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ABSTRACT

Organizational commitment and organizational politics are not something new in the
discussion of organizational behavior. But it often causes phenomena within the organization.
This time | try to investigate social support as a moderator in organizational political
phenomena and organizational commitment. A sample of 117 respondents was randomly
assigned to public organizations dealing with education in the Aceh Government. Data were
analyzed using multiple regression and Moderated Hierarchical Regression Analysis (MRA).
The results found that there was a positive influence between organizational politics on
organizational commitment. Social support does not play a role as a moderator in this
relationship. Finally, the implications of this research for organizational life and practice are
considered.
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INTRODUCTION

An organization is formed intentionally that is nothing but to make it easy to achieve a goal.
For profit-driven organizations, organizations are formed to create wealth. For the social
organization is to prosper the people who are in accordance with their fields (Ibrahim, 2015).
People join the organization basically because they want to realize goals that are impossible
to achieve through their own efforts. Therefore, the organization is a collection of people who
work together to realize common goals. The organization as a group of people requires
leaders to lead people to work in realizing organizational goals (Ibrahim et al., 2017.

The success of the organization in realizing its goals one of them is determined by the
organizational commitment that someone has in the organization. Therefore, it is very
important that every member of the organization must be committed to the organization. Over
half a century, organizational commitment in the workplace has been the concern of the
scientific community (Hasani, et al., 2013).

Based on the observation of researchers and direct interviews with the workers in the
community service offices on education in Aceh, they considered that many of the workers
placed or holding a position were not based on the expertise possessed by the worker, but
most of them the basic political considerations. Organizational politics, influential in the
placement of a worker in a particular position or task (Hsiang Chang, et al., 2012).

The question is how their commitment to the organization, because organizational
commitment is a representation of one's soul in loving work that in turn they will grow a high
commitment to their organization, the high commitment of a worker is the desire of the

Progressive Academic Publishing, UK Page 16 www.idpublications.org]


mailto:mahdaniibrahim@yahoo.com

International Journal of Academic Research and Reflection ol. 6, No. 3,2018
ISSN 2309-040

organization (Huang, et al., 2006). Therefore, social support is considered to play an
important role in maintaining organizational politics and organizational commitment can go a
step in and direction in achieving the vision and mission of the organization.

According to Fritz et al. (2013) that employees who are highly committed to organizational
goals are more productive. However, whether this applies to all organizations or is not the
same for every organization. Whether social support can better support organizational success
through organizational politics and organizational commitment. This is what needs to be
studied in this research with the topic "The model of social support as moderator against the
effect of organizational political and organizational commitment.

LITERATURE REVIEW

Organizational commitment

More than half a century, organizational commitment in the workplace attracted the attention

of the scientific community. Many definitions of organizational commitment have been

proposed by various researchers, but we also still accept that commitment reflects feelings of

dependency, identity, and loyalty to achieve goals (Morrow 1983). Morrow's (1983) opinion

does not differ greatly from the model proposed by Chusmir (1988):
“A new model presented here shows a three-stage organizational commitment
process. The first, or preorganizational, stage consists of personal characteristics.
These are modified in stage two by job and other external characteristics, and in
stage three all of these moderate the six independent variables that have major direct
impact on organizational commitment. They are 1. need satisfaction, 2. work/job
satisfaction, 3. job commitment, 4. work commitment, 5. role stress, and 6.
personal/organizational goal congruence.

Furthermore, the concept of organizational commitment has long been practiced in corporate
organizations and some have argued that 50 years ago it was introduced (Hasani at al., 2013),
but the term of organizational commitment was popular only in the period of 70han
(Mirabizadeh, & Gheitasi , 2012). Initially there are two forms of commitment, namely
attitudinal commitment and behavioral commitment (Morin et al., 201). Organizational
commitment is one of the many organizational behaviors discussed and researched, whether
as a dependent variable, independent variable, or mediator variable (Hochwarter, at al.,
2003). This is due to the fact that organizations generally require employees who have a high
commitment to the organization.

Norris & Levy, (2004) see that the high commitment of an employee to a particular
organization is considered to have a positive effect on the organization, where the employee
works. The view was also expressed by Gunawan (2006) that employees with high
organizational commitment are more stable and more productive employees which in turn
will benefit the organization in achieving the objectives.

