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ABSTRACT
This study aims to determine and analyze the influence of individual commitment to
organizational citizenship behavior, personal competence to organizational citizenship
behavior, individual commitment to the performance of regional legislative members,
personal competence to the performance of regional legislative members, and organizational
citizenship behavior to the performance of regional legislative members. The populations in
this study as well as a unit of analysis were 67 members of the regional legislative of Konawe
Regency and South Konawe Regency. Data collection uses survey methods and analyzed
by validity test, reliability test, descriptive analysis, and path analysis. The results of the study
indicate that individual commitment has a positive and significant effect on organizational
citizenship behavior. Personal competence has a positive and significant effect on
organizational citizenship behavior. Individual commitment has a positive and significant
effect on the performance of regional legislative members. Personal competence has a
positive and significant effect on the performance of regional legislative members.
Organizational citizenship behavior has a positive and significant effect on the performance
of regional legislative members. Individual commitment and personal competence have a
positive and significant effect on the performance of regional legislative members through
Organizational Citizenship behavior.
KEY WORDS
Individual commitment, personal competence, organizational citizenship behavior, regional
legislative members.
Individual performance is a very important topic to study, because it is inseparable from
the expectations of organizations that crave continuous improvement in individual
performance. Improved performance can benefit the organization and all its members.
Individual performance and quality of human resources and organizational goals become
elements that are not totally separated. Effective measures of performance are those that are
in accordance with organizational standards and synergize with organizational goals.
Performance can also be the work of a person or group of people in accordance with
applicable standards (Rivai, 2004).
Organizational performance is largely determined by individual performance, this
indicates that the better the individual's performance towards organizational goals will be
easily achieved and the realization of effectiveness and efficiency in the organization
(Gibson, 1987). Realizing reliable human resources and having the optimal level of work
productivity is a classic problem faced by all organizations. Optimal performance
improvement depends on the organization's ability to empower individuals. The potential of
human resources owned by the organization if managed professionally will support the
success of the organization. Changes in the organizational environment both internally and
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externally affect an organization's ability to improve its performance. Performance is closely
related to individual achievement of the tasks and work provided.
The issue of individual performance was the main concern of the Members of the
Konawe District Representative Council and Konawe Selatan District. The performance of
the council in carrying out its legislative functions has always been a special concern of the
community because it is entrusted with the mandate of the council members to be able to
prosper the community. Legislative institutions have 3 general functions, namely: (1)
legislative functions (functions of making legislation), (2) budget functions (functions for
preparing budgets), (3) monitoring functions (functions to oversee executive performance).
Capacity of Human Resources is the ability of executive and legislative members to carry out
their respective functions and roles in the process of policy formulation in regional financial
management.
The Konawe Regional Representative and the Konawe Selatan District as one of the
regional people's representative institutions in Konawe District and South Konawe Regency
are administrators who have the duty to provide public services in accordance with the
mandate of the law. Various work programs of the institution will be successful if supported
by the realization of an increase in Organizational Citizenship Behavior (OCB) and individual
performance. OCB is an informal rule that is voluntary. With the existence of OCB,
individuals in the organization are expected to be more integrated with their work
environment. OCB is behavior carried out by individuals that increases the effectiveness of
the organization, but is not the formal responsibility of the person. OCB has an impact on
what is good for the organization. Positive behavior can produce effective intentions and
results, but if negative individual behavior will produce bad intentions and results (Makeover,
2003). The organization wants individuals who are willing to do tasks that are not listed in the
