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Abstract

Many empiric types of research have been conducted on the antecedents of
employee organizational commitment. However, there is still little research that
examines the effect of HR management praxis such as performance appraisal
systems, career planning systems, and employee participation on organizational
commitment. In this study, the effect of these three variables was tested in
explaining employee workcommitments in the banking sector in West Java. Based
on a survey of 98 employees in 20 private banks in West Java, this study uses
regression analysis, correlation analysis, and G-test to test hypotheses. The results
showed that the performance appraisal system, career planning system and
employee participation significantly influence employee work commitment. This
result also indicates that employees' level of organizational commitment in the
private banking sector in West Java is low. Therefore, this study suggests that for
employees to be truly committed to their work, companies must make objective
efforts to manage performance appraisals, career planning, and employee
participation to ensure effective implementation and achieve expected results.

Keywords: Performance appraisal system, career planning, employee
participation, organizationalcommitment.

Introduction

An energetic, competent, passionate, productive, innovative, and highly
committed Human Resources (HR) is the most important factor of success in the
business world nowadays, which is increasingly volatile and competitive. Being
aware that HR is a valuable asset and has become the source of advantages in
competitiveness, a company needs to pay attention to the effectiveness of their
employee's performance appraisal system, career planning, and participation. In
addition, it is crucial for a company to observe the significant impact of those
practices on improving the employee's work commitments. The success,
endurance, and competitiveness of an organization depend on the commitment of
its members, and it can rely on how satisfied the employee is toward the company
appraisal mechanism, participation in taking a decision, and career planning
strategy. Therefore, the organizational commitment concept contributes deeply to
the HR management philosophy. As addressed by [1-3] HR management was
design to optimize organizational integration, employee commitment, flexibility and
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working quality [4-6].

It is essential to understand the relationship between individuals and
organizations in the organizational commitment concept framework. In many works
of literature on behavioural science and management, organizational commitment
was viewed as a vital factor in connecting individuals and organizations. For
instance, organizational commitment is the factor that encourages individual
attachment to the organization [7-9]. An employee who voluntarily connects to the
organization and pours every effort to achieve organizational objectives can have
organizational commitment [5, 10-13].

The issue related to organizational commitment becomes rather important
because of its relationship with a propensity to leave and turnover [14]. Meanwhile,
it was found that many antecedents from organizational commitment, HR
management practices such as employee participation system, performance
appraisal, and career planning system were not much used to determine
organizational commitment antecedent. Therefore, the general purpose of this
study is to find out the performance appraisal system, career planning, and
employee participation toward organizational commitment on bank's employees in
West Java. The research objective is to test how far the extent of the bank's
employee working commitment in West Java and test the connection between
organizational commitment and performance appraisal system, career planning,
and employee's participation in the banking sector in West Java.

Literature
Review
Organizationl Commitment

Organizational commitment refers to how much individual identification and
involvement in an organization. Organizational commitment consists of three
factors: the strong will to stay as a company member; strong faith and acceptance
toward organizational objectives and values; and readiness to give extensive effort
for company interest[15-17].

Another definition of organizational commitment stresses the importance of
personal emotion, price, and values in building the commitment. Furthermore, it is
revealed that organizational commitment has three components, i.e., affective
component, sustainable commitment, and normative commitment[14, 18, 19].The
three was stated as output from emotional attachment (affective commitment), price
to pay if one gets out, such as losing benefit or seniority (sustainable commitment),
and individual personal values (normative commitment).

An affective commitment was related to employee's attachment toward
identification and involvement within the organization. Hence, affective commitment
to the organization can be characterized by various values, will to maintain
membership, and working without expecting benefit from the company. Employees
try to maintain their membership[7, 15, 20, 21]. Affective commitment refers to a
sense of belonging and attachment to the organization; this commitment has been
associated with personal characteristics, organizational structure, and work
experience, for example, salary, supervision, clarity of the role, and skill variety[16].