Organizational political

Politics is the reality of organizational life, because in many organizations political
considerations have always been part of the evaluation process, rather than rational
considerations. Therefore, researchers view organizational politics as a perceptual
phenomenon, not as objective political behavior. This means that behavior is considered
political or non-political is dependent on the person who observes and feels it (Kacmar et al.,
2000).
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The concept of organizational politics was first introduced by James Madison, Jr. (The fourth
President of the United States, he practices behaviors strategically designed to maximize self-
interest despite contradictory to the interests and goals of the organization and the interests of
other individuals (Ferris et al., 2002). Some researchers are very serious about this concept
and focus on research that observes individuals to describe the politics of organization in the
workplace, they specifically set up various politically-stated behaviors, i.e, manipulating
perceived activities not positively (Vigoda at al., 2003). Ordinary political terms are also
interpreted differently depending on the conditions under which the political term occurs or is
used. In the context of contemporary research, organizational politics is a perceptual
phenomenon with negative consequences on people perceiving the emergence of such
politics (Harris, et al., 2007).

Today organizational politics is a unique issue to be discussed because on the one hand it
concerns the existence of people within an organization, on the other side is the existence of
the organization itself, both of which share a common goal of obtaining one goal (Ferris et al.
, 2002).

Social support

Organizational politics and organizational commitment are considered to be aligned in
achieving an organizational goal (Vigoda & Drory, 2006). However, the existence of
organizational politics and organizational commitment is not enough to make the
organization effective in questioning its goals.

There are at least two important reasons for the existence of social support. First, the
individual needs the help of others when the purpose or activity of the work is so broad and
complex that it can not solve itself. Second, the relationship between employees that have
value as the goal of a job that requires a relationship that helps each other. (Black, 1990;
Spector, 2012).

Social support is an interpersonal transaction involving affirmation in the form of emotional
support (Wymer, 2012). In addition social support can also be reviewed from the support of
assessment, information support, and support of the instruments that individuals receive as
members of social networks (Wymer, 2012).

Therefore support can be understood as social support is an aid in anything in facilitating
organizational progress. This support can occur in the form of commitment and morale
acquired in the interpersonal relationships required to support the smoothness of the
organization.

Some theories and concepts put forward by some experts above, can be the basis of
researchers to create a research framework. Figure 1 shows the social support variable is the
moderating variable, the moderating variable can strengthen or weaken the influence of
organizational political variable on organizational commitment (Ghozali, 2012).

Organizational A >
Political Social Organizational
Support Commitment

Figure 1: Conceptional of research framework
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METHODOLOGY

Population and sample

The sample of the study was 117 workers at the office of Aceh government public
organization that took care of the education field. Samples were taken from 340 populations

using the Slovin formula (Husen, 2005). n = N
N(e)? +1
explanation : N = Population; n = Sample size; e = Percentage of accuracy due to

sampling error.
By using a sampling clearance rate of 7.5%, then the number of respondents used as a sample
are:

N 340
340(0.075)% +1
o 340
340(0,005625 + 1
340
n=
2,9125

n=116,7382 (117) respondent

Data Analysis
Moderate Regression Analysis (MRA) (Gozali , 2012), Moderated Hierarchical Regression
Analysis (Lie, 2009).
This method requires two regression equations, the first one containing the interaction of the
main variables and the second containing the interaction of the first and moderating variables.
Tests on the effects of moderation can be done with two equations.

DV=a+ B, IVOP + B, IVSS+e (Equation 1)

DV=a+ B, IVOP + B, IVSS; + B3 IVOP * MVSS; +e (Equation 2)

Note :

DV = Organizational commitment (Dependent variables)

IVOP= Organizational political (Independent variables)

1VSS; = Social support (Moderating variables)

e = Residue error
B1 = Regression coefficient (x)
B, = Regression coefficient (Z )

Bs =Z Moderator Y
Goodness of fit can be identified by the moderation effect of the increase of R ~ 2 of
the regression equation containing the main variables and the moderating variable (equation
2) of the regression equation containing only the main variables only (equation 1).
Furthermore, moderation effect indicator can be identified coefficient of f_3 from interaction
(IVOP * MVSS) in equation 2 (Ghozali, 2012).