job description. According to Robbins and Judge (2008), the facts show that individuals who
have a good OCB will have better performance.
Individual commitment to the organization is often a very important issue, especially in
the organization of the Regional Representatives Council. The Ibrahim and Aslinda Study
(2013) explained that commitment contributes to the level of organizational success and
influences better OCB. Ahimbisibwe and Nangoli (2012) also emphasized the importance of
individual commitment to achieving the best performance. Prasetio, et al (2017) assess that
OCB is determined by job satisfaction and commitment. Nevertheless, there are still
individuals who have not understood the meaning of commitment correctly. Such
understanding is very important in order to create better working conditions of the Regional
People's Legislative Assembly so that the organization can run efficiently and effectively, but
more importantly, they want to give the best to the community, even willing to do something
beyond the organizational boundaries.
Performance is a function of competence. To complete a task or work, individuals must
have a certain degree of willingness and level of personal competence. Willingness and
individual skills are not effective enough to do something without a clear understanding of
what is done and how to do it. In addition to the high commitment of individuals, achieving
organizational goals is also influenced by the personal competencies of individuals. If
individuals have high work competencies, the organization will not experience difficulties in
achieving its goals, but if the personal competencies of individuals are low, then this will be a
"stumbling block" for the organization in achieving its goals. This study aims to determine the
level of influence of individual commitment and personal competence on the performance of
members of the regional legislative through OCB.
LITERATURE REVIEW
Behavioral accounting provides a set of measurement concepts and performance
achievement innovations from a set of business processes and decision making policies.
Three perspectives based on human behavior namely psychology, sociology and social
psychology make a major contribution to behavioral science (Robbins, 2003). Behavioral
accounting focuses more on the relationship between human behavior and the accounting
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system (Menezes, 2008). Sociology, psychology, and social psychology factors are relevant
to behavioral accounting. These factors include attitude, motivation, perception, learning, and
personality (Siegel and Marconi, 1989).
Accounting, usually only focused on reporting financial information. In the last few
decades managers and professional accountants began to know the need for additional
economic information produced by the accounting system. Therefore economic information
can be added by not only reporting financial data, but also non-financial data related to the
decision making process. Based on this condition, it is only natural that accounting should
include behavioral dimensions of various parties related to the information produced by the
accounting system.
The scope of behavioural accounting can be categorized into the influence of human
behaviour based on the design, construction and use of accounting systems. This field of
behavioural accounting has to do with management attitudes and philosophies that influence
the nature of accounting controls that function within the organization. The effect of
accounting systems on human behaviour, this scope is concerned with how the accounting
system influences motivation, productivity, decision making, job satisfaction and
collaboration. Methods for predicting and strategies to change human behaviour, the scope
of behavioural accounting has a relationship with the way the accounting system is used so
that it affects behaviour (Lubis, 2010).
Commitment is the ability and willingness to harmonize personal behavior with the
needs, priorities and goals of the organization. This includes ways to develop goals or meet
organizational needs, which essentially prioritize the organization's mission rather than
personal interests (Soekidjan, 2009). According to Allen and Meyer (1991), commitment can
also mean the individual's strong acceptance of the goals and values of the organization, and
individuals strive and work and have a strong desire to remain in the organization.
Furthermore, individual commitment is a sense of identification, involvement and loyalty
expressed by an employee towards the organization, as well as the conditions in which
employees are very interested in the goals, values, and objectives of their organization.
Commitment to the organization means more than just formal membership, because it
includes the attitude of liking the organization and willingness to seek a high level of effort for
the interests of the organization for the achievement of goals (Kuntjoro, 2002; Zurnali, 2010).
The factors that influence organizational commitment are personal, situational and position.
