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Abstract: Data on formal sector employment in DKI Jakarta shows a signifi-

cant and negative relationship between investment and employment. Now, in-

dustries are more capital-intensive and prefer to implement automation, IoT 

robotics, and artificial intelligence. The purpose of this study was to build a 

model of the relationship between character, work ability, organizational com-

mitment, and organizational culture as they relate to the performance of formal 

sector employees. The research method was descriptive quantitative. The sam-

pling technique was non-probability sampling.  Samples were determined by 

accidental sampling and were collected from 151 respondents who were for-

mal sector employees of DKI Jakarta. Structural Equation Model applied in 

data processing. The results of the research indicated that Character factor and 

workability have a significant direct influence on employee performance on 

formal sector employees in DKI Jakarta. Only the organizational commitment 

factor is not significantly correlated directly to performance.  Indirect relation-

ship analysis states that organizational culture through organizational commit-

ment correlates with character and workability factors which ultimately have 

an impact on performance. The implication of this research shows that the cre-

ativity factor and environmentally friendly work behavior need to be improved 

by employees. 
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INTRODUCTION 

 The development of automation technolo-

gy, IoT robotics, and artificial intelligence will en-

courage the outsourcing of human labor. The eco-

nomic justification for these conditions comes 

from the assumption that the application of these 

technologies will lead to increased productivity, 

cost-effectiveness, faster return on investment, 

and efficiency of operations and production (Bud-

hwar et al., 2022; Wong and Ngin, 1997; Kshetri, 

2020), helping businesses navigate the uncertainty 

and instability of the global economy (Chowdhury 

et al., 2023), the technology is also more resilient 

to fatigue and general labor issues. (Abuselidze 

and Mamaladze, 2021).  Its application in the field 

of human resources also brings positive effects, 

especially in reducing decision-making bias and 

accuracy issues (Radonjić et al., 2022) so that la-

bor-related decision-making is conducted more 

quickly and efficiently (Sangeeta, 2019; Saxena, 

2020; Singh and Shaurya, 2021; Zhou et al., 2022) 

The application of AI cannot be limited, but its ef-

fects must be harmonized with the conditions of 

small-scale businesses (Cappelli et al., 2019) Its 

alignment is still being debated both academically 

and practically. Because there is still a lot that ne-

eds to be prepared for the industry to be able to 

implement artificial intelligence technology (Jato-

bá et al., 2019; Frank et al., 2019; Johansson et al., 

2019; Premnath and Christ, 2019; Tambe et al., 

2019) Apart from the positive effects, the issue of 

labor transformation to robots, IoT and artificial 

intelligence will bring about unemployment (Ro-

yal Society and British Academy, 2018; US-EU 

Trade and Technology Council Inaugural Joint 

Statement 2022). Data from the World Economic 

Forum in 2020 stated that the productive workfor-

ce in Indonesia amounted to 153 million, with a 

work participation rate of 74 percent, where 47.5 

percent are workers vulnerable to layoffs. Surveys 

on businesses show that 94 percent of industry and 

business owners want job automation (World Eco-

nomic Forum, 2020). The workforce most impact-

ed by automation is the formal sector's low- and 

medium-skilled and educated workforce. (Royal 

Society and British Academy, 2018) For develop-

ing countries with dense populations, employing 

humans is cheaper than using machines and ro-

bots. This technology is inefficient, creates econo-

mic inequality, and exacerbates social imbalances 

due to unemployment (Hadi-Adha et al., 2020; In-

nocenti and Golin, 2022).   

 Human capacity can be developed through 

work character and skills. Investment in the sec-

ond pillar shows the need for the role of work in-

stitutions to have an organizational culture that gu-

arantees dignity, freedom, security, and equality 

for workers. The collaboration of the two pillars is 

expected to produce work results that increase 

profits for all business stakeholders. The employ-

ees must be viewed as a company assets (Deloitte, 

2019). These assumptions are needed to improve 

employee performance on an ongoing basis (An-

driyanty et al., 2022a; Asrarudin, 2021; Rambe et 

al., 2020; Setyawan, 2021a).   

 Based on the data, the percentage of work-

ers involved in the formal sector compared to the 

total number of workers in DKI Jakarta indicated 

a declining trend. Detailed data regarding this can 

be seen in the figure 1.