On the other hand, employee commitment refers to how employees assess
whether the cause of leaving the organization is greater than staying in the
organization. Employees who perceive that the 'price’ to pay for leaving the
organization is greater than the opposite will stay with the company because they
need it. In other words, individuals do not leave the organization for fear of losing
benefits, reducing their salary, or being unable to findanother job [2, 22, 23].

Normative commitment refers to the employee's feeling related to the obligation
to stay in the organization. An individual commits and stays in a company due to
their obligation. Such feelings can arise from various sources. For example, the
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company has invested resources in providing training for its employees, who feel
they have a moral obligation to devote energy to the job and stay with the company
to be rewarded for their obligations [24]. This commitment can also reflect instilled
norms, which were formed before joining the companythrough family or other social
processes, that a person must be loyal to his company.

Performance Appraisal System

Virtually, all organization has many ways, formal or informal, to appraise their
employee's performance. Performance appraisal is a procedure that includes (i)
setting work standards, (i) assessing employee's actual performance related to
these standards, and (iii) providing feedback to employees to motivate the
employees to eliminate performance deficiencies or to continue showing
performance above the standard [25].

Therefore, the company can monitor the employee's behaviour and attitude
development through an appraisal mechanism. This assessment-based information
can be applied to modify selection practices and training practices to select and
develop expected employee behaviors and attitudes. However, the effectiveness of
skilled employeeswill be limited unless they are encouraged to do their jobs .

Performance appraisal will be effective if it is conducted fairly and objectively.
Fair is based on the standard agreed, and the objective was the values given
conforming to the achievement level. In order for the appraisal to be fair, five
elements need to look for: a clear performance target; the target agreed together;
the target related to the job description; face-to-face meeting and discussion.
Meanwhile, to make an objective appraisal, one must consider six following
elements, e.g., employee's positive behavior and actual data, courage or firmness;
structured appraisal system; uncomplex forms; appraising ability [21, 26]

Career Planning

A career planning is a process carried out with many consideration, in which, in
the process, the individual aware of his skill, passion, knowledge, motivation, others
personal characteristics; obtain information regarding opportunities and options;
identify their career-related goals, and develop action plans to achieve these goals.
A well-functioning career planning system will encourage employees to be more
responsible for their development, including their skills development, which is
considered important (Park, 2015). Progress chances followed by well-planned
career development will produce high motivation for the employee, influencing the
company's performance [16].

Participation is about how employees contribute largely to a decision-making
process. Employee participation is a setting that ensures employees have the
same chances to influence management decisions and contribute to

organizational performance. The participation level of non-managerial
employees in decision making varies from company to company. Research has
shown that organizational performance is positively related to employee
performance, satisfaction, and productivity .The purpose of employee's
participation, as explained by[21] is as follows:

a. Addressing unsatisfied individuals to fix the problem with management
or preventing worsen relationship;

b. Expressing collective organization — providing strength sources
functioned as a balancer for management;

c. Contributing for management decision making — to improve
organization, quality, and working productivity; and

d. Demonstrating mutualism and cooperative relationship — to achieve

long-term sustainability for employee andcompany.
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There are relatively few researches that connect performance appraisal, career
planning, and employee participation with organizational commitment. Therefore,
we present empirical findings that connect organizational commitment with several
concepts such as leadership style, intention to leave, and working satisfaction. HR
management practices, leadership style, and trust in the organization are some of
the organizational factors associated with organizational commitment[16, 18, 19].

In their research, [22, 24, 27]test how participatory management and
supervisory feedback influence the employee's level of normative commitment,
sustainable commitment, and affective commitment. The researcher revealed that
when supervisors give feedback related to performance and allow workers to
participate in decision making, their affective commitment level is stronger than their
normative and sustainability commitment level. Thus, these employees show that
they remain in the company not because they need or have to but rather because
they want to stay.

A study [28-31] examines the relationship between affective commitment,
sustainable commitment, and normative commitment with other commitment types,
e.g., job involvement and career commitment. The research shows that effective
commitment has a stronger correlation with all types of commitment. In other
words, employees stay with the company because they want it to have a higher
level of commitment to their work and career.