Personal has certain personality traits that are meticulous, extroverted, positive (optimistic),
and tends to be more committed (Dyne and Graham, 2005). In general, a strong commitment
to the organization has been shown to increase job satisfaction, reduce absenteeism and
improve performance (Soekidjan, 2009).
At first there were only two types of competency definitions that developed rapidly,
namely competencies defined as a description of what someone should know or do in order
to carry out their work well, known as technical or functional competencies (technical /
functional competencies) or can be called the terms hard skills and competencies that
describe how one is expected to behave in order to carry out good work known as behavioral
competencies or can be called soft competency (soft skills / soft competency) (Hutapea and
Thoha (2008). According to Spencer and Spencer (1993), there are five types of competency
characteristics that are the foundation for behaving and thinking, namely: (1) motives, traits,
self-concepts, knowledge, and skills Personal competencies in the perspective of public
organizations specifically the House of Representatives, is inseparable from the concept put
forward by several previous researchers including Afiah (2010), Wahyuningsih and Sakti
(2010), and Labay (2012), that personal competence is the ability, knowledge, insight, and
attitude as people's representatives which are used as guidelines in carrying out job
responsibilities in accordance with the standards set by the Regional Legislative, so that
individual members of the Regional Representative can think, behave and act in accordance
with the needs of the community.
Many researchers have different terms in calling Organizational Citizenship Behavior
(OCB). Some researchers refer to OCB as Prosocial Behavior or Extra-role Behavior and
most often call it OCB (Organizational Citizenship Behavior). The idea of Organizational
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Citizenship Behavior was introduced by Organ in the early 1980s, but if it traces far back,
Barnard (1938) has used a similar concept of willingness to cooperate. OCB is innovative
and spontaneous behaviors which state that there needs to be more behavior that is not only
in accordance with what has been standardized to be more flexible and effective. William and
Anderson (1991) interpret the OCB theory, there are two that distinguish between in-role
behavior and extra-role behavior, where in-role behavior is the behavior of employees who
only fulfill the responsibilities specified in their job descriptions. While the extra-role behavior
is if the employee gives a performance that exceeds the limits given in his job description.
Citizenship behavior can improve organizational performance because this extra-role
behavior is a "lubricant" of social machinery in the organization, which can be interpreted that
the presence of this behavior can reduce the occurrence of conflicts between employees and
improve efficiency in the workplace (Borman and Motowildo, 1993)
Performance is a record of the results obtained from certain job functions or activities
over a period of time (Dessler, 2009). Performance is the level of achievement of results for
the implementation of certain tasks or a collection of work results according to quantity,
quality, efficiency and effectiveness of work in achieving goals (Simanjuntak, 2005; Davis,
2005). Performance measures can be used for a number of different purposes. These needs
can start from simply considering the current level of performance, the future or carefully
monitoring a process that is taking place. Measuring performance measures is identifying
those measures that will really help achieve the desired results, then convey them to the right
people. Performance assessment is intended to improve employee performance by
improving performance (Wibowo, 2007).
METHODS OF RESEARCH
This research was conducted in Konawe District and South Konawe Regency,
Southeast Sulawesi Province. The population in this study as well as the unit of analysis
were the members of the Konawe District Regional Representative 30 people and South
Konawe District as many as 35 people in 2017 so the total population was 65 people. Data
collection methods used are survey methods. The analysis technique used in this study is to
test the validity, reliability test, descriptive analysis, and path analysis.
RESULTS AND DISCUSSION
The causality relationship developed in the hypothesis in the research model, which
was tested through the t test (critical ratio). The following table will show the regression
coefficient values (regression wight estimate) and critical ratio (t-count). The hypothesis will
be accepted if the critical ratio (t-count) is greater than 1,960 or the p value ≤ 0.05. The path
analysis model proposed in this study includes 7 (seven) lines of direct and indirect influence
between the independent variable and the dependent variable.
Table 1 – Path analysis results
Direct Effects
Variable