RESULTS

Table 1 shows the magnitude of adjusted R2, which is: 0.702, which means that 70.2% of
variation Organizational commitment can be explained by the variation of independent
variables: Organizational politics, Social support and moderator variables. While the rest
(100% - 70.2% = 29.8% explained by other causes outside the model.
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Table 1: Coefficient of determination

Model R R Square Adjusted R Square Std. Error of the Estimate

1 8412 .708 .702 292

a. Predictors: (Constant), MVSS, IVOP, IVSS

Furthermore, Table 2 is a test of silmultan significance, i.e, ANOVA or F test that yields F
calculated value of 93.267 with a significance level of 0.000. Since the probability of
significance is much less than 0.05, the regression model can be used to predict
Organizational Commitment. In other words, organizational politics, social support, and
moderation together (simultaneously) have an effect on organizational commitment.

Table 2: Simultaneous significance test results (Test Statistic of F)

Model Sum of Squares df Mean Square F Sig.
1 Regression 22.949 3 7.650 93.267 .000°
Residual 8.858 108 .082
Total 31.807 111

a. Predictors: (Constant), VMSS , IVOP, IVSS
b. Dependent Variable: Organization Commitment

In addition, the test results of the significance of individual parameters shown in Table 3, that
of the three independent variables included in the regression analysis (MRA), namely: the
organizational political variable, social support variable is a significant effect on
organizational commitment. Organizational political variable gives value of parameter
coefficient equal to 1.940 with significant level 0.000, and social support variable give value
of parameter coefficient equal to 0.928 at level of significant of 0.026.

The moderation variable which is the interaction between organizational political variable
and social support variable is not significant. Therefore it can be concluded that the variable
of social support is not moderating variable. In other words, social support variables are not
variables that play a role in the relationship between organizational political variables and
organizational commitment variables. If the moderation variable is significant then it can be
concluded that social support is a moderating variable (Ghozali, 2012).

Table 3: Individual parameter significance test results (Test of t statistics)

Unstandardized Coefficients StandardizmCoefficients
Model B Std. Error Beta t Sig.
1 (Constant) -3.591 1.629 -2.205 .030
VIPO 1.940 417 1.676 4.655 .000
VIDS .928 410 .847 2.264 .026
VMDR -.016 .062 -.015 -.268 .789

a. Dependent Variable: Organization ccommitment
If the leadership of public organizations in the field of education of the Aceh Government
runs organizational politics in increasing organizational commitment, then social support
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factors need to be considered. Especially in terms of providing maximum assistance such as
in terms of assessment, information, and instruments to employees. According to William H.
Hendrix et. al., (1988), that to avoid employee stress in a business organization needs good
social support.

Organizational political dimension is often perceived negatively by certain circles, if this
organizational politics can affect organizational commitment, then individual behavior
towards organizational politics needs to be directed to conducive and productive
organizational politics.

REFERENCES

Black, J. S. (1990). Locus of control, social support, stress, and adjustment in
international transfers. Asia Pacific Journal of Management, 7, (1),1-29

Chang, C.H., Rosen, C.C., Siemieniec. G.M., & Johnson, R.E. (2012). Perceptions of
Organizational Politics and Employee Citizenship Behaviors: Conscientiousness
and Self-monitoring as Moderators. Journal of Business and Psychology, 27, (4), 395-
406.

Chusmir, L. H. (1988). An integrative process model of organizational commitment
for working women and men, Journal of Business and Psychology, 3, (1), 88-104

Ferris, G. R., Adams, G., Kolodinsky, R. W., Hochwarter, W., & Ammeter, A. P. (2002).
Journal of Perceptions of organizational politics: Theory and research directions. In
F. J. Yammarino & F. Dansereau (Eds.). The many faces of multi-level issues, 14,
(6),179-254.

Fritz, J.H., O’Neil, N.B., Popp, A. M., Williams, C., & Arnett, R. C. (2013). The Influence
ofSupervisory Behavioral Integrity on Intent to Comply with Organizational
Ethical Standards and Organizational Commitment. Journal of Business Ethics.
114, (2), 251-263.

Ghozali, Imam. (2012). Aplikasi Analisis Multivariate dengan Program IBM & SPSS 20.
(Application of Multivariate Analysis with IBM & SPSS Program 20). Badan Penerbit
Universitas Diponegoro, Semarang.