The importance of training in developing committed employees cannot be
underestimated. Training encourages asense of belonging among employees. The
executive development program also seems to be a platform to produce employees
who have a strong commitment. Research by[32] found that employee
expectations were usually not met and that the job characteristics, training and
development, and compensation and fairness were related to satisfaction and
commitment. It also found that commitment is significantly related to trust, job
involvement, and job satisfaction.

[22, 27, 33, 34] study correlation between leadership style and commitment, he
finds that leadership style ‘consideration' has a greater influence on commitment
than task-oriented style. Organizational commitment give a platform for the
employee to survive in the organization.

Job satisfaction and affective commitment will be positively related to
performance and leadership in general, while sustainable commitment shows a
negative relationship. As predicted, job satisfaction was positively related to
performance, although it was not to leadership. Continuity commitment was
negatively related to both performance and leadership. Increased organizational
commitment was also positively associated with valuable organizational outcomes,
including performance ratings, decreased intention to seek a new job, and
decreased interest to leave the job [35, 36].

There is a positive correlation between resource enrichment and affective and
normative commitment and a connection between sustainable commitment and
negative resource enrichment. As a result, employees who stayin the organization
because of their own desires show higher involvement and enjoy work activities.
Meanwhile, employees who stay in the organization because they feel they have to
show lower involvement and dissatisfaction with work activities [31, 37-39]. This
study examines the relationship between effective, sustainable, and normative
commitments with non-occupational factors of resource enrichment.

We developed the following model based on the literature related to
performance appraisal, career planning, employee patrticipation, and organizational
commitment. This model is built over the fact that effective performance appraisal,
career planning, and employee participation will influence the increment of
employee commitment.

BPR bank employees in Garut have a good perception of organizational
support in their work; they are also satisfied with their current job and have a high
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affective commitment level. Perception of organizational support has a significant
positive effect on job satisfaction but does not significantly affect affective
commitment.

Perception of organizational support has a significant positive effect on job
satisfaction but does not significantly affect affective commitment. While working
satisfaction has a significant positive effect on affective commitment. The data
processing results using a macro process find a mediating element of working
satisfaction in the relationship between perceived organizational support and
affective commitment [25, 30, 32].

The research is on the influence of leadership style on the high level of
organizational commitment mediated by working satisfaction and trust in the
biggest bank's employees in Jakarta Central Capital. This study concludes that a
positive influence of leadership style on organizational commitment is mediated by
working satisfaction and trust[1, 40].

The research on 39 companies of the banking sector in East Java aims to
determine the influence of external organizational support toward employee's
commitment, the influence of internal organizational support toward employee's
commitment, the influence of employee's commitment on the company's success.
The research findings show that the perception of external organizational support
has a positive and significant effect on employee commitment; the perception of
internal organizational support has a positive and significant effect on employee
commitment[2]

To answer the objectives of this study, the following hypothesis is made based
on a literature review related to performance appraisal, career planning, employee
participation and organizational commitment:

H1: Performance appraisal, career planning, and employee participation have

no significant effect onorganizational commitment.

H2: The level of organizational commitment in the banking sector in West Java is
high.

H3: There is no significant relationship between organizational commitment,

performance appraisal, careerplanning, and employee participation.

Research Method

The population of this study were all employees of 20 private banks in West
Java. The analysis unit in this studywas a private bank operating in West Java. In
addition, the research also employed a multi-rater response approach. Then three
guestionnaires were sent to each bank at the main branch office level, which was
targeted to fill out the questionnaire and become research respondents.
Meanwhile, the sample consists of 98 people who were recruited based on simple
random sampling. This study applied qualitative methods so that the outputs rely
heavily on the validity and reliability of the data obtained from the interview process
through the distribution of questionnaires.

Furthermore, the sample filled in the data and collected used as processed
descriptive statistics, correlation analysis, and multiple regression analysis. G-test
was used to determine whether there was a significant difference between the
observed level of organizational commitment and the expected value. While
regression analysis determines the predictors of performance appraisal, career
planning, and employee participation on organizational commitment, correlation
analysis determines the relationship between the independent and dependent
variables.

