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Abstract 
The main objective of this study to test the effect of work environment, organizational support, 

and intrinsic motivation on organizational commitment  in OPD (Organisasi Perangkat Daerah )  

Bukittinggi. This study using  multiple linear regression analysis. The sampling method in this 

study is the total sampling of all employees in four OPD (Organisasi Perangkat Daerah )   

Bukittinggi with a total sample of 145 respondents. The collected data was analysed using SPSS. 

The finding indicated that the work environment had a positive and significant effect on 

organizational commitment. It was also found that Organizational Support has a positive and 

significant effect on organizational commitment. Intrinsic motivation has a negative and 

significant effect on organizational commitment. Finally, the outcomes of this study confirmed 

that the work environment, organizational support and intrinsic motivation simultaneously 

influence the organizational commitment. 
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Introduction 
OPD (Organisasi Perangkat Daerah ) Bukittinggi is a regional apparatus organization to protect, serve, 

empower and prosper the public. Regional Government is the head of the Region as the organizer of the 

Regional Government who leads the implementation of government affairs which become the authority of 

the Autonomous Region. Government Affairs are government authorities which become the authority of the 

President whose implementation is carried out by state ministries and regional government administrators to 

protect, serve, empower, and prosper the public. organizational commitment is needed in order to realize the 

vision and mission of the organization. 

Organizational commitment is one of the most widely researched topics in the field of organizational 

behaviour.Commitment is a ‘‘force that binds an individual to a course of action of relevance to one or more 

targets(Panaccio and Vandenberghe, 2009)three-component model distinguishes between affective, 

normative, and continuancecommitment. Affective commitment (AC) reflects an identification with and 

involvement in the organization,normative commitment (NC) stems from a sense of obligation, and 

continuance commitment (CC) is based on a perceivednecessity to stay with the organization. Organizational 

commitment refers to the bond betweena worker and the overall employing organization (Lambert et al., 

2019). Affective commitment is a psychological bond with the organization,including identification with the 

organization ( pridein the organization, internalization of its goals, and accep-tance of its core values) and 

willingness to put forth effortto help the organization (Lambert et al., 2019).  

(Frempong and Agbenyo, 2018)defined commitment “is a long-term relational perspective that encourages 

partiesto resist the short-term benefits offered by other companies in favor of the benefits associated with 

remaining in arelationship”. 

Organizational commitment indicates the commitment of employeesto an organization (Yao, Qiu and Wei, 

2019). Organizational commitment is loyalty to the organization and mobilization of allemployees in the 

development of its goals, purposes, and infrastructure (Lee et al., 2014). Organizational.positive perceptions of 

the work environment createdby office redesign efforts would add to the variance in AOC explained by the 
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social interference model (Morrow, Mcelroy and Scheibe, 2012). the most common suggestion forimproving 
the working environment was to improve comfort,for example with comfortable chairs and adjustabledesks 
(Buil, Catalán and Martínez, 2019).  

Research by(García-fernández, Gálvez-ruíz and Fernández-gavira, 2018) reveals that a conducive work 
environment, free from danger, good communication, appropriate workload is a determining factor for 
creating good organizational commitment for an employee. If this factor is lost, then employees no longer feel 
comfortable, they only come and work, while their minds are not focused in their work, they do not have a 
strong reason to stay and survive in the organization. (Zhang et al., 2019) says that the concept of work 
environment is associated with the climate of a particular organization in which employees perform their 
duties.  

Hypothesis 1: Work Environment has a positif effect and significant on Organizational Commitment. 
Organizational support is an important concept in the organizational behavior literature because 

organizational support provides an explanation of the relationship between organizational treatment, 
attitudes and employee behavior towards work and their organization(Cheng et al., 2016). Organizational 
treatments received by employees and captured as stimulus are organized and interpreted as perceptions of 
organizational support.Perceived organizational supportis widely defined asemployees’ beliefs about the 
degree to which their organization values their contributions and cares about them (Kim et al., 2017). 
Organizational support is a level of confidence that employees are very committed to their organization and 
the organization values their commitments. 