Estimate

Individual commitment  OCB
Personal competency  OCB
Individual commitment  Performance
Personal competency  Performance
OCB  Performance
Independent Variable
Individual commitment
Personal competency

Intervening
Variable
OCB
OCB

0,396
0,252
0,232
0,259
0,502

Standard Error

0,085
0,097
0,108
0,111
0,143
Indirect Effects
Dependent
Variable
Performance
Performance

Source: Data processed.
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Critical
Ratio
4,682
2,599
2,156
2,330
3,520
Estimates
0,199
0,126

PValue
0,000
0,009
0,031
0,020
0,000

Decision
Hypothesis
H1- Received
H2- Received
H3- Received
H4- Received
H5- Received

PValue
0,005
0,036

Decision
Hypothesis
H6- Received
H7- Received
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The effect of individual commitment to OCB based on estimates (coefficient) value of
0.396, the level of influence is significant based on the p-value of 0.000 <0.05. These results
indicate that the increase in the quality of individual commitments will have an impact on
increasing OCB assuming other factors that influence individual commitment are considered
constant. The magnitude of the coefficient value of individual commitment variables towards
OCB reflects the high contribution of these independent variables in determining the high and
low OCB. The statistical results show that the first hypothesis (H1) was declared accepted.
The results of this study are appropriate and relevant to the findings of Fitria, et al. (2015)
and Kurniawan (2015) which reveal a strong influence between commitment to OCB in the
organization. Organizational Citizenship Behavior (OCB) is important to overcome the
complexity of organizational problems in the public sector, the findings of Ibrahim and
Aslinda (2013) positive role of commitment and significant influence on OCB. While the
results of this study are different from the findings of Darmawati, et al. (2013) that
commitment does not have a significant effect on OCB. High commitment is positively
correlated with high motivation and increased performance, independence and "Self Control",
as well as loyalty to the organization. Commitment as an ability and willingness to harmonize
personal behavior with organizational needs, priorities and goals. This includes ways to
develop goals or meet organizational needs, which essentially prioritize the organization's
mission rather than personal interests (Soekidjan, 2009). Individual commitment is a
condition where employees are very interested in the goals, values, and objectives of their
organization. Commitment to the organization means more than just formal membership,
because it includes the attitude of liking the organization and the willingness to seek a high
level of effort for the interests of the organization for the achievement of goals. According to
Zurnali (2010), commitment is a strong and close feeling of a person towards the goals and
values of an organization in relation to their role in efforts to achieve these goals and values.
Organizational commitment can be influenced by personal, situational and positional factors
(Dyen and Graham, 2005).
The effect of personal competence on OCB is based on estimates (coefficients) of
0.252, the level of influence is significant based on the p-value of 0.009 <0.05. These results
indicate that the increase in the quality of personal competencies will have an impact on
increasing OCB assuming other factors that affect personal competence are considered
constant. The magnitude of the coefficient value of the personal competency variable on
OCB reflects the high contribution of these independent variables in determining the high and
low OCB. The statistical results show that the second hypothesis (H2) is declared accepted.
The significant influence of personal competence on OCB is also in line with the findings of
Kurniawan (2014) stating that competence and commitment have a significant effect on
OCB. Human resource competencies, which are considered as factors that create innovation
and value for organizations, are very important for organizations (Serima et al., 2014). While
the results of research from Suhardi and Syaifullah (2017) have different findings, that
competence does not significantly influence organizational citizenship behavior. Competence
refers to behavioral characteristics that describe the motives, traits, self-concepts, values,
knowledge and skills of a person in carrying out their work properly. These characteristics
are not seen and illustrated in the unity of behavior in the form of attitudes. But elements of
competency can be mentioned, namely knowledge, skills, and attitude. There are five types
of competency characteristics that form the basis for behavior and thinking, namely motives,
traits, self-concepts, knowledge, and skills (Spencer and Spencer, 1993).
The effect of individual commitment on performance based on estimates (coefficient)
value of 0.232, the level of influence is significant based on the p-value of 0.031 <0.05.
These results indicate that the increase in the quality of individual commitments will have an
impact on improving performance assuming other factors that influence individual
commitment are considered constant. The magnitude of the coefficient value of individual
commitment variables on performance reflects the high contribution of these independent
variables in determining the level of performance. The statistical results show that the third
