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Abstract— This study aims to determine the effect 
of affective commitment, normative commitment and 
commitment to employee performance during the 
Covid-19 pandemic and the object used in this study is 
a hotel. Handling hotels in situations like this must be 
supported by human resources who have a serious 
commitment and are accompanied by quality 
employee performance so that guests or tourists will 
return to stay in the future. The type of research used 
in this research is survey research and the method used 
is quantitative method with primary and secondary 
data sources. Data collection techniques through 
observation, interviews, questionnaires and literature 
study. Data analysis technique in this research is 
through preliminary analysis and further analysis. The 
preliminary analysis consisted of a validity test to 
measure the validity of the questionnaire and a 
reliability test was carried out using the Alpha 
Cronbach technique. The number of samples in this 
study were all employees of Hotel Sotis as many as 55 
people. The results of this study shows that affective 
commitment (X1), continuance commitment (X2), 
normative commitment (X3) partially affect employee 
performance (Y). This is shown by the significance 
value of the three variables: 0.000 <0.05 and the F test 
results simultaneously have a significant effect with a 
significance value of 0.000 <0.05. Thus the hypothesis 
in this study is accepted and the multiple linear 

regression equation in this study is: Y=12.173 + 0.228 
+ 0.245 + 0.192. 

Keywords - Affective commitment, normative commitment 
and continously commitment , employee performance 

 

 

I. INTRODUCTION 

Competition between companies in the era of 
globalization and in the midst of the covid-19 
pandemic as it is today, requires human resources who 
are ready, capable and alert in achieving organizational 
goals so that companies continue to be able to survive 
in the face of various challenges that exist. Human 
Resources play an important role in the 
development of the company. Basically, employee 
performance is related to the company's efforts in 
developing its organizational commitment because 
this makes employees to be more responsible and 
complete every job that is their duty and responsibility. 
Commitment reflects how an individual identifies with 
the organization and is tied to the goals of the 
organization. Organizational commitment is an 
attitude that reflects the extent to which an individual 
knows and is bound to his organization. Employees 
who feel more committed to the organization have 
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reliable habits, plan to stay longer in the organization, 
and devote more effort to work [1]. 

Organizational commitment plays an important role in 
improving employee performance which is the result 
of one's work in completing every job based on skills, 
experience, sincerity and time. There are several 
factors that can affect employee performance, namely 
the existence of a genuine commitment from 
employees in the form of Affective commitment, 
Continuing Commitment and Normative 
Commitment. 

The COVID-19 pandemic has impacted various 
industries in Indonesia, including the hotel industry 
which is an important aspect of tourism 
competitiveness. The situation during the Covid-19 
pandemic can certainly have an impact on employee 
performance which is influenced by several aspects of 
commitment in the form of commitment consisting of 
a high sense of belonging to the company, desire to 
survive, involvement in company activities, and 
having a great desire from employees to achieve 
company goals. Likewise, continuous commitment 
needs serious attention from the employees themselves 
because this is related to the awareness of employees 
such as staying afloat and not leaving the organization 
even though the conditions are difficult. This is also as 
important as the aspect of normative commitment, 
which is an employee's belief about responsibility to 
the company which is marked by a sense of 
responsibility towards the company. 

Furthermore, research with the variables of Affective 
Commitment, Continuing Commitment and 
Normative Commitment during the COVID-19 
pandemic has never been done before at Hotel Sotis 
Kupang. Therefore, considering the importance of 
these three aspects, the management of Sotis Hotel can 
take strategic steps to support and regrow this aspect 
of commitment so that employee performance can 
improve more optimally in improving the quality, 
quantity, implementation of tasks to the company's 
progress. 

Based on the explanation above, the formulation of the 
problem in this study is: 

 (1). How do Affective Commitment, Continuing 
Commitment, Normative Commitment partially 
influence employee performance at Hotel Sotis 
Kupang? 

(2). How do Affective Commitment, Continuing 
Commitment and Normative Commitment 
simultaneously affect employee performance at 
Hotel Sotis Kupang? 