 

 
Source: BPS RI (2023) 

 

Figure 1. The Progression of the Percentage of Formal Sector Labor in DKI Jakarta 

60

62

64

66

68

70

72

74

2 0 1 4 2 0 1 5 2 0 1 6 2 0 1 7 2 0 1 8 2 0 1 9 2 0 2 0 2 0 2 1 2 0 2 2 2 0 2 3



 WWW.JURNALJAM.UB.AC.ID 

VOLUME 21 ISSUE 3 SEPTEMBER 2023 

 

 
 

JURNAL APLIKASI MANAJEMEN 

 

595 
 

 

 The decrease in the number must be follow-

ed by a significant increase in performance. The 

achievement of the goals of formal sector organi-

zations is highly dependent on increasing the pro-

ductivity and performance of every person invol-

ved in it (Andriyanty et al., 2022b; Asrarudin, 

2021). Currently, in relation to the performance of 

formal sector employees in DKI Jakarta, the con-

ditions of the Covid-19 pandemic, a new work pa-

radigm related to the role of the technology and 

work-from-home management should be develop-

ed (Andriyanty et al., 2021).  

 Human development as a resource is essent-

ial (Andriyanty et al., 2020; Rambey et al., 2021a). 

The workforce can adopt this paradigm by adjust-

ing character, work skills, and commitment thro-

ugh an organizational culture that aligns with the 

values that the workforce believes in itself. Align-

ment between character, hard skill, and commit-

ment of each individual with different organizatio-

nal cultures is needed for high performance. The 

results of research on formal sector labor in DKI 

Jakarta revealed a significant relationship between 

investment and negative labor employment. This 

condition occurred due to the fact that investments 

made in DKI Jakarta were more capital-intensive 

than labor-intensive. Sakernas data for 2021 stated 

that three out of five workers in DKI Jakarta were 

formal sector workers with specialized skills (BPS 

DKI Jakarta, 2021). 

 Businesses must implement an innovation-

focused organizational culture. This adjustment 

will drive the evolution of competencies for the 

organization, its employees, and collectively (Bo-

ucher et al., 2006). Organizations should imple-

ment positive change management (Rambey et al., 

2021b). Research about organizational culture in 

the Greek public sector suggested that a good or-

ganizational culture was an important factor in 

shaping work motivation. Changing the organiza-

tional culture for the better also promoted emplo-

yee motivation without the necessity of additional 

financial costs (Panagiotis et al., 2014). The novel-

ty aspect of this research directs the analysis of the 

effects of job automation on human characteris-

tics, workability, organizational commitment, and 

organizational culture on their performance. In the 

future, humans must be able to work alongside or 

even be replaced by technology. This study is ne-

eded in Indonesia, where the workforce tends to 

be labor-intensive rather than the capital-intensi-

ve. The benefit of the research is to expand the in-

sight for every organization to combine automa-

tion with humans in harmony. Therefore, based on 

the above discussion, the purposes of this research 

are, to analyze the relationship between character 

and the performance of formal sector employees 

in DKI Jakarta. To analyze the correlation betwe-

en hardskill and the performance of formal sector 

employees in DKI Jakarta. To analyze the correla-

tion between the organizational commitment to the 

performance of formal sector employees in DKI 

Jakarta. To analyze the correlation between organ-

izational culture and the performance of formal 

sector employees in DKI Jakarta. To analyze the 

indirect effect of organizational commitment to 

performance through employee hard skills. To an-

alyze the organizational culture through organiza-

tional commitment through character correlates 

with the performance of formal sector employees. 

To analyze the organizational culture through or-

ganizational commitment through hardkills that 

correlate with the performance of formal sector 

employees. 

  

LITERATURE REVIEW  

The Automation and Job Performance 

 Many studies have examined the effects of 

job automation on employment. The European au-

tomotive and garment industries showed that au-

tomation is not yet replacing human labor. Still, 

jobs need to be modified with effects on task com-

plementarity and skill polarization among work-

ers. The effects of automation will be more threat-

ening to the female workforce due to limited par-

ticipation in manufacturing skills manufacturing 

(Anzolin, 2021). Analysis by ILO in the ASEAN 

region shows that three out of five jobs will be at 

risk due to automation, as technology will rapidly 

transform manufacturing and service industries. 

Another finding is that automation affects women, 

less educated workers, and low-wage jobs most 

(International Labour Organization 2016). A study 

in the Norway states that almost forty percent of 

workers feel concerned that smart machines will 

replace their jobs. It depresses job satisfaction am-

ong them. The negative effect is particularly felt 

by employees who perform routine and low-skil-

led tasks. This research also points to the need for 

future research into the impact of smart work devi-
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ces on worker well-being at the individual level 

(Schwabe and Castellacci, 2020). Performance is 

conceptualized as an individual's contribution to 

achieving company or organizational goals (Sch-

mitt and Highouse, 2013).   

 

Organization Commitment 

 The potential success of an organization will 

depend on the commitment of its entire workforce. 

This commitment consists of affective, continuan-

ce, and normative. The employee commitment is 

a well-constructed belief in the goals and values of 

the organization, a willingness to make considera-

ble efforts on behalf of the company/organization, 

and a strong desire to remain a member of the or-

ganization. Employees with high employee com-

mitment will be better at their jobs, spend less time 

away, and are less likely to leave the organization. 