hypothesis (H3) is declared accepted. Significant influence between individual commitment
to board performance also has similarities with the research findings of Supiyanto (2015),
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and Irefin and Mechanic (2014), but the results of different studies are suggested by
Parinding (2015) that commitment negatively affects performance. Similarly, the findings of
Nydia (2012) and that commitment does not affect performance, Srimulyani (2017) also
explains its findings that commitment has a negative and not significant effect on
performance. Commitments can be owned by individuals because of several influencing
factors, thus means that individual commitments will not just happen but occur gradually, to
keep individuals always committed, the organization must have a strategy to maintain and
increase individual commitment.
The effect of personal competence on performance based on estimates (coefficients)
of 0.259, the level of influence is significant based on the p-value of 0.020 <0.05. These
results indicate that the increase in the quality of personal competence will have an impact
on improving performance assuming other factors that affect personal competence are
considered constant. The magnitude of the coefficient value of the personal competency
variable on performance reflects the high contribution of these independent variables in
determining the level of performance. The statistical results show that the fourth hypothesis
(H4) is declared accepted. The influence of personal competence on board performance was
also investigated by Ratnasari (2016), but having different findings, namely competence did
not have a significant effect on the performance of the quality department employees. The
findings of Supiyanto (2015) actually emphasize that compensation, competence and
organizational commitment both simultaneously and partially have a significant effect on
employee performance. Labay, et al. (2012) stated that there was a significant and positive
influence between competence, skills, and work motivation on the performance of board
members. Competence as a behavioral dimension behind performance is competent. Named
as behavioral competency because to explain it explains its role well. If behavior is defined
as competence, it can be classified as: 1) understanding what needs to be done in the form
of reasons: critical reasons, strategic capabilities, and business knowledge, 2) making work
done through encouragement, proactive approach, confidence, control, flexibility, interest in
effectiveness, persuasion and influence, and 3) bringing people with motivation,
interpersonal skills, interests with results, persuasion, and influence (Armstrong and Baron,
1998). The competency category consists of task achievement, relationships, personal
attributes, managerial, and leadership (Zwell, 2000). Organizations have the potential to
show optimal performance if they are supported by people who work optimally as well. The
optimal contribution of people in the organization is only possible if these people have the
awareness and ability of their tasks, and this can be done if the person has sufficient
competence in accordance with the field of work.
The effect of OCB on performance based on estimates (coefficient) value of 0.502, the
level of influence is significant based on the p-value of 0.000 <0.05. These results indicate
that the increase in the quality of OCB will have an impact on improving performance
assuming other factors that influence OCB are considered constant. The magnitude of the
OCB variable coefficient value on performance reflects the high contribution of these
independent variables in determining the level of performance. The statistical results show
that the fifth hypothesis (H5) is declared accepted. Moideenkutty, et al. (2005) explained that
OCB plays an important role in increasing work productivity. Employees satisfied with their
jobs tend to often adopt organizational citizenship behaviors (Pavalache-Ilie, 2014).
Wicaksono's research (2012) also corroborates the results of this study that OCB has a
positive and significant effect on performance. Meanwhile, the Kilinc study (2014) states that
the influence between the dimensions of reasonableness (courtesy) of organizational
citizenship (OCB) on employee performance is stated to be insignificant. Citizenship
behavior or extra-role behavior is different from in-role behavior where behaviors are
associated with extrinsic rewards or incentive rewards that are reward and punishment.
While the behavior of extra-roles is generally free from rewards, because this behavior arises
from different motives for personal motivation such as feeling as a "part" of the organization
and "feeling possessed" and feeling satisfied when it can do "something more" to the
organization, feeling dead organization is his responsibility. With citizenship behavior can
improve organizational performance because this extra-role behavior is a "lubricant" of social
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machinery in the organization, which can be interpreted that the presence of this behavior
can reduce the occurrence of conflicts between employees and improve efficiency in the
workplace (Borman and Motowildo, 1993).
The indirect effect between individual commitment to performance through OCB shows
estimates value of 0.199 (19.9 percent) and probability value (sobel test) of 0.005 <0.050.
This shows that individual commitment has an important role in improving performance