Gunawan Cahyasumirat. (2006). Pengaruh Profesionalisme Dan Komitmen Organisasi
Terhadap Kinerja Internal Auditor, Dengan Kepuasan Kerja Sebagai Variabel
Intervening (Studi Empiris Pada Internal Auditor PT. BANK ABC). Tesis Program
Studi MM Pascasarjana Universitas Diponegoro Semarang.(tidak dipublikasi).

Harris, K.J., Andrews, M.C., Kacmar, K.M. (2007). The Moderating Effects of Justice on

the Relationship Between Organizational Politics and Workplace Attitudes. Journal
of Business and Psychology, 22, (2), 135-144.

Hasani, K., Borroujerdi, S.S., & Sheikhhesmaeli, S. (2013). The Effect of organizational
citizenship behavior on organizational commitment. Glob Bus Perspect. 1, 452-470.
d0i:10.1007/s40196-013-0026-3.

Hochwarter, W. A., Kacmar, C., Perrewé, P. L., & Johnson, D. (2003). Perceived

Organizational Support As a Mediator of The Relationship Between Politics
Perceptions and Work Outcomes. Journal of Organizational Behavior. 63, (3), 438-
456.

Huang, Xu., Shi, Kan., Zhang, Z., & Cheung, Yat L. (2006). The impact of participative
Leadership behavior on psychological empowerment and organizational
commitment in Chinese state-owned enterprises: the moderating role of
organizational tenure. Asia Pacific Journal of Management, 23, (3), 345-367.

Progressive Academic Publishing, UK Page 21 www.idpublications.org]


http://link.springer.com/search?facet-author=%22J.+Stewart+Black%22
http://link.springer.com/journal/10490
http://link.springer.com/journal/10490/7/1/page/1
http://link.springer.com/search?facet-author=%22Christopher+C.+Rosen%22
http://link.springer.com/search?facet-author=%22Gina+M.+Siemieniec%22
http://link.springer.com/search?facet-author=%22Russell+E.+Johnson%22
http://link.springer.com/journal/10869
http://link.springer.com/journal/10869/27/4/page/1
http://link.springer.com/search?facet-author=%22Leonard+H.+Chusmir%22
http://link.springer.com/journal/10869
http://link.springer.com/search?facet-author=%22Janie+Harden+Fritz%22
http://link.springer.com/search?facet-author=%22Naomi+Bell+O%E2%80%99Neil%22
http://link.springer.com/search?facet-author=%22Ann+Marie+Popp%22
http://link.springer.com/search?facet-author=%22Cory+Williams%22
http://link.springer.com/search?facet-author=%22Ronald+C.+Arnett%22
http://link.springer.com/journal/10551
http://link.springer.com/journal/10551/114/2/page/1
http://link.springer.com/search?facet-author=%22Kenneth+J.+Harris%22
http://link.springer.com/search?facet-author=%22Martha+C.+Andrews%22
http://link.springer.com/search?facet-author=%22K.+Michele+Kacmar%22
http://link.springer.com/journal/10869
http://link.springer.com/journal/10869
http://link.springer.com/journal/10869/22/2/page/1
http://link.springer.com/search?facet-author=%22Xu+Huang%22
http://link.springer.com/search?facet-author=%22Kan+Shi%22
http://link.springer.com/search?facet-author=%22Zhijie+Zhang%22
http://link.springer.com/search?facet-author=%22Yat+Lee+Cheung%22
http://link.springer.com/journal/10490
http://link.springer.com/journal/10490/23/3/page/1

International Journal of Academic Research and Reflection ol. 6, No. 3,2018
ISSN 2309-040

Husen, Umar. (2005). Metode penelitian untuk skripsi dan tesis bisnis. (Research method for
business thesis) Jakarta : Raja Grafindo Persada.

Ibrahim, M. (2015). Paradigm of employees empowerment: proposal for business actors in
Aceh Province. European Journal of Research and Reflection in Management
Sciences. 3 (3), 58-68.