Employee commitment is based on an individual's 

relative ability and involvement in a particular or-

ganization. It shows people's attitudes toward the 

values and goals of the organization. And in a cha-

nging economy, information technology is becom-

ing a tool for the businesses to survive. Companies 

must be able to encourage the employees to com-

mit that technology is not a threat but an opportu-

nity to improve their performance. (Bhargava et 

al., 2021). An aspect that can minimize employee 

insecurity due to robots at work is to increase pos-

itive employee self-affirmation (Yam et al., 2022). 

Research conducted on employees of food, bever-

age, and cigarette companies in the country shows 

that automation supported by employee capabili-

ties will improve performance and reduce produc-

tion costs (Amadi and Konya, 2020). 

 

Corporate Culture 

 Automation, robotics, IoT, and artificial in-

telligence generate anxiety in the employees about 

their existence at work. This anxiety harms a sense 

of job insecurity that ultimately suppresses emplo-

yee performance (Lingmont and Alexiou, 2020a). 

The development of robotic technology forces the 

organizations to manage changes accurately and 

not threaten their operations' stability (Turja et al., 

2022). On this basis, implementing change mana-

gement must become a corporate culture. Organi-

zational culture includes all shared values, beliefs, 

and traditions among individuals in the organiza-

tion. This culture establishes norms of appropriate 

behavior in the workplace for what is right to do 

or wrong. Organizational culture defines the roles 

and expectations that employees and management 

have of each other (Aamodt, 2010). In forming a 

good technology adoption culture among organi-

zational resources, it is necessary to intervene bet-

ween the psychological side of employees and the 

organizational side (Roberts et al., 2021). 

 

HYPOTHESIS DEVELOPMENT 

 The ILO 2022 report on employment trends 

and social conditions in the Asia Pacific is the re-

gion with high economic growth but a declining 

labor market. It is due to capital-intensive invest-

ment with a faster transition to the digital techno-

logy spurred by the COVID-19 pandemic between 

high-skilled and low-skilled workers. Although 

this area is supported by a high labor participation 

rate, it is not followed by labor utilization (Inter-

national Labor Organization 2022). The solution 

required an investment strategy for an agile and 

more cohesive workforce. The strategy must work 

on both sides. The organization must be able to 

transition jobs with empathy and in line with the 

company culture. At the same time, employees un-

dergo training to enhance new job skills that drive 

up performance (World Economic Forum 2020). 

 The antecedents of employee performance 

are the individual's predisposition to the job, job 

satisfaction, job opportunities, values compatible 

with the organization, fairness, co-workers, stress-

ors, and the job itself. These conditions lead to the 

congruence of individual characteristics such as 

affectivity, self-esteem, self-worth, self-efficacy, 

internal locus of control, emotional stability, open-

ness, conscientiousness, extraversion, agreeable-

ness, and work stability. All have a positive effect 

on the job performance (Aamodt, 2010). The most 

significant character constructs were attitudes re-

lated to the friendliness toward fellow employees 

and a positive attitude toward daily work (Hanafi, 

2016). In the Indonesian energy sector, individual 

characteristics also have a positive effect on per-

formance (Mugizi et al., 2015). In the education 

business sector, an employee's character is a key 

predictor of the work commitment (Mugizi et al., 

2015). In the contracting business sector, an indi-

vidual character has a significant effect on job sat-

isfaction, and job satisfaction also has a significant 

impact on employee performance (Wahyunanti et 
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al., 2018). In the interior industry sector, it has 

been shown that performance is influenced by the 

character of the employees (Senen et al., 2018). In 

the trade sector, character plays an important role 

in salesperson's performance (Herjanto and Frank-

lin, 2019). Character factors that affect performan-

ce are religious beliefs, the ability to accept perso-

nal responsibility for the conditions that happened 

to him, and the need for achievement (Boshoff and 

Arnolds, 1995). Research of 389 blue-collar emp-

loyees on their integrity towards workplace safety 

enhances the employee performance (Peker dkk., 

2022), while Liu's study showed that the honesty 

is the cornerstone of ethics and morals, including 

how the economic behavior of production operates 

(Liu et al., 2022) One of the factors that influence 

performance, including job satisfaction, is creativ-

ity (El-Kassar et al., 2022). Specifically, it is expl-

ained that creativity, combined with skills, can re-

duce workplace stress (Çekmecelioglu and Güns-

el, 2011; Bousinakis and Halkos, 2021). Research 

on 455 workers in Vietnam revealed that feedback 

on openness to positive criticism in the workplace 

received by employees has a role in performance 

through moderation of psychological ownership 

based on work (Thu-Trang, 2022). Similarly, it is 

stated that employee performance will be improv-

ed if the results of work evaluation are based on 

targets and consequences of work results. Thus, 

employees will appreciate the results of their work 

more (Chompukum, 2012). The following hypoth-

esis is proposed based on the discussion above: 

H1 : It is hypothesized that employee character is 

directly correlated with performance. 