significantly through OCB. The statistical results show that the sixth hypothesis (H6) is
declared accepted. The research of Ibrahim and Aslinda (2013), Prasetio, et al. (2017),
Adianita, et al. (2017), and Kurniawan (2014) confirm that individual commitment influences
performance through OCB. Commitment formed by various strategies does not mean that
there is no benefit, the benefits of commitment in the organization are as follows: (a) Workers
who truly show high commitment to the organization have a far greater possibility of showing
a high level of participation in the organization; (b) Having a stronger desire to continue
working for the current organization and can continue to contribute to the achievement of
goals; (c) Fully involve themselves in their work, because the work is a key mechanism and
individual channel to contribute to the achievement of organizational goals. With the
commitment to the organization, individuals have benefits such as sincere and happy when
involving themselves in work, have a stronger desire to continue working in the current
organization and can continue to contribute to achieving goals and have far greater
possibilities to show high level of participation in the organization.
The indirect effect of personal competence on performance through OCB shows an
estimate value of 0.126 (12.6 percent) and probability value (sobel test) of 0.036 <0.050. This
shows that personal competence has an important role in improving performance
significantly through OCB. The statistical results show that the seventh hypothesis (H7) is
declared accepted. Kurniawan's research (2014), Serima, et al. (2014), Supiyanto (2015),
and Labay, et al. (2012) asserted that personal competence influences performance through
OCB. Organizations have the potential to show optimal performance if they are supported by
people who work optimally as well. The optimal contribution of people in the organization is
only possible if these people have the awareness and ability of their tasks, and this can be
done if the person has sufficient competence in accordance with the field of work. This
means that, these people are able to work with the best achievements at this time and in the
future, both in stable situations and in changing situations, without interfering with the work of
others. Thus, a measure of organizational achievement includes the dimensions of time,
situation, and contribution and their impact on the work of others or companies.
The right competencies, which are factors that determine achievement excellence, can be
owned by the organization if the organization has a strong foundation, which is reflected in all
processes that occur within the organization. Organizations must have core competencies
that are strong and in accordance with their core business. Core competencies are those that
belong to all members of the organization that make members of the organization different
from other organizations. Core competencies are usually a component forming the
organization's mission and culture. Core competencies must be strengthened by the
competencies of departments in the organization.
CONCLUSION
Increasing the quality of individual commitment influences the increase in OCB
assuming other factors that influence individual commitment are considered constant. The
magnitude of the coefficient value of individual commitment variables towards OCB reflects
the high contribution of these independent variables in determining the high and low OCB.
Improving the quality of personal competence has an effect on increasing OCB assuming
other factors that influence personal competence are considered constant. The magnitude of
the coefficient value of the personal competency variable on OCB reflects the high
contribution of these independent variables in determining the high and low OCB. Increasing
the quality of individual commitments influences performance improvement by assuming
other factors that influence individual commitment are considered constant. The magnitude
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of the coefficient value of individual commitment variables on performance reflects the high
contribution of these independent variables in determining the level of performance.
Improving the quality of personal competencies influences the increase in performance
assuming other factors that influence personal competence are considered constant. The
magnitude of the coefficient value of the personal competency variable on performance
reflects the high contribution of these independent variables in determining the level of
performance. Improving the quality of OCB will have an effect on the effect of performance
assuming other factors that influence OCB are considered constant. The magnitude of the
OCB variable coefficient value on performance reflects the high contribution of these
independent variables in determining the level of performance. Individual commitment has an
important role in improving performance significantly through OCB. The role of OCB as an
intervening variable is very important in increasing individual commitment to the performance
of board members. Personal competence has an important role in improving performance
significantly through OCB. The role of OCB as an intervening variable is very important in
improving personal competency towards the performance of regional legislative members.
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