 The aim of this research is: 

 (1). To determine the effect of Affective Commitment, 
continuance commitment, normative commitment 
partially on employee performance at Hotel Sotis 
Kupang 

(2). To find out the effect of Affective Commitment, 
Continuing Commitment and Normative 
Commitment simultaneously on employee 
performance at Hotel Sotis Kupang 

II.LITERATURE REVIEW 

a. Affective Commitment 

Affective commitment is an emotional desire 
possessed by someone to remain in an organization 
because they believe in the mission carried out by 
the organization [2]. Affective Commitment relates 
to the emotional, identification, and involvement 
of employees in a company. Affective 
commitment shows feelings of love to stay 
and establish and maintain social relationships 
because they have become members of the 
organization[3]. Affective commitment is an 
employee's emotional bond and involves 
himself with the organization [4].furthermore, 
affective commitment is a feeling of love for 
employees in the organization so that they have the 
will and build social relationships with the 
organization because they feel they have become 
an important part of the organization [5]. Affective 
commitment reflects the value of employee loyalty 
to keep working in the organization [6]. The 
indicators of affective commitment are: sense of 
belonging, desire to survive, involvement in 
activities, desire to achieve goals [7] 

b.Continuance Commitment 

Continuance Commitment refers to the employee's 
perception that he will suffer losses if he does not 
continue his work in a company. Continuing 
commitment is the perceived economic value of 
staying in an organization when compared to 
leaving the organization [8] . the same thing also 
says that sustainable commitment is related to the 
economic value received if it remains with the 
organization [9].Continuing commitment 
relates to an employee who is committed to 
the employer because he is highly paid and 
feels that leaving the company will destroy his 
family.[10]. Furthermore, indicators of continuous 
commitment are: Hoping to get a profit if  survive, 
Staying in the company is a necessity, Considering 
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leaving the company, Heavy leaving the 
organization [11]. 

c. Normative Commitment 

normative commitment, namely the strength of the 
employee's desire to always serve the company 
because they feel obliged to always be in the 
company, this is due to pressure from other parties 
[12]. Normative commitment arises from the self-
values of employees who persist as members of the 
company because there is an awareness that being 
committed to the company is a must or obligation 
[13]. Normative commitment describes a 
feeling of attachment to be continue in the 
organization. [14]. Normative commitment 
refers to a comprehensive construct that 
causes a growing sense of shared 
responsibility [15]. Indicators of normative 
commitment are: Feelings of guilt leaving the 
company, Thinking about the opinions of others if 
leaving the company, Staying afloat is an 
obligation, Having a sense of responsibility 
towards the company [16]. 

d.Employee Performance 

Performance (performance) refers to the 
employee's achievement of the given task. 
Performance is a result of work achieved by a 
person in carrying out the tasks assigned to him 
based on skills, experience and sincerity and time. 
[17]. Performance is the result of work 
achieved both in quality and quantity in 
completing the work given to him [18]. 
Employee performance is the result of work 
achieved or the success of the company with 
several indicators: quantity, quality, 
implementation of duties and responsibilities 
[19]. Based on the explanation and theoretical 
basis, the research model can be described as 
follows: 

 

Figure 1. Research Model Framework 

 

 

 

 

 
 

III.RESEARCH METHODS 

This research focuses on the issues of Affective 
Commitment, Continuous Commitment, Normative 
Commitment and Employee Performance, especially 
in the era of the Covid-19 pandemic which plays an 
important role in advancing the industry where 
employees work. The type of research used is survey 
research and the method used in this research is 
quantitative method with primary and secondary data 
sources. Data collection techniques through 
observation, interviews, questionnaires and literature 
study. The data analysis technique used in this research 
is through preliminary analysis and further analysis. 
The preliminary analysis consists of a validity test to 
measure the validity of a questionnaire and a reliability 
test is carried out using the Alpha cronbanch technique 
[20]. The number of samples in this study were all 
employees of Hotel Sotis as many as 55 people.  
Hypothesis testing is used to answer the research 
hypothesis H1 = Affective  Commitment (X1), 
Continuous Commitment (X2), Normative 
Commitment (X3) simultaneously affects employee 
performance and H2 = Affective  Commitment (X1), 
Continuous Commitment (X2), Normative 