 

 Work abilities can be both hard skills and 

soft skills. AI technology will generally reduce the 

industry's need for basic cognitive skills such as 

data entry, processing, scheduling, and monitoring 

(Jaiswal et al., 2022). Until now, intuitive intelli-

gence, empathy, sensitivity to culture, and changes 

in surrounding conditions have not been able to be 

implemented by technology as yet (Diyah and Ari-

fah, 2022). Humans can envision, anticipate, sen-

se, and assess changing situations, allowing them 

to move from short-term to long-term problems 

(Harvard Business Review, 2021). It is the differ-

ence between human labor and machine labor. 

 In this research, workability is more focused 

on hard skills, especially the ability to apply tech-

nology to work. The World Economic Forum stat-

ed that in Indonesia, the skill sets of the workforce 

that are in high demand by industry are: 1) creati-

vity, originality, and initiative; 2) ability to solve 

complex problems; 3) active learning and continu-

ous learning strategies, 4) emotional control skills, 

5) analytical thinking and innovation, etc. (World 

Economic Forum, 2020). US research showed that 

factory operators and operational workers were 

more impacted by automation than design and de-

velopment workers (Lawson, 2010). 

 Workability supported by the work faciliti-

es will support employee performance (Andriyan-

ty et al., 2021; Anggraeni and Andriyanty, 2021). 

The results of Safitri and Andriyanty's research in 

2022 stated that for the financial sector employees, 

hard skills have a direct relationship and indirect 

effect through moderation of organizational com-

mitment on performance (Intan-Safitri and Andri-

yanty, 2022). Similar research conducted on front 

liners in the hospitality sector in DKI Jakarta also 

indicated that hard skills significantly influence 

performance (Anggraeni and Andriyanty, 2021). 

Meanwhile, in the porcelain household appliances 

sector, the hard skills will affect the ability to in-

novate technically (Hendarman and Tjakraatma-

dja, 2012a). Similar results were reported by rese-

arch analyzing the performance of the government 

employees in Maluku (Renyut et al., 2017a). Na's 

research suggested that on-the-job training will af-

fect the company's innovativeness (Na, 2021). A 

study of 420 employees in the public service sec-

tor showed that a clear job description can support 

employee performance (Ahmed et al., 2022; Su-

kardi and Yuliadi, 2020). Environmentally friend-

ly behavior also has a significant influence on em-

ployee performance (Ahmed et al., 2023). Hence, 

the company must nurture employees with speci-

fic hard skills (Syafri et al., 2021). The ability to 

environmentally friendly behavior was also signif-

icant in public service organizations in Cambodia 

(Ly, 2023) and the hospitality industry sector (Kim 

et al., 2019). Among the various factors that affect 

an employee's hard skills, systematic factors at 

work shown by working accurately, planning, and 

organizing with good administration are stated to 

influence performance (Koopmans et al., 2011). 

Related to the changing labor market due to expo-

sure to technology, one of the abilities that affect 

work productivity is managing technical informa-
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tion and adopting the technological developments 

(Koopmans et al., 2011; Murad and Amer, 2015). 

Ultimately, the ability of employees to use techno-

logy will improve company performance (Ryu and 

Lee, 2018). The second hypothesis proposed: 

H2 : It is hypothesized that hard skills have a di-

rect correlation to performance. 

 

 Organizational commitment is an important 

issue in employment concerning the effects of di-

rectly and indirectly improving employee perfor-

mance (Rambe et al., 2020; Setyawan, 2021b) and 

indirectly. Indirectly, the commitment was medi-

ated by the employee's learning process and the 

work team's learning process (Atatsi et al., 2019). 

The company's initiatives will significantly influ-

ence the integration of technology adoption into 

human resources (Zahoor et al., 2022a). In the con-

text of organizational commitment, it will affect 

performance (Made et al., 2021; Taruna and Indra, 

2017) and the relationship was a direct relation-

ship (Gruman and Saks, 2011). An analysis of 100 

Coca-Cola employees in Nigeria revealed a gener-

ally high level of the commitment to the company. 