Hypothesis 2: Organizational Support Has a Possitive Effect on Organizational Commitment  
Due to the importance of experiencing intrinsic motivation, analysing which factors promote intrinsic 

motivation among individualsis crucial. In this regard, several studies have analysed contextual and personal 
factors that facilitate or undermine it (Buil, Catalán and Martínez, 2019).(Kimura, Bande and Fernández-
ferrín, 2018) conclude that  individuals who have intrinsic motivation are individuals who have the 
motivation to carry out their duties and provide high dedication to their organizations. (Mccunn, Kim and 
Feracor, 2018) notes that motivation is a form of intrinsic power that drives individuals to complete tasks that 
they consider important or valuable. Intrinsic motivation shows the affective component of an individual's 
behavior stemming from the challenges and joys generated by the behavior itself. Intrinsic motivation is 
measured by the interests and challenges felt from work.  

Hypothesis 3: Intrinsic Motivation Has a Possitive Effect on Organzational Commitment 

Methods 
This research is included in the causative research that is determining the extent of the influence of the 

work environment, organizational support, and intrinsic motivation on organizational commitment. The 
sample in this study were all employees of the four OPD Bukittinggi  with 145 respondents. Quantitative data 
is presented in tabular form. Data management for each variable will be processed by Multiple Linear 
Regression Analysis with SPSS 
Measures 

This study measured organizational commitment using a six-itemScale(Cheng et al., 2016) that has high 
reliabilityand was used in tourism settings. The scale reliability(Cronbach’s alpha) for this study was 
0.89.This includes statements such as: “I really care about the fate of this organization, I am willing to put in a 
great deal of effort beyond what normally is expected in order to help this organization be successful, The 
organization really inspires me to put forth my best effort, I would accept almost any type of job assignment 
in order to keep working for this organization, I am extremely glad that I chose this organization to work., 
Overall, I am very committed to this organization”. 

Work environment was measured by the scaledeveloped by (Spivack and Woodside, 2019). This includes 
statements such as: The environments I work in contributepositively to my work life satisfaction, The 
environments I work incontribute positively to my work–life balance,The environmentsI work in make me 
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feel mentally healthy This environment is the optimal environment for these tasks,Thisenvironment puts me 
in the right frame of mind to work on these tasks,and After working in this environment, I usually feel that I 
have beenproductive.  

We measured organizational supportusing a six-item scale (Cheng et al., 2016). This includes statements 
such as: My organization really cares about my well-being , My organization cares about my opinions, My 
organization strongly considers my goals and values , My organization would forgive an honest mistake on 
my partHelp is available from my organization when I have a problem, My organization is willing to help me 
if I need a special favor, My organization shows very little concern for me, If given the opportunity, my 
organization would take advantage of me. 

To measure intrinsic motivation using three-item scale (Buil, Catalán and Martínez, 2019). This scale has 
been used to measure intrinsic motivation in organization. This includes statements such as“I think that the 
business game is interesting , I think that the business game is pleasant,  I think that the business game is fun. 

Based on the above theories and definitions review, the following framework has been formulated to 
depict therelationship between the dependent and independent variables. 

 

Figure 1 : Research model. 

Results and Discussion 
Multiple regression analysis in this study aims to determine how much influence the variables of the work 

environment, organizational support and intrinsic motivation on organizational commitment. The results of 
multiple linear regression can be seen in the following table: 

Table.1 The Result of Multiple Regression Analysis Coefficientsa 

Model 
Unstandardized Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) 23.945 3.429 6.982 .000 

X1 .401 .053 .554 7.496 .000 
X2 .294 .143 .188 2.059 .041 
X3 -.592 .250 -.206 -2.373 .019

a. Dependent Variable: Y
F=26,219 
R Squares = 0,358 

Source: Primary Data Processed (2019) 

Work 
Environment 

Organizational 
Support 

Intrinsic 
Motivation 

Organizational 
Commitment 
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Based on the table, the multiple linear regression equation can be formulated as follows: 
Y =  a + β1X1 + β2X2 + β3X3+ e 
Y =  23,945 + 0,401X1 + 0,294X2 – 0,592X3

Based on the results of the analysis with multiple linear regression, it is known that the R-Square value or 
the determinant coefficient is 0.358 or 35.8%. That the magnitude of the influence of work environment 
variables, organizational support and intrinsic motivation on organizational commitment is 35.8% and the 
rest are other factors not included in this study that is 64.2%. 

