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ABSTRACT 

The objective of this study is to identify the effect of stressors on organizational commitment and how 

organizational commitment affects the performance of police personnel on duty in mining areas. Stressors 

explored in this study consist of Factors Intrinsic to Job, Organizational Context, Role in Organization, 

Relationship at Work, Career Development, and Extra Organizational Factors. The quantitative result indicated 

that organizational context negatively influences organizational commitment. The results also confirm recent 

research regarding the positive effect of commitment on police performance. In general, stressors tested in this 

study found to be less harm to the commitment of police officers working in complex and conflictprone 

economic sectors such as the mining sector. However, it is worth noting that although some stressors do not 

have a significant effect, the negative influence of stressors such as factors Intrinsic to the job and extra 

organizational factors is known to exist and can have a negative impact on commitment.  

Keywords: Commitment, Mining sector, Police, Stressor 

 

INTRODUCTION  

As a country with abundant natural resources, Indonesia has the potential for mining 

materials that can support the country's economy. This potential provides a large enough 

contribution to state revenue. Recognizing these potential, the Indonesian government strives 

to maintain the conduciveness of mining investment through various regulations that support 

the creation of a friendly and supportive mining investment climate. It includes efforts to 

maintain the conduciveness and security of existing mining objects as stated in Presidential 

Decree No. 63 of 2004 concerning the Security of National Vital Objects in conjunction with 

Law No. 2 of 2002 which instructing Indonesian National Police to compile guidelines of 

security system for vital national objects as an effort to provide protection and public 

services.  

The regulation on securing vital national objects is intended to minimize and even prevent the 

impact of disturbances and threats to vital national objects that can result in humanitarian 
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disasters, disruption of government, threats to national security and defense, and the most 

avoided is the destruction of the results of national development. The policy issued by the 

government cannot be separated from the fact that the mining sector is one sector that tends 

to create various problems, especially at the local level. These problems include social, 

economic, legal, and environmental issues. Various studies that examine issues in the mining 

sector reveal that the presence of mining corporations and their activities creates various 

conflicts, especially conflicts at the local level where mining activities take place (Munwarah, 

2015; Resosudarmo et al., 2009; Andrews et al., 2017; Nugraha, 2017). This kind of conflict 

often arises and creates quite severe security problems in various mining areas in Indonesia. 

These various conflicts trigger legal problems that create unfavorable conditions in the 

mining environment (Kadir and Suaib (2020). 

Data from the Indonesian Forum for the Environment (2011) reveals that one of the provinces 

with the potential for mining conflicts in Southeast Sulawesi Province. These conflict areas 

are spread over several prominent mining locations in South Konawe, Konawe Islands, and 

North Konawe. The Southeast Sulawesi Regional Police (2020) data mapping about conflict 

vulnerabilities in mining areas reveals that the conflicts that often arise are those related to 

illegal mining activities and social conflicts involving local and foreign workers that lead to 

security and legal issues.  

Legal problems that often occur in the mining environment require serious attention from 

local and national governments. Law enforcement institutions such as the police have an 

essential role in maintaining the company's operations in carrying out its mining activities. In 

Indonesia, the police at the local level where mining activities take place face their challenges 

in ensuring a conducive mining environment. It puts police officers in a difficult position 

because they have to work in an unfavorable environment that can trigger psychological 

disorders, especially stress (Garbarino, Cuomo, Chiorri, and Magnavita Garbarino et al., 

2013; Lucas, Weidner, and Janisse Lucas et al., 2012). This psychological disorder cannot be 

separated from the fact that the police organization is one of the organizations that is 

considered prone to stress because of its operational nature, which requires the personnel in it 

to work extra in the law enforcement process, which can sometimes threaten personal safety 

(Hammad, 2012; Vuorensyrjä and Mälkiä, 2011; Magnavita and Garbarino 2013). 

Over the decades, stress on police officers has been extensively studied (Brown and 

Campbell, 1990; Mansell and Brough, 2005; Hart et al., 1995; Euwema et al., 2004; Brown, 

2000; Chan, 2007; Toch, 2000). Nevertheless, these various studies, especially recent studies, 

look at these stressful conditions based on settings where police officers typically work, such 

as on-foot traffic control (Hammad et al. 2012; Marois et al., 2019), in border areas ( Nisar 

and Rasheed, 2019), front-line officer (Jonyo, 2015; Duran and Bishop, 2019; Sadiq, 2020). 

Police involvement in conflict-prone sectors such as the mining sector can encourage 

psychological disorders such as stress. As stated by Marois et al. (2019), the work 

environment complexity can influence the stress level of police officers. It may include 

dangerous factors that arise in the work environment in which the police are on duty (He, 

Zhao, & Archbold, 2002; Donald et al., 2005; Vischer, 2007; ) or demands for a heavy and 
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irregular workload (Violanti and Aron, 1994; Sadiq, 2020), that must be followed by the 

police when carrying out monitoring and security in the mining environment.  