In this study, the items used to operate performance appraisal, career
planning, employee participation and organizational commitment were taken from
measuring instruments validated and tested for reliability previouslyand adjusted to
the research objectives.
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Organizational commitment is measured by modifying the Organizational
Commitment Questionnaire instrument The study conducts modifications to fit the
context of this research. Overall, an organizational commitment was measured
using an instrument consisting of 15 items measured using a 5-point scale.
Performance appraisal, career planning, employee participation are measured
using a validated scale.

Performance appraisal is measured using a scale consisting of 8 items.
Respondents were asked to indicate the extent to which performance was
evaluated based on quantifiable results and the use of performance appraisal data.
In other words, they were asked to choose a scale of 1 (strongly disagree) to 5
(strongly agree) on statementsrelated to the praxis of their workplace performance
appraisal system. Career planning is measured using an instrument consisting of 7
items which are measured using a 5-point scale. Respondents were asked to
answer statements regarding the practices in the career planning system in their
workplace.

Employee participation was measured using a scale consisting of 3 items.
Respondents were asked to respond to statements about the extent to which
superiors allow employees to participate in decision making and provide
opportunities to provide suggestions for improvement.

Research model, which based on conceptual framework, is presented as
follows:

Organizational Commitment = f (Performance Appraisal System, Career
Planning, Employee Participation

(1) oC ={(PA, CP, EP)

(2) OC = Bo+ PASB1 + CPSB2 +EPB3 + e (3)

By which,

OC = Organizational Commitment; PAS = Performance Appraisal System; CPS
= Career Planning System; EP = Employee Participation; B0 = constant term; g1,
B2 dan B3 = Performance Appraisal Coefficient, career planning, and employee
participation, and e = error term.

Result and Discussion

Of the 98 questionnaires distributed to 20 banks, 84 questionnaires were filled
out and returned properly. It represents a response rate of 89.4 percent so that the
analysis was carried out based on 84 completed questionnaires and is feasible for
further analysis.

Of the 84 respondents, 54 people or 64.3 percent, were as Assistant Managers or
more, while the other 35.7 percent respondents were below managerial positions. It
showed that the respondents belong to upper-class employees. Thirty-five percent
of respondents have a base in the HR department. Twenty-four percent of
respondents worked in Marketing, while 30 percent were in Operations. The
remaining 11 percent were located in other departments such as the risk
management department, legal department, and other support units in their
respective companies.

Seventy-five percent majority the respondents have at least five years of work
experience. It shows that respondents have taken their careers seriously and
devoted their time to understand how the issues discussed in this study will affect
them. 68 percent of respondents were male, while 32 percent were female. About
84 percentare over 35 years old. At the same time, the average respondents' age
is 46.4 years.

Cronbach alpha reliability tests and item-to-total correlations were calculated to
identify issues related to common method variance and assess several scales'
internal consistency. Items with low item-to-total correlation indicate that the item
does not reflect the construct used or has entered into another construct
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dimension. From the calculations, as shown in Table 2, the Cronbach Alpha value
of 0.92 is above the minimum limit of 0.70, while the item-to-total correlation is
above the recommended value of 0.5. Therefore, these results indicate a high level
of internal consistency of the scale used.

Hypothesis 1 testing was carried out by considering performance appraisal,
career planning, and employee participation have a significant influence on
organizational commitment with multiple correlations (R) of 0.83 and adjusted R2
of 0.71. It shows that 71% of the variation in organizational commitment is
explained by three variables, e,g, performance appraisal, career planning, and
employee participation. The standard coefficients of career appraisal, performance
planning, and employee participation are shown in table 3. Thus, hypothesis 1,
which states that performance appraisal, career planning, and employee
participation has no significant effect onorganizational commitment, is proven.