Based on the table, the calculated value for the work environment variable is 7.496 larger than the value of 
1.655, with a significant value of 0.000, a significant value smaller than alpha 5% (0.000 <0.05). Therefore it can 
be concluded that the work environment variables partially have a positive and significant effect on 
organizational commitment in the OPD  Bukittinggi .Hypothesis 1 is accepted. 

Furthermore, the tcount for the organizational support variable of 2.059 is greater than the value of 1.655, 
with a significant value of 0.041, a significant value smaller than alpha of 5% (0.041 <0.05). Therefore it can be 
concluded that the organizational support variable partially has a positive and significant effect on 
organizational commitment in the OPD Bukittinggi.  Hypothesis 2 is accepted. 

The value of t for the intrinsic motivation variable is -2,372 with a significant value of 0.019, the significant 
value that is smaller than alpha 5% (0.019 <0.05). Therefore it can be concluded that the intrinsic motivation 
variable partially has a negative and significant effect on organizational commitment in the OPD Bukittinggi.  

Based on the results of data analysis in the table , the F value of 26.219 is greater than the F table value of 
2.670 with a significant level of 0.000. This means that the significant value of F is smaller than Alpha 5% 
(0,000 <0.05). Thus it can be said that the existing regression model is good and feasible to be used in this 
study. In other words that the independent variables (work environment, organizational support and 
intrinsic motivation) together or simultaneously significantly influence the dependent variable 
(organizational commitment). 

Results and Discussion 
This finding shows that the relationship between work environment variables and organizational 

commitment is positive. This means that if the work environment is more comfortable and conducive, the 
commitment of employees towards the OPD Bukittinggi is increasing. However, if it is increasingly 
uncomfortable and not conducive to the work environment, it will have an impact on the decrease in 
organizational commitment of employees in the OPD Bukittinggi. The findings of this study are in line with 
the opinion of (Zhang et al., 2014) who said that individuals who are committed to their organizations are 
individuals who have high motivation in themselves. This research also mentions that a comfortable work 
environment can form good organizational commitment.Work environment has a positive effect on 
organizational commitment (Mccunn, Kim and Feracor, 2018) 

This finding is also supported by the results of (Makanjee, Hartzer and Uys, 2006) research which found 
that organizational support has a positive effect on organizational commitment. If organizational support is 
perceived well by the employee, the employee will show commitment to the organization where he works. 
Research (Gon, Leong and Lee, 2005) also found that organizational support had a positive influence on 
organizational commitment. 

This finding shows that the relationship between organizational support variables and organizational 
commitment is positive. This means that if the support given by the organization to employees increases, the 
commitment of employees towards the OPD  Bukittinggi is increasing. 

This finding also shows that the relationship between intrinsic motivation variables and organizational 
commitment is negative. This means that if the employee has no motivation in himself to achieve 
organizational goals, but the employee remains committed to the organization where he works. They feel that 
they are part of the organization. The research of (Zhang et al., 2019) found that intrinsic motivation has a 
significant influence on organizational commitment. (Kuvaas et al., 2017) states that intrinsic motivation has a 
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relationship with organizational commitment and employee performance. Employees who have motivation 
in themselves will have high commitment. 

Organizational commitment is determined by several factors such as the work environment, 
organizational support and intrinsic motivation. A comfortable and conducive work environment is believed 
to be able to foster commitment in employees, so employees choose to stay in the organization. Organizations 
that provide full support to employees will form a positive organizational commitment. We conclude that the 
main factors that need to be considered to enhance organizational commitment are work environment factors 
and organizational support. 

Conclusion 
Simultaneously note that the work environment, organizational support and intrinsic motivation have a 

positive and significant effect on organizational commitment. While partially the work environment has a 
significant effect on organizational commitment. The work environment is the most influential factor on 
organizational commitment. Organizational support has a positive and significant effect on organizational 
commitment. intrinsic motivation has a negative and significant effect on organizational commitment. In 
other words, even though employees do not have intrinsic motivation, they still show commitment to the 
organization where they work. Organizational commitment is an important study that must be developed for 
further research. 
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