Ibrahim, M., Djalil, M.A., Idris, S., & Putra, T.R.Il. (2017). The Model of Perceived
Organizational Support and Employee Involvement with Organizational Identification
(Ol) as a Mediating Variable (A Study at PT. Jasa Raharja (Persero), Branch of Aceh
Province, Indonesia), Journal of Resources Development and Management, 31, 14-20.

Kacmar, K. M., Bozeman, D. P., Carlson, D. S., & Anthony, W. P. (2000). An Examination
of the Perceptions of Organizational Politics Model: Replication and Extension.
Human Relations 52, (3), 383-416.

Liche Seniati Chairy. (2002). Regarding Organizational Commitment Spoken in
Arisan Angkatan '86 F.Psi.Ul. Jakarta, 8 September 2002.

Lie, Liana (2009). Penggunaan MRA dengan SPSS untuk Menguji Pengaruh Variabel
Moderating terhadap Hubungan antara Variabel Independen dan Variabel Dependen.
(Use of MRA with SPSS to Test Effect of Moderating Variables on Relationship
between Independent Variables and Dependent Variables). Jurnal Teknologi
Informasi DINAMIK, X1V, (2), 90-97.

Mirabizadeh, M., & Gheitasi, S. (2012). Examining the organizational citizenship behavior as
the outcome of organizational commitment: Case study of universities in Ilam.
Management Science Letters, 2 (3), 951-960. doi:10.5267/j.msl.2012.01.016.

Morin, A. J. S., Vandenberghe, C., Boudrias, J. S., Madore, I., Morizot, J., & Tremblay, M.
(2011). Affective commitment and citizenship behaviors across multiple foci. Journal
of Managerial Psychology, 26 (8), 716-738. doi:10.1108/02683941111181798.

Morrow, P. C. (1983). Concept redundancy in organizational research: the case of work
commitment. Academy  of Management Review, 8(3), 486-500.
d0i:10.5465/AMR.1983.4284606.

Norris-Watts, C., & Levy, P. E. (2004). The mediating role of affective commitment in the
relation of the feedback environment to work outcomes. Journal of vocational
behavior, 65, (3), 351-365. Available at:
http://www.sciencedirect.com/science/article/pii/S0001879103001271.

Ririn, D. dan Mardiasmo. (2004). “The Effect Of Relationship Between Budgetary
Participation And Decentralization Structure On Managerial Performance Of Local
Government Agencies: The Role Of Organizational Commitment As Intervening
Variable. (Empirical Study On Municipality And Regencies in Yogyakarta Province)”,
Journal of SOSIOSAINS. 17, (4), 655-674.

Spector, Paul E. (2012). Industrial and Organizational Psychology: Research and Practice,
6th Edition International Student Version.

Vigoda-Gadot. E., Vinarski-Peretz. Hedva., dan Ben-Zion. Eyal. (2003). Politics and image
in the organizational landscape An empirical examination among public sector
employees. Journal of Managerial Psychology - J MANAG PSYCHOL.18, (8), 764-
787.

Vigoda-Gadot, E., & Drory, A. (2006). Handbook of organizational politics. Edward Elgar.,
Cheltenham,UK.

Wymer, W. (2012). Gender differences in social support in the decision to volunteer.
International Review on Public and Nonprofit Marketing. 9, (1), 19-26.

Acara

Progressive Academic Publishing, UK Page 22 www.idpublications.org]


http://link.springer.com/search?facet-author=%22K.+Michele+Kacmar%22
http://link.springer.com/search?facet-author=%22Dennis+P.+Bozeman%22
http://link.springer.com/search?facet-author=%22Dawn+S.+Carlson%22
http://link.springer.com/search?facet-author=%22William+P.+Anthony%22
http://link.springer.com/journal/10748
http://link.springer.com/journal/10748/52/3/page/1
http://as.wiley.com/WileyCDA/Section/id-302477.html?query=Paul+E.+Spector
http://academic.research.microsoft.com/Author/4113946/eran-vigoda-gadot
http://academic.research.microsoft.com/Author/8647479/hedva-vinarski-peretz
http://academic.research.microsoft.com/Author/51811514/eyal-ben-zion
http://academic.research.microsoft.com/Journal/9785/j-manag-psychol-journal-of-managerial-psychology
http://link.springer.com/search?facet-author=%22Walter+Wymer%22
http://link.springer.com/journal/12208