The relationship was quite high (Irefin and Me-

chanic, 2014). Research conducted in Pakistan in-

dicated that affective and normative commitment 

positively and significantly influence employee 

performance (Parveen, 2019). A study in Serbia 

showed that affective commitment and normative 

commitment have a significant effect on organiza-

tional productivity (Đorđević et al., 2020). Orga-

nizational commitment will influence employee 

performance. The factors influencing this commit-

ment were the employees' skills, efforts, and natu-

res and the organization (Suharto et al., 2019). The 

next hypotheses are proposed: 

H3 : It is hypothesized that organizational commit-

ment has a correlation directly with perform-

ance. 

H4 : It is hypothesized that organizational commit-

ment has an indirect correlation to perform-

ance through employee character. 

H5 : It is hypothesized that organizational commit-

ment has an indirect correlation to perform-

ance through employee hard skills. 
 

 

 

 

Figure 2. Proposed Theoretical Research Model 
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 Business entities will always evolve due to 

consumer changes and social and technological 

constraints. This evolution must be responded to 

by implementing an innovation-focused organiza-

tional culture. A good organizational culture will 

drive the development of competency improve-

ment for the company, the employees, and collec-

tively (Boucher et al., 2006; Atatsi et al., 2019; 

Rusu et al., 2016). Research on organizational cul-

ture in the public sector in Greece revealed that a 

good organizational culture was an important fac-

tor in shaping work motivation. Changes in the or-

ganizational culture toward a better direction also 

encourage employee performance without the ne-

ed for additional financial costs (Panagiotis et al., 

2014). A study of employees of forex companies 

in the United Arab Emirates showed that organi-

zational culture strongly influences performance 

(Cherian et al., 2021). A study conducted in News-

paper Company in Malaysia showed that an organ-

izational culture that values work achievement en-

courages employee performance (Sundararajan et 

al., 2020). In the healthcare industry, organizatio-

nal culture has a role in performance through the 

mediation of good leadership and financial mana-

gement (Widyawati et al., 2021). In the analysis of 

port employee performance in Tarakan Kaliman-

tan, it was shown that organizational culture has a 

direct influence on performance. And the work en-

vironments indirect influence on the performance 

(Ekaningsih et al., 2020). An innovation-oriented 

corporate culture will improve their financial sta-

tus (Bataineh et al., 2023; Buck et al., 2023; Cas-

cio et al., 2010). However, a culture of innovation 

that accepts automation should encourage compa-

nies to take risks by retaining employees as the pri-

mary factor in controlling technologies that incre-

ase production while preserving jobs for the com-

munity (Makarius et al., 2020; Margherita and Br-

accini, 2021; Mikalef et al., 2023; Di Vaio et al., 

2020). A corporate culture that promotes automa-

tion but is less authoritarian tends to result in lower 

job satisfaction (Lingmont and Alexiou, 2020b). 

These turbulent conditions encourage companies 

to have a culture to build the relational working re-

lationships. There is social interaction and team-

work, and communication and empathy are shared 

by all employees (Farrow, 2022). The following 

hypotheses are proposed: 

H6 : Organizational culture through organizational 

  commitment through the character correlates 

with the performance of formal sector emplo-

yees. 

H7: Organizational culture through organizatio-

nal commitment through hard skills will cor-

relate with the performance of formal sector 

employees. 

 

METHOD 

 The research was a quantitative study. The 

research was conducted from March 2022 to Janu-

ary 2023. The origin population was unknown, so 

the respondents were determined by non-probabil-

ity sampling, where respondents were selected in-

tentionally. The target respondents who filled out 

the questionnaire were 200 employees across vari-

ous DKI Jakarta regions and valid questionnaires 

that can be processed amount to 151. The questi-

onnaire captured information about the exogenous 

latent construct on a five-point Linkert scale rang-

ing from strongly agree to disagree strongly, whi-

ch was analyzed with the PLS-SEM software. The 

exogenous latent constructs consist of 5 variables: 

character, hardskill, organizational commitment, 

corporate culture, and performance. The following 

paragraphs explain the operational definition of 

each variable. 

 Employee performance is a framework of 

employee behavior to contribute to company goals 

due to the quality and quantity of work employees 

achieve. Performance observation parameters can 

be measured on work results, achievement of work 

targets, timeliness, discipline, cooperation, initia-

tive, behavior, commitment, skills, and knowledge 

(Lay et al., 2020). Employee character is a combi-

nation of individual differences that will signifi-

cantly affect the management of human relations 

and their social demeanor (Goldberg, 1990), the 

relationship between individual employees, and 

the nature and pattern of the work itself (Hackman 

and Oldham, 1976), and individual attitudes regar-

ding the technology administration (Valaei et al., 

2017). One of the experts who examined the relati-

onship of human psychological factors related to 

personality to human response-ability was Raym-

ond B. Catell and characterized as the big five. The 

taxonomy of the five elements is rigor, agreement, 

dependability, emotional stability, and the culture 

(Goldberg, 1990). The explanation above states 

that an employee's personality determines their 
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hard skills. It proxied hard skills as general work-

