three indicators of teamwork, namely (1) the responsibility to jointly
complete the work by giving responsibility to create good cooperation since the employee will
share knowledge to complete the work, (2) contribute to each other by contributing energy and
thoughts to create cooperation, and (3) deploy maximum capabilities of each team member and
thereby cooperation will be stronger and of higher quality. Hanaysha (2016) added that indicators
in measuring employee training are that employees have learning opportunities to meet changing
workplace needs, training materials are in accordance with the job, the training provided is
appropriate to meet the needs of abilities on the job, employee satisfaction by holding training
within the organization. In addition, Hanaysha (2016) and Wulandari (2020) stated that
organizational commitment can be measured using four indicators that are (1) a strong desire to
remain as a member, employees are proud to work in the company, and consider the company a
good place to work, (2) the desire to try hard at work, the feeling of comfort felt by employees
makes employees are motivated to always perform better, and (3) acceptance of organizational
values that the values applied and applicable in the organization are in accordance with the values
held by employees. Acceptance of organizational goals and their desire to remain in the
organization make employees strive hard in carrying out their duties to achieve organizational

goals.

RESULTS
Respondent’s Description
There were 80 respondents to this study. Based on the results of questionnaires distributed

directly to employees of the Department of Public Works who have received employee
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empowerment, have collaborated with teams, and have received employee training, the following
descriptions of respondents were obtained:
Characteristics by Gender

The characteristics of respondents based on gender are presented in Table 1.

Table 1. Frequency Distribution of Respondents by Gender

Frequency Percentage (%) Valid percentage (%)
Male 53 66.3 66.3
Female 27 33.8 33.8
80 100 100

Source: Primary Data Processed in 2021

Table 1 shows that the number of male respondents in this study was 66.3%, while female
respondents were 33.8%. This shows that there are more male employees than female employees
at the Department of Public Works of Banyumas Regency.
Characteristics by Age

The respondents based on age were grouped into four. They are those whose age between
20-29 years, between 33-39 years, between 40-49 years, and 50 years and over. The data regarding
the age of the respondents are presented in Table 2.

Table 2. Frequency Distribution of Respondents by Age

Frequency Percentage (%) Valid percentage (%)
20-29 years old 6 7.5 7.5
31-40 years old 13 16.3 16.3
41-50 years old 31 38.8 38.8
» 50 years old 30 37.5 37.5
80 100 100

Source: Primary Data Processed in 2021
Table 2 shows that employees aged between 20-30 years are 6 people (7.5%), employees

aged between 30-40 years are 13 people (16.3%), employees aged between 40-50 years are 31
people (38.8%), while employees aged 50 years and over are 30 people (37.5%). The data shows
that the highest number of employees is in the age range of 40-50 years with a percentage of 38.8%
or as many as 31 people, while employees aged 20-30 years have the least number with a percentage
of 7.5% or as many as 6 people. Based on the results of these data, the employees of the
Department of Public Works in Banyumas Regency were dominated by employees with ages of
40-50 years.
Characteristics Based on Level of Education

Respondent’s identities based on education level were grouped into 3 groups. They are
Senior/Vocational High School, Diploma, and Bachelot’s Degtree. The data regarding the

education level of the respondents are presented in Table 3.
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Table 3. Frequency Distribution of Respondents by Level of Education

Frequency Percentage | Valid percentage
%) (%)
Senior/Vocational High School 17 21.3 21.3
Diploma 2 2.5 2.5
Bachelot’s/Mastet’s Degree 61 76.3 76.3
80 100.0 100.0

Source: Primary Data Processed in 2021

Table 3 shows that the number of employees who graduated from Senior/Vocational High

School in this study was 21.3% or 17 people, Diploma was 2.5% or 2 people, and Bachelor’s

Degree was 76.3% or 61 people. Thus, it can be concluded that the employees at the Department

of Public Works in Banyumas Regency are mostly from Bachelot’s/Mastet’s Degree.

Validity test and Cronbach Alpha

A validity test is used to measure the validity of a questionnaire. The questionnaire is said to

be valid if the questions can reveal something that will be measured (Ghozali, 2011). Whether or

not the questionnaire is valid can be obtained if the Corrected Item-Total Correlation/ feounc™>tubic

at a significance of 0.05 with a 2-tailed test and number of data (n) = 80, df = n-2, then fup. is

0.2172. The results of the validity test in this study can be seen in Table 4.
Table 4. Validity and Reliability Test

Variables Validity Test Reliability Test
Employee Empowerment

EE1 536

EE2 628 793
EE3 .690

EE4 561

Teamwork

TW1 0641

TW2 692

TW3 728 80
TW4 615

TW5 644

Employee Training

ET1 701

ET2 718 841
ET3 676

ET4 627

Organizational Commitment

OC1 620

OoC2 594

0OC3 666 830
OC4 0621

OC5 .658
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A reliability test is a tool to measure the questionnaire which is an indicator of the variables. A
questionnaire can be said to be reliable if the answers from respondents are consistent from time
to time (Ghozali, 2013). To measure reliability, Cronbach Alpha («) can be used. The variable is
said to be reliable if the Cronbach Alpha value is > 0.70 (Ghozali, 2011).