Furthermore, the effect of stress on police officers commitment has been widely studied 

(Lambert et al., 2021; Ates and Ihtiyaroglu, 2019; Hunter and Thatcher, 2007; Jeramillo, 

2005; Kuo, 2015), as well as the effect of stress on their performance (Marois et al. al, 2019; 

Vischer, 2007; Nisar, 2019; Jonyo, 2015; Duran et al., 2018; Hammad, 2012; Brunetto, 

2017). However, research related to the effect of stress on the commitment and performance 

of police officers involved in complex and conflict-prone economic sectors such as the 

mining sector has not been widely studied. Therefore, it is crucial to know the extent to which 

stress affects the commitment and performance of police officers in different work 

environment contexts, especially in the mining sector in Indonesia. 

 

LITERATURE REVIEW 

Organizational Commitment 

The existence of an organization is strongly influenced by the organizational commitment 

variable (Ates and Ihtiyaroglu, 2019). High organizational commitment possessed by 

employees can enable them to continue to survive and support organizational achievement 

(Caught and Shadur, 2000; Meyer & Allen, 1997). The organizational commitment represents 

the bond that individuals have to their organization, which is driven by moral support and the 

perceived similarity to the organization's values. Robbins and Judge (2013: 100) view 

organizational commitment as an individual's alignment with organizational goals, shown 

through the desire to maintain the organization membership. Organizational commitment is a 

condition where individuals have a high sense of belonging to the organization and are 

willing to sacrifice to achieve the expected goals.  

Various factors influence organizational commitment. Ly et al. (2021) found that leadership, 

meeting effectiveness, and job satisfaction affect organizational commitment. Nguyen & Ngo 

(2020) found that psychological capital, which comprises four different components: self-

efficacy, optimism, hope, and resilience, has a positive relationship with commitment. 

Kawiana et al. (2021) found that psychological climate influences organizational 

commitment, which also confirms previous research, such as research conducted by Parker et 

al. (2003) and James et al. (1990).  

Job Stressor 

 In general, stress refers to experiences associated with nervousness, tension, and tension 

(Cooke & Rousseau, 1984). Jex and Beehr (1992) define stress as work tension, a reaction or 

result of experience with stressors, covering three areas: psychological/emotional, physical, 

and behavioral. Selye (1980: 6) describes stress as an organism's specific reaction to a 

stimulant that causes change. Stress can also be described as tension or pressure felt at work 

(Motowidlo et al., 1986; Van Dyne etal., 2002). The tension felt by this individual can be in 

the form of psychological or physiological tension (Ünsal, 2012), which can be related to a 
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sense of time pressure, anxiety, and worries related to work tasks (Hunter and Thatcher, 

2007).  

Hunter and Thatcher (2007) state that stressors are antecedents or stimuli of job tension. It 

can arise at the individual level, such as role conflict and role ambiguity, and at the 

organizational level, such as budget cuts and layoffs mergers and acquisitions. The literature 

review conducted by Jaramillo et al. (2005) found that the relationship between the causes of 

stress and stress and its impact on commitment should be viewed in terms of the work 

context. As pointed out by Narayanan et al. (1999) that what constitutes a stressor may differ 

across jobs. It is because different types of work have different environmental variations to 

provide different effects or stimulation to stress.  

In the context of law enforcement, the work carried out by police officers has several 

similarities with other types of work when viewed from the point of view of job interactions 

(Kiely and Peek, 2002). However, there are significant differences in job characteristics 

because police organizations have a more dangerous and stressful work environment than 

most other work environments. In addition, as a public organization, the police have different 

goals from private organizations because this organization is not profit-oriented but is 

oriented towards law enforcement, such as reducing crime and increasing public welfare 

(Jaramillo et al., 2005).  

The peculiarities of police officers' work characteristics as described above also affect the 

causes of stress on the police officers. Kiely and Peek (2002) explained that organizational 

culture in law enforcement is different from most private sector organizations. The law 

enforcement culture is a culture formed in a semi-military manner that is very bound by strict 

rules and is a monopoly in service. 

In addition, the police also have to deal with and serve a heterogeneous and complex society. 

These significant differences in organizational culture produce different stress-causing 

factors.  

In the context of police institutions, various studies identify the antecedents of the 

organizational commitment of police personnel (Sun et al., 2021). Some of these factors are 

related to organizational and job characteristics (Baek, 2020; Frank et al., 2020; Johnson, 

2015; Shim et al., 2015) and factors related to emotional states such as levels of tension, 

psychological well-being, stress from work-family related conflicts, and job satisfaction 

(Nalla et al., 2020; Qureshi et al., 2019).  