ability, sustainability, and technological skills (St-

raub et al., 2023). Hard skill is a person's ability to 

gain knowledge academically and technically to 

perform optimally (Widiastuti et al., 2015). Orga-

nizational culture is an organization's shared val-

ues and is different from other organizations. Or-

ganizational culture will reflect its members' shar-

ed values and beliefs that develop over time. Orga-

nizational culture affects the business operations 

of a company/organization because it permeates 

the work behavior of its employees (Tanjoyo et al., 

2021) A solid organizational culture is a key gene-

rator of the employee motivation and commitment 

(Indarti, 2011) A company can stimulate and en-

courage a corporate culture on the learning dimen-

sion by providing resources conducive to continu-

ous learning while enhancing the relevant skills of 

employees  (Zahoor et al., 2022b;  Lingmont and 

Alexiou, 2020). Employee organizational commit-

ment can be defined as an employee's loyalty to 

the organization, willingness to work on behalf of 

the organization, the degree of congruence of ob-

jectives and individual values between the emplo-

yee and the organization, and the employee's in-

tention to remain with the organization. Organiza-

tional commitment is understood as the psycho-

logical attachment that a person perceives toward 

the organization and is a reflection of the extent to 

which the individual internalizes or adopts the 

characteristics or perspectives of the organization 

(Wua et al., 2022).

 

RESULTS  

Respondent Characteristics 

 

Table 1. Descriptive Data of Respondents 

 

Gender   Frequency 

Valid Male 86 

 Female 65 

  Total 151 

Age    

Valid <=20 2 

 21-40 133 

 41-60 16 

  Total 151 

Working experience    

Valid 01-10 135 

 11-20 12 

 21-30 4 

  Total 151 

Education Level    

Valid College Degree 3 

 Bachelor 73 

 Master 14 

 PhD 1 

 Highschool & Equivalent 60 

  Total 151 
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Table 2. Descriptive Data of Respondents 

 

Position   Frequency 

Valid Upper Management 2 

 Supervisor 136 

 Middle Management 13 

  Total 151 

Salary    

Valid < Rp.10.000.000 per month 139 

 > Rp.50.000.000 per month 3 

 Rp.10.000.000 -Rp.20.000.000 per month 6 

 Rp.21.000.000- Rp.30.000.000 per month 2 

 Rp.31.000.000 -Rp.40.000.000 per month 1 

  Total 151 

Business Type    

Valid State-Owned Enterprises 3 

 Fintech 34 

 Security 1 

 Public Agency 24 

 NGO 2 

 Banking 4 

 Service Company 11 

 Manufaktur Company 12 

 Trading Company 11 

 Oil & Gas Company 2 

 Retail & Marketplace 24 

 Property 13 

 Education Institution 10 

  Total 151 

 

Hypothesis Testing Result 

 The path analysis indicated different decisi-

on results between variables. Hypothesis 1 and 2, 

where each p-value was 0.000 (<0.005), revealed 

the influence of the exogenous latent on the endo-

genous latent.   The third hypothesis should be re-

jected since the p-value was 0.730 (> 0.005). It im-

plied that organizational commitment has an insig-

nificant correlation with performance. Detailed 

data can be seen in the table 3. The results of the 

indirect test analysis revealed that all relationships 

analyzed showed significant values. It concludes 

based on a p-value of 0.000-0.001 (<0.005). The 

data can be seen in the table 4.
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Table 3. The Results of Testing Path Analysis 
  

  

Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 
Decision 

Character -> Performance 0.353 0.352 0.084 4.202 0.000 Significant 

Hardskills -> Performance 0.458 0.457 0.114 4.018 0.000 Significant 

Organizational Commitment -

> Performance 
0.031 0.032 0.089 0.346 0.730 Insignificant 

Corporate Culture -> Organi-

zational Commitment 
0.813 0.812 0.035 23.429 0.000 Significant 

Organizational Commitment -

> Character 
0.713 0.712 0.108 6.588 0.000 Significant 

Organizational Commitment -

> Hardskills 
0.653 0.653 0.088 7.400 0.000 Significant 

 

Table 4. The Test Results of the Analysis of Specific Indirect Effects 

 

 

Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 
Decision 

Organizational Commitment -> 

Character -> Performance 
0.252 0.250 0.069 3.677 0.000 Significant 

Organizational Commitment -> 

Hardskills -> Performance 
0.299 0.301 0.093 3.230 0.001 Significant 

Corporate Culture -> Organiza-

tional Commitment -> Character 

-> Performance 

0.205 0.204 0.058 3.563 0.000 Significant 

Corporate Culture -> Organiza-

tional Commitment -> Hard-

skills -> Performance 

0.243 0.244 0.075 3.230 0.001 Significant 

 
DISCUSSION  

The Effect of Employee Character on Perfor-

mance 

 The analysis shows that the first hypothesis 

was accepted. Employees' character significantly 

affected their performance, and the most influenc-

ing factor was creativity. One of the different fac-

tors between human labor and AI labor today is 

creativity. Human workers have the creative abil-

ity to recognize the current state of a job and iden-

tify the feelings of other parties in the business. 