 
Variabel 

Research Concept 
Operational 

Defenition of Variabel Measure Likert Scale 

Affective 
commitment 

(X1) 

Affective commitment is an 
emotional desire possessed by 
someone to remain in an 
organization because they 
believe in the mission carried 
out by the organization 

1) Sense of belonging,  
2) Desire to survive 
3) Involvement in 

activities 
4) Desire to achieve 

goals 

5= Strongly agree 
4= Agree 
3=  Neutral 
2= Disagree  
1=Strongly Disagree 

, 
Continuance 
Commitment  

(X2) 

Continuance Commitment 
refers to the employee's 
perception that he or she will 
experience a loss if they do not 
join the company. 

 

5)Hoping to get a profit if  
survive,  

6) Staying in the     
company is a necessity 7) 
Considering leaving the 
company,  

8) Heavy leaving the 
organization 

5= Strongly agree 
4= Agree 
3=  Neutral 
2= Disagree  
1=Strongly Disagree 

 

Normative 
Commitment 

(X3) 

Normative commitment, 
namely the strength of the 
employee's desire to always 
serve the company because they 
feel obliged to always be in the 
company, this is due to pressure 
from other parties 

9)Feelings of guilt 
leaving the company 

10)Thinking about the 
opinions of others if 
leaving the company 

11)Staying afloat is an 
obligation 

12) Having a sense of 
responsibilitytoward
s the company 

5= Strongly agree 
4= Agree 
3=  Neutral 
2= Disagree  
1=Strongly Disagree 

 

Emplyee 
Performance 

(Y) 

Performance (performance) 
refers to the employee's 
achievement of the given task. 

13)quantity 
14)quality, 
15)implementation of 

duties  
16)responsibilities  

5= Strongly agree 
4= Agree 
3=  Neutral 
2= Disagree  
1=Strongly Disagree 
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Commitment (X3)  partially affects employee 
performance. 

IV.RESULTS AND DISCUSSION  

Hotel Sotis Kupang is a four-star hotel located on Jl. 
Timor Raya KM 3 Pasir Panjang, Kota Lama, Kupang, 
East Nusa Tenggara. The company must pay attention 
to aspects of commitment in the form of affective 
commitment, continuous commitment and normative 
commitment during the COVID-19 in supporting the 
performance of employees within the company. 

a. The influence Affective Commitment, 
Continuous Commitment and Normative 
Commitment on employee performance at 
Sotis Hotel Kupang during the covid 19 
pandemic. To answer the first problem in 
this study, it can be seen in the F-test 
(Annova) as follows: 

Tabe II F Test Result 

ANOVAb 

Model 
Sum of 

Squares df 

Mean 
Squar

e F Sig. 

1 Regressi
on 

221.426 3 73.809 8.497 .000a 

Residual 443.011 51 8.686   

Total 664.436 54    

a. Predictors: (Constant), X3, X1, X2 
b. Dependent Variable: Y 

 

In table 2, the results of the F test show that the 
three X variables simultaneously affect employee 
performance. This can be seen based on the 
significance value of 0.000, which is lower than 0.05. 
Therefore, it can be concluded that the first hypothesis 
is accepted, namely the variables of Affective 
commitment (X1), Continuance commitment (X2), 
normative Commitment (X3) simultaneously affect to 
employee performance. With the acceptance of the 
first hypothesis, the first problem in this study has been 
answered, namely Affective Commitment (X1), ), 
Continuance commitment (X2) and ), normative 
Commitment (X3) simultaneously affect employee 
performance at Sotis Hotel Kupang during the 
COVID-19 pandemic. 