Table 1

Descriptive Statistic and Item-to-Total Correlation

[ )

Performance Appraisal 28.43 2.74 .885
Career Planning 26.14 2.63 .906
Employee Participation 10.71 0.91 .707
Organizational 41.21 5.95 .830

Commitment

Testing hypothesis 2 states that the level of organizational commitment in the
banking sector in West Java is high. The average score of organizational
commitment is 41.21; in other words, the employee's working commitment level in
the banking sector in West Java is at a moderate level (54.9%). To test the
significance of employee's work commitment in the banking sector in West Java,
we calculated the G-test to ensure whether the level of organizational commitment,
as shown above, is significantly different from the expected level of commitment. It

can be emphasized that to be able in the middle (moderate) level, and the
organizational commitment value shouldnot be less than 55%. Therefore, the value
used in calculating the G-test is 55%.

The critical value (critical value) X2 for the degrees of freedom is 13 (N-1), at the
95% confidence level is 24.25. Since the empirical value (the calculated value G) is
9,039 and less than 24.25, it can be said that the result is not statistically
significant. Therefore, the null hypothesis (HO) states that the organizational
commitment level in thebanking sector in West Java is high and rejected.

Table 2

Standard Regression Model Results

¢ )

Performance Appraisal 0.463 0.434
Career Planning 0.131 0.116
Employee Participation 0.339 1.414
R 0.844

R2 0.627

F-Value 8.288*

Hypothesis 3 testing, which states no significant relationship between
organizational commitment and performance appraisal, career planning, and
employee participation, was proven and acceptable.
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As shown in table 4, a positive and significant relationship exists between the
performance appraisal system and organizational commitment with a 0.57 zero-
order correlation. Parallel to the result, the career planning system and employee
participation were also found to be associated with organizational commitment with

values of 0.59and 0.63.
Table 3

Matrix Correlation of Measurement Variable

( )

Performance Appraisal 1.00 .96**  .48* .57*
Career Planning Employee 1.00 .54* *
Participation 1.00 .59*
*
.63*
*
Organizational 1.00

Commitment

Note: ™ 0.01 Significance Level; * 0.05
Significance Level.

The main purpose of this study was to determine the influence of performance
appraisal, career planning, and employee participation on organizational
commitment. The research results confirm that performance appraisal, career
planning, and employee participation are the main antecedents of organizational
commitment. These results indicating performance appraisal, career planning, and
employee participation positively and significantly influence organizational
commitment. It shows that the higher HR value practices, the higher employee
work commitment and organizational commitment level.

The research findings also show that the organizational commitment level of
private banking employees in WestJava is low. This finding confirms the research
hypothesis that private bank employees in West Java are less committed to their
jobs than companies committed to their employees. In addition, low organizational
commitment will be the cause of declining performance. Employees only make
their current job temporary and serve as a stepping stone to find their desired work
and fulfil work experience qualifications because many employees do not want to
work at the bank for a long time.

The results also show that organizational commitment is positively related to
employee performance appraisal, career planning, and employee participation. It
means that the higher the level of performance appraisal, career planning and
employee patrticipation, the higher the level of organizational commitment.

Conclusion

The research results show that performance appraisal, career development, and
employee patrticipation positively influence organizational commitment. Moreover,
the study results also show that the level of organizational commitment in the
banking sector in West Java is low. To a large extent, these results prove 'value-
added; from performance appraisal, career planning, and employee participation in
increasing organizational commitment [16, 21].

Implication on further research is that some questions are left that might need to
be answered regarding the low working commitment in the private banking sector
in West Java, whether the interaction between these variables can be ignored
because it is only a form of statistical data specification and procedural problems?
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Or can it be related to the interaction of other variables besides performance
appraisal, career planning, and employee participation? With a more specific
research purpose discussing these questions, it is hoped that they can better
explain the existing phenomena.

Nevertheless, for the employee to commit to the company, the research
suggests that the related company make their best effort in managing performance
appraisal, career planning, and strategic employee participation to ensure effective
implementation. This matter can be achieved by ensuring that the employee puts
their faith in the performance appraisal system[24, 36] the appraisal system
strongly influences individual and team behavior[19] The company provide a clear
and bright career pathto the employee[1, 2, 40-42] the company plans career and
employee's development the employee has the opportunity to propose
improvements
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