This ability is the main factor that employees must 

develop to maintain their job existence. Compani-

es themselves must remain focused on developing 

their employees' creativity and innovation to grow 

their business in Industry 4.0. (Valaei et al., 2017b; 

Balková et al., 2022; Ibrahim et al., 2018). Efforts 

are made to provide the courses or seminars on ge-

nerating creative thinking and provide suggestions 

on how to utilize the employees' creativity in the 

company (González-González and García-Almei-

da, 2021). The next factors are openness to criti-

cism, integrity, and honesty. The employee char-

acteristics involving openness, conscientiousness, 

extraversion, and neuroticism have a significant 

influence on the workflow experience, which, in 

turn, positively affects the employee or organizati-

onal commitment and the consumer-oriented be- 
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havior (Kim et al.,2019). 

 

The Effect of Hardskills on Performance 

   Employee hard skills also significantly in-

fluenced performance, where the second hypothe-

sis was also accepted. The factor that has the high-

est correlation is eco-friendly working ability. The 

results demonstrated that the implementation of 

green human resources provides benefits both for 

individual employees and for the company. Speci-

fically, each employee has green work outcomes.   

Meanwhile, at the organizational level, green hu-

man resources management benefits by creating 

an environmentally friendly organizational culture 

and work climate, increasing the efficiency of var-

ious resources, forming a positive corporate ima-

ge, and improving economic and environmental 

performance (Suharti and Sugiarto, 2020). Eco-

friendly working ability behavior is empirically 

proven to increase company productivity (Kilu 

and Sanda, 2020). This capability should be devel-

oped, especially in family companies focusing on-

ly on short-term profits (Gunawan and Dhewanto, 

2012). The other factors that affected hard skills 

were the ability to work systematically, good work 

skills, on-the-job training, information technology 

skills, the ability to adopt new technology, and a 

clear job description. The managerial skills requir-

ed will be closely related to employees' hard and 

soft skills. The higher the hard and soft skills, the 

higher the manager's innovation level (Maduko 

and Puche, 2020). Research on employees of por-

celain-based household appliances suggested that 

hard skills influence the non-technical workability 

(Hendarman and Tjakraatmadja, 2012b). 

 

The Effect of Organizational Commitment on 

Performance 

 The third hypothesis based on path analysis 

revealed that organizational commitment has an 

insignificant effect on performance. This conditi-

on was consistent with research on 244 employee 

respondents at the Maluku governor's office in In-

donesia. This research found that organizational 

commitment has a positive effect on performance 

but is not significant. In general, employee com-

mitment has not yet been oriented toward achiev-

ing organizational goals, the quality of work set, 

the quantity of work targeted, and violations of ti-

meliness of work (Renyut et al., 2017b). Some stu-

dies have also resulted in recommendations that 

there was no significant effect of organizational 

commitment on employee performance (Ariyanto, 

2020; Darman et al., 2017; Eliyana et al., 2019; 

Harwiki, 2016; Sulistiono et al., 2020). The study 

conducted on 210 employees in the northwest zo-

ne of Nigeria suggested that the normative com-

mitment has an insignificant effect on employee 

performance. At the same time, affective and con-

tinuance commitments significantly affect emplo-

yee performance (Bello-Jakada et al., 2019).   

 

The Indirect Effect of Organizational Commit-

ment to Performance Mediated by Employee 

Character 

 The fourth hypothesis was accepted, mean-

ing that organizational commitment through char-

acter significantly affects performance. The fifth 

hypothesis asserted that the organizational com-

mitment through employee hard skills significan-

tly affects the performance. The factor that has the 

greatest correlation to organizational commitment 

is employees' long-term commitment. Research 

conducted on 102 employees of four-star hotels in 

Beijing indicated that employee trust and satisfac-

tion in the hospitality sector are important antece-

dents of the three dimensions of the organizational 

commitment. Affective, normative, and continu-

ance commitments have clear and varied effects 

on employees' attitudinal and behavioral loyalty. 

Then, employees' loyal attitudes significantly dri-

ve behavioral loyalty (Yao et al., 2019). Other fac-

tors in order were the desire to remain in the cur-

rent company, the desire to achieve the company's 

goals, one's desire, and a sense of pride in the com-

pany. 