Classical Assumption Test

The classical assumption test is used to detect whether or not there is a deviation from the
classical assumption or the multiple regression equation used. This test consists of the normality
test, multicollinearity test, and heteroscedasticity test. Based on the results of the normality test on
the residual value of the regression equation in the One-Sample Kolmogorov-Smirnov Test table,
the Asymp. Sig. (2-tailed) of 0.200, the value is greater than 0.05. Thus, it can be concluded that
the data is normally distributed or it can be said that the regression model is feasible to use because
it meets the assumption of normality. Based on the value of tolerance more than 0.10 and all VIF
values less than 10. It can be concluded that there is no multicollinearity between independent
variables in the regression model. Based on the significance value for the Independent variable, it
shows a value above 0.05. Based on these wvalues, it can be concluded that there is no

heteroscedasticity in the regression model.

F Test
Based on the results of the model accuracy test, it can be seen that the calculated Feounis

561.601, while the Fuy.is at a significance level of 5% and the degree of freedom (dfl) is k = 4,
while df2 = n-(k-1) = 80 -(4 -1) = 77. If the test is performed using a value of a = 5%, then the
value of Frpie 18 2.49. So, the Feoune > Fuanie (561.601 > 2.49). Thus, Ho is rejected and H; is accepted.
While the value of sig. 0.000 < 0.05 (Alpha). Thus, it can be declared significant. It can be
concluded from the F test that the Independent variables of Employee Empowerment (X1),
Teamwork (X2), and Employee Training (X3) simultaneously influence Organizational
Commitment (Y) Department of Public Works in Banyumas Regency.

Coefficient of Determination Test (R’)

Based on the results of the Adjusted R® test, it shows a value of 0.945 or 94.5%. This means
that the relationship between the independent variable and the dependent variable is 94.5%. It can
be concluded that the variables of Employee Empowerment, Teamwork, and Employee Training
have a joint influence of 94.5% on Organizational Commitment, while the rest is influenced by

other variables not discussed in this study.

DISCUSSION
This study used multiple regression analysis using SPSS 23.0 to explain the influence of

several independent variables on the dependent variable. Multiple regression test results can be
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seen in Table 5.

Table 5. Regression Test

Description B t Sig. Conclusion
Emplo?fee Empowerment = Organizational 160 | 2717 008 Accepted
Commitment

Teamwork=> Organizational Commitment 730 | 15.535 .000 Accepted
Emplo?fee Training >  Otganizational 462 6.745 000 Accepted
Commitment

First, based on the calculation, the significance value of the variable of Employee
Empowerment (X1) is 0.008. This shows that the employee empowerment variable has a
significance value less than 0.05. Hence, Hy is rejected and H; is accepted. Therefore, it can be
concluded that Employee Empowerment (X1) has a significant influence on Organizational
Commitment (Y). Second, the significance value of the variable of Teamwork (X2) is 0.000. This
shows that the variable of Teamwork has a significance value less than 0.05. Thus, Hy is rejected
and H; is accepted. Based on this analysis, it can be concluded that Teamwork (X2) has a significant
influence on Organizational Commitment (Y). Third, the significance value of the variable of
Employee Training (X3) is 0.000. This shows that the variable of employee training has a
significance value less than 0.05. Thus, Hy is rejected and H; is accepted. Based on this analysis, it
can be concluded that Employee Training (X3) has a significant influence on Organizational
Commitment (Y).

The results of this study are in line with research conducted by Hanaysha (2016), Hutagaol
(2014), Ismail et al., (2011), Setiawan & Piartrini (2018) showing that employee empowerment has
a significant influence on organizational commitment. This shows that if the company gives trust
and opportunities for employees to develop their creativity for decision-making at work, it will
make employees committed to the organization. The results of this study are in line with previous
research conducted by Hanaysha (2016), Zincirkiran et al., (2015), and Ghorbanhosseini (2013)
that teamwork has a significant influence on organizational commitment. This shows that the
higher the teamwork in solving a problem, the higher the commitment to the organization. The
results of this study are in line with research conducted by Dhar (2015), Hanaysha (2010),
Adisaksana et al., (2015), dan Ajibade & Ayinla (2014) that employee training has a significant
influence on organizational commitment. If the company increases the frequency of training for
employees, it will increase employee commitment to the organization.

CONCLUSIONS, LIMITATIONS, AND SUGGESTIONS
The results of this study show that all variables have a significant influence on

organizational commitment. The best result in this research is the role of teamwork in increasing
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organizational commitment. Organizations need to improve coordination so teams become more
solid, encourage all employees to be responsible, and improve teamwork by working hand in hand
and encouraging close relationships among members of the team. Organizations also need to
conduct regular employee training be it outside or in-office training. The results show that the
influence of employee empowerment on organizational commitment is negative and significant.
This means that increasing empowerment actually reduces organizational commitment. Thus, what
the organization emphasizes more is not increasing empowerment but more prioritizing activities
that build human relations between employees such as activities that encourage solidity and close
relationships such as outbound, joint sports, strengthening the capacity building. Hence,
employees have good relationships at work as indicated by increased teamwork and increased
commitment to the organization. In the future, this research can be carried out in various

organization, not only in public organizations.
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