To answer the next problem in this research, 
namely how Affective commitment (X1), Continuance 
commitment (X2) and normative commitment (X3) 
partially affect employee performance at Sotis Hotel 

Kupang, the explanation below is presented as 
follows: 
 
  Table 3.  T Test Result 

Coefficientsa 

Model 

Unstandardize
d Coefficients 

Standardized 
Coefficients 

T Sig. B 
Std. 
Error Beta 

1 (Cons
tant) 

12.17
3 

4.474  2.721 .000 

X1 .228 .167 .218 4.093 .000 

X2 .245 .158 .248 4.222 .000 

X3 .192 .110 .230 3.614 .001 

a. Dependent Variable: Y 
 

From table 3, the results of the T test show 
that Affective commitment  variable (X1) have effect 
on employee performance (Y). The higher affective 
commitment of the employee, so better the resulting 
performance. With a high affective commitment to 
employees, a sense of belonging to the company arises 
so that they have the desire to survive and be involved 
in all existing activities for the progress of the 
company. With a sense of ownership and involvement 
in all company activities, it will have a good impact on 
the resulting performance. The results of this study are 
in accordance with research conducted by Parindang 
[21] and Muhyi [22].The significance value of 
Affective commitment  is 0.000 is less than 0.05. 
Further for the variable of continuance commitment 
(X2) have effect on employee performance (Y). 
Continuous commitment is related to the awareness of 
organizational members so that they will experience 
losses if they leave the organization. This can be seen 
from the attitude of employees to survive because they 
will benefit and it is also a necessity to remain in the 
company and will also feel heavy when leaving the 
company. This attitude is built on the basis of 
economic needs that must be met so that employees 

will be very total in their work. So the higher the 
commitment to sustainability, the better the 
performance will be. The results of this study are in 
accordance with research conducted by Parindang 
[21]and Muhyi [22].The significance value of   is 

Table 4. Coefficients Determination Result 
Model Summary 

Model R R Square 
Adjusted R 

Square 
Std. Error of 
the Estimate 

1 .577a .333 .294 2.94728 

a. Predictors: (Constant), X3, X1, X2 

182 L. Riwu et al. 



0.000 is less than 0.05. For normative variable (X3) 
have effect on employee performance (Y). Normative 
commitment is an employee's belief about 
responsibility to the company. This normative 
commitment is related to moral reasons, for example, 
employees will feel guilty about leaving the company, 
think about the opinions of others if they leave the 
company, and remain because they have responsibility 
for the progress of the company. Employees who have 
a high normative commitment will give their best to 
the development of the company. Of course, such an 
attitude will have an impact on the performance of the 
employees themselves. The results of this study are in 
accordance with research conducted by Parindang [21] 
and Muhyi [22].The significance value of  Normative 
cmmitment  is 0.001 is less than 0.05. 

For the research above is supported by 
research conducted by Parindang [21] and Muhyi [22], 
that these three variables namely : Affective 
Commitmen (X1) , Continuance Commitment (X2) 
and Normative Commitment (X3)  have a significant 
effect on employee performance either simultaneously 
or partially. 

Based on table 3, the multiple linear regression 
equation is as follows: 

Y = 12.173+0.228 +0.245+0.192 
This regression equation can be stated statistically and 
can be stated as follows: (1) if all independent 
variables are 0, then employee performance is 12.173, 
(2) if there is an increase of 1 unit in X1 with the 
assumption other independent variables are constant 
then there is an increase employee performance of  
0.228; (3) If there is an increase of 1 unit in X2 with 
the assumption that the other independent variables are 
constant, there will be an increase in employee 
performance of 0.245; (4) If there is an increase of 1 
unit in the independent variable X3 with the 
assumption that the other independent variables are 
constant, there will be an increase in employee 
performance of 0.192 

Furthermore, in table 4 below shows the  R 
Square test (coefficient of determination test), 
indicating that of the three variables, namely affective 
commitment (X1), continuance commitment (x2) and 
normative commitment (x3), it contributes 33.3%. this 
means that there are 66.7% influenced by other 
variables not mentioned in this study. 

                        
   

V.CONCLUSION 
1. Affective commitment (X1), continuance 

commitment (X2) and Normative commitment 
(X3)   simultaneously affect employee 

performance (Y) with a significance value of  
0.000 

2. The variables of affective commitment (x1), 
continuance commitment (x2) and normative 
commitment (x3) partially affect employee 
performance with the significance value of 
affective commitment (X1) and continuous 
commitment (X2) is 0.000. The significance 
value of normative commitment (X3) is 0.001. 
In this case the company can support 
employees in carrying out their duties so that 
employees have a good and optimal level of 
performance to realize company goals. 
Furthermore, the company must also pay 
attention to aspects of commitment in the form 
of affective commitment, continuance 
commitment and normative commitment, 
especially in situations like today so that 
employees remain maximal at work. 