 

The Indirect Effect on Organizational Commit-

ment to the Performance through Hardskills 

 The fifth hypothesis is accepted because the 

p-value is 0.001 (<0.005). It can be concluded that 

organizational culture mediated by organizational 

commitment and hard skills has a significant ef-

fect on performance. Organizational support for 

employee learning orientation that supports tech-

nology-related hard skills and organizational com-

mitment can enhance the impact of technological 

innovation on employee psychological well-being. 

The circumstances will certainly encourage per-

formance (Wua et al., 2022). The relationship be-
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tween organizational commitment and performan-

ce is reflected in an employee's identification with 

the company in terms of the company's culture of 

investing in well-being, which connects the emplo-

yee's future to the company's success. Committed 

employees are willing to receive correct and time-

ly feedback on their productivity to know the stro-

ng and weak sides of their ability to improve per-

formance (Abrahamyan et al., 2014). 

 

The Effect of Organizational Culture through 

Organizational Commitment and Character on 

Performance 

           The sixth hypothesis was accepted, where 

organizational culture through organizational com-

mitment and employee character has a significant 

effect on employee performance. Research condu-

cted on 100 employees of electrical companies in 

Malaysia showed that organizations that support 

employee creativity will lead to positive percepti-

ons. Organizations that allow their employees to 

be creative at work and are willing to provide the 

necessary facilities, infrastructure, and training 

will result in creative thinking and actions among 

their employees (Ibrahim et al., 2016). One mani-

festation of nurturing employee creativity is to 

empower the employees with a wide range of au-

tonomy to organize their work (Çekmecelioglu and 

Günsel, 2011).   

 

The Effect of Organisational Culture through 

Organisational Commitment through Hard-

skills to the Performance of Formal Sector Em-

ployees 

 The seventh hypothesis is that organization-

al culture through organizational commitment and 

employee hard skills has a significant effect on 

employee performance. The factor that most influ-

ences corporate culture is the compatibility of cor-

porate culture with employees' values. The next 

factors were the culture of innovation, cooperati-

on, and the corporate culture that encourages risk-

taking related to business development. Studies 

conducted on the public organizations and private 

companies in Qatar related to green human resour-

ces show that green organizational culture medi-

ates the relationship between environmental con-

cerns and green employee behavior (Al-Swidi et 

al., 2021; Masri and Jaaron, 2017). 

 This study has established and tested a mo- 

del to evaluate individual employee factors and or-

ganizational factors that affect the performance of 

the formal sector employee in Jakarta, using SEM 

methodology. The results showed a strong relati-

onship between those two factors above and em-

ployee performance. The main factors to be pursu-

ed are those that distinguish humans from machi-

nes. The human side is still difficult to replace with 

smart machines and automation. Among them is 

to introduce creativity and environmentally frien-

dly workability behaviors that are built from em-

ployees' character and hard skills. 

 

IMPLICATIONS 

 The theoretical implications of the results of 

this study show that human resource management 

today must harmonize humans with machines. In 

this transition period, employees should focus on 

creativity, sensitivity, and pro-environmental work 

behavior because these factors differentiate hum-

ans and machines. 

 

RECOMMENDATIONS 

 Future research should include socioecono-

mic sustainability by analyzing the contribution of 

job automation that may substitute human job ro-

les. The main limitation of this study was the sam-

ple size. Ideally, this study would involve a larger 

population. The authors declare no competing fi-

nancial, public, or institutional interests. 

 

CONCLUSIONS 

 In the shadows of job automation for formal 

sector workers, it is necessary to study human per-

formance. The influencing factors are vast, but in 

this study, the factors analyzed were related to in-

dustrial psychology. The conclusions that can be 

drawn are as follows: First, the correlation betwe-

en character and the performance of formal sector 

employees in DKI Jakarta was significant. Second, 

there is a significant correlation between hardskill 

work and the performance of formal sector emplo-

yees in DKI Jakarta. Third, the correlation betwe-

en the organizational commitment and the perfor-

mance of formal sector employees in DKI Jakarta 

was insignificant. Fourth, the correlation between 

organizational culture and the performance of for-

mal sector employees in DKI Jakarta was also sig-

nificant. Fifth, there was a significant indirect ef-

fect of organizational commitment to performance 
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through hardskills. Sixth, there was a significant 

indirect effect of organizational culture through 

organizational commitment through character cor-

related with the performance of formal sector em-

ployees. Seventh, the organisational culture thro-

ugh organisational commitment through hardkills 

that correlate significantly with the performance 

of formal sector employees. An interesting resear-

ch finding related to the character of an employee 

is creativity. The factor associated with the hard 

skill variable is eco-friendly working ability. The 

human ability to respond swiftly to changing cir-

cumstances has not yet been replicated by technol-

ogy. 
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