3.   Based on the explanation above, it is 
recommended for further researchers to 
examine topics related to affective 
commitment, ongoing commitment and 
normative commitment during the COVID-19 
pandemic so that they can add insight and can 
also be useful for policy makers in supporting 
and motivating employees at work. 

 
ACKNOWLEDMENT 
 
The authors would like to express their gratitude to 

State Polytechnic of Kupang for the funding award 
that made this study possible. 

 
REFERENCES 

 
[1] Nadapdap, Kristanty : Penagruh Komitmen 

Organisasi Terhadap Kinerja karyawan Pada PT. 
Mitra Permata Sari. Jurnal Ilmiah Methonomi 
Vol. 3 No.1 2017, P.1-9 

[2] Pathan, Raziyam Dwi, dkk (2016). Analisis 
Pengaruh Komitmen Afektif, Komitmen 
Berkelanjutan dan Komitmen Normatif 
Terhadap Kinerja karyawan Pada PT. Radio 
Nebula Nada di Kota Palu, Jurnal Ilmu 
manajemen Universitas  

[3] Pramesti, N. K., Dewi, D., & Astiti, P. (2020). 
Program Studi Sarjana Psikologi, Fakultas 
Psikologi. Jurnal Psikologi Udayana, 7(2), 
5607. 
https://doi.org/10.24843/JPU.2020.v07.i02.p0 

[4]. Pratiwi, Y. (2019). Analisis Pengaruh Komitmen  
Afektif, Komitmen Berkelanjutan Dan  
Komitmen Normatif Terhadap Kinerja 
Karyawan Pada Pt Perkebunan Nusantara Iv 
Medan. Umkm, Perk. 

183The Influence of Affective Commitment, Continuous Commitment and Normative Commitment to Employee 



[5] Syarif, R. M. Y. dan D. (2018). Komitmen 
Organisasi. Definisi, Dipengaruhi, 
Mempengaruhi. Makasar: Mas Media Pustaka 

[6] Busro, M. (2018). Teori-Teori Manajemen 
Sumber Daya Manusia. Jakarta: Prenadamedia 
Group 

[7] Fahmi, I (2017). Manajemen Sumber Daya 
Manusia, Teori dan Aplikasi. Bandung: 
Alfabeta. 

[8]  Mulianti, Annisa Ratu (2019). Pengaruh 
Komitmen Organisasi dan Sprittualitas di 
tempat kerja terhadap kinerja karyawan Perum 
Bulog Divisi Regional Kalimantan Selatan, 
Jurnal Inovatif, Vol 1, No 1,  P. 59-82. 

[9] Kuswanty, Meisy, dkk  (2019). Pengaruh 
Komitmen Afektif, Komitmen Berkelanjutan 
dan Komitmen Normatif Terhadap Kinerja 
Karyawan Pabrik Crumb Rubber Factory di 
PT. Pinago Utama Sugiwaras. Jurnal Bisnis, 
Manajemen dan Ekonomi e-ISSN 2745-7281 
Vol. 2 No.4, Oktober 2021, P.149-165 

[4] Pratiwi, Y. (2019). Analisis Pengaruh Komitmen 
Afektif, Komitmen Berkelanjutan Dan 
Komitmen Normatif Terhadap Kinerja 
Karyawan Pada Pt Perkebunan Nusantara Iv 
Medan. Umkm, Perk. 

[11] Nurandini, Arina, & Eisha Lataruva : Analisis 
pengaruh komitmen organisasi Terhadap 
kinerja karyawan (studi Pada Pegawai Perum 
Perumnas Jakarta). Jurnal studi manajemen dan 
organisasi 11 (2014) Juni 78-91. 

[12] Firdias, Ahmad Rifky (2020). Pengukuran 
kinerja karyawan dari komitmen normatif dan 
motivasi kerja (Studi pada bagian PT. Kerta 
Rajasa Raya). Jurnal Jurnal Ilmu Manajemen 
(JIM) Volume 8 Nomor 1 – Jurusan 
Manajemen Fakultas Ekonomi Universitas 
Negeri Surabaya, P.464-471. 

[13] Islamy, Fahmi Jaidah (2016). Pengaruh 
komitmen Afektif, Komitmen berkelanjutan 
dan Komitmen Normatif Terhadap turnover 
intention pada dosen tetap STIE INABA 
Bandung(Studi Kasus pada Dosen Tetap 
Sekolah Tinggi Ilmu Ekonomi Indonesia 
Membangun Tahun 2016), Jurnal Indonesia 
membangun, Vol.15, No 2, Mei-Agustus 2016, 
P.164-181 

  [14]  Khalimah, Nur, dkk. Pengaruh stress kerja, 
karakteristik individu dan komitmen normatif 
terhadap kinerja karyawan di PT. Eins Trend 
Factory 2, KOMITMEN: Jurnal ilmiah 
manajemen, Vol 2, No.1, Maret 2021, P.38-48 

[15] Aini, Zahriatul (2018). Pengaruh komitmen 
Afeksi, Komitmen Kontinum dan Komitmen 
Normatif terhadap loyalitas pelanggan salon 
kecantikan Martha Tilaar di Kota Banda Aceh, 

Jurnal Bisnis Administrasi, Volm07, No.2, 
2018, P.47-51 

[16] Aryani, Ria Padma Nur, Sugiyanto, Eviatiwi 
Kusumaningtyas (2020): Pengaruh Komitmen 
Afektif, komitmen keberlanjutan, komitmen 
normatif terhadap kinerja karyawan ( Studi 
perusahaan BUMN X di Semarang). Jurnal 
ilmiah manajemen Ubhara, Vol 2, No.2, 
Oktober 2022, P.113-122 

[17] Hasibuan, Malayu S.P. (2017). Manajemen 
Sumber Daya Manusia. Jakarta: PT. Bumi 
Aksara 

[18]  Mangkunegara, A.A. Anwar Prabu. 2017. 
Manajemen Sumber Daya Manusia Perusahaan. 
Bandung: PT. Remaja Rosdakarya. 

[19] Mangkunegara, A. P. (2015).Manajemen Sumber 
Daya Manusia Perusahaan.Bandung: Remaja 
Rosdakarya. 

[20] Sugiyono (2017). Metode Penelitian kuantitatif, 
kualitatif dan R&D. Bandung: Alfabeta. 

[21] Parindang , Roberto Goga (2017). Analisis 
Pengaruh Komitmen Afektif, Komitmen 
Berkelanjutan, Dan Komitmen Normatif 
Terhadap Kinerja Karyawan Pada PT.Pegadaian 
(Persero) Cabang Ketapang MAGISTRA Jurnal 
Ilmu Manajemen, Vol. 1 No.2. P.88-107 

[22] Muhyi, Herwan Abdul (2021) Pengaruh 
komitmen afektif, komitmen berkelanjutan dan 
komitmen normatif terhadap kinerja pengurus 
koperasi di Kota Sukabumi Jawa Barat. 
AdBispreneur: Jurnal pemikiran dan Penelitian 
administrasi bisnis & Kewirausahaan Vol.6, 
No.1, April 2021, p.53-65 

 
 

184 L. Riwu et al. 



Open Access This chapter is licensed under the terms of the Creative Commons Attribution-NonCommercial 4.0 International License (http:// 
creativecommons.org/licenses/by-nc/4.0/), which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any 
medium or format, as long as you give appropriate credit to the original author(s) and the source, provide a link to the Creative Commons license 
and indicate if changes were made. 

The images or other third party material in this chapter are included in the chapter’s Creative Commons license, unless indicated otherwise in 
a credit line to the material. If material is not included in the chapter’s Creative Commons license and your intended use is not permitted by 
statutory regulation or exceeds the permitted use, you will need to obtain permission directly from the copyright holder. 

185The Influence of Affective Commitment, Continuous Commitment and Normative Commitment to Employee 

http://creativecommons.org/licenses/by-nc/4.0/
http://creativecommons.org/licenses/by-nc/4.0/