Factor Instrinsic to Job  

Work intrinsic factors that cause stress are related to factors that negatively affect mental and 

physical health that arise from environmental conditions in which individuals work (Cooper 

& Marshall, 1976). Kuo (2015) states that these factors can include a poor physical 

environment, hazardous workplace conditions, physical hazards, uncomfortable working 

hours, and excessive workloads. Many of the above factors are experienced by the police 

because they tend to be vulnerable to various risks when carrying out their work. Intrinsic 
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factors that are not good can increase stress on police officers, which can result in 

psychological considerations about their existence in the organization. McCarty and Skogan's 

(2013) research shows that police personnel on duty in the field with high exposure to danger 

are prone to burnout. According to Hakanen, Schaufeli, & Ahola (2008), individuals who feel 

stressed because they feel they do not get sufficient support in carrying out their work will 

tend to have low work involvement, which can reduce organizational commitment.  

H1: Factor Instrinsic to Job negatively influences organizational commitment  

Organizational Context  

According to Cooper and Marshall (1976), employee involvement in the organization, 

especially in decision-making, influences the pressure felt by employees. In the context of the 

work of police officers, semi-military organizations tend not to provide opportunities for 

them in the decision-making process so that it can have an impact on a sense of involvement 

in the organization, which can put pressure on its own. In addition to limited decision 

making, lack of organizational support and unequal or fair workloads become sources of 

stress in the organizational context (Pienaar & Rothmann, 2006). Some of these factors can 

reduce individual work involvement to reduce the sense of belonging within individuals, 

reducing their commitment to the organization (Hakanen, Schaufeli, & Ahola, 2008).  

H2: Organizational Context negatively influences organizational commitment 

Role in Organization  

The roles of employees in an organization include role ambiguity and role conflict being the 

main elements that trigger work stress. Police officers tend to face this problem wherein 

carrying out their duties as law enforcement officers often have to face problems requiring 

them to carry out multiple roles (Mansoor et al., 2011). Police who are required to complete 

tasks quickly will feel an excessive workload, causing them to lose emotion, time, and energy 

(Sadiq, 2020). Wang et al. (2014) stated that stress on police officers arises because they are 

placed in a difficult position in their role so that it can cause emotional reactions as a result of 

job demands that are not per their abilities and resources. Dewe, O'Driscoll, & Cooper (2010) 

argue that when individuals experience stress due to their role in the organization, their job 

satisfaction will decrease, which can negatively affect organizational commitment.  

H3: Role in Organization negatively influences organizational commitment 

Relationship at Work  

Relationships at work are related to the interpersonal relationships that police officers have 

with co-workers, supervisors, and subordinates when in a supervisory role (Cooper and 

Marshall, 1976). Van (2016) revealed that organizational culture factors such as hierarchy 

tend to limit interactions between individuals, which can impact the emergence of stress as 

has been explained that the task of law enforcement is a job that has strict rules and 

supervision so that it can have a psychological impact on police officers in carrying out their 

duties. Thompson et al. (2005) revealed that potentially, relationships at work, both with co-

workers and supervisors, can reduce the adverse effects of stress. Research by Ganster, 
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Fusilier, and Mayes (1986) found that support from supervisors and co-workers is an 

essential source of reducing stress. Thus, if the relationship between individuals and co-

workers and supervisors is not supportive, it can encourage stress and discomfort in the 

organization. Kuo (2015) argues that workplace relationships can negatively influence the 

organizational commitment of police personnel. 

H4: Relationship at Work negatively influences organizational commitment 

Career Development  

Career development is related to employee's perceptions of their future (Cooper & Marshall, 

1976). In a study conducted by Nisar and Rasheed (2020), satisfaction with career 

development dramatically affects the stress of police officers. Burke (1989), who discussed 

the five phases of a career in the police force, found that lower-level police officers such as 

mid-career police officers exhibited high job stress, low job satisfaction, and work-family, 

which impacted their performance. Individuals tend to have high work stress if they feel the 

lack of feedback that the organization can provide for what they have done. It can lead to 

feelings of disappointment and hatred towards the organization so that they will feel the lack 

of value for the benefits that have been provided by the organization, which can lead to a 

decrease in their organizational commitment (Cropanzano et al., 2003).  

H5: Career Development negatively influences organizational commitment  

Extra Organizational Factors 

Extra Organizational Factors relate to external factors that can create tension and stress for 

individuals. Tension arises from factors outside of work, such as elements of social life that 

also affect the work environment. Sadiq (2020), in his research, found that social life, such as 

family conflicts, also affected the level of stress he felt. In mining, police assigned to mining 

areas have difficulty dividing their time between their duties and social life. It tends to cause 

stress, such as the opinion expressed by Mansour and Commeiras (2015) that individuals who 

cannot simultaneously carry out responsibilities related to work and family tend to stress 

because of their inability to share roles triggering work-family conflict, which in turn triggers 

emotions. These emotions affect outside the organization and can also be carried over into the 

organization, which can disrupt the individual's commitment to the organization. 

H6: Extra Organizational Factors negatively influences organizational commitment  

Police Performance  

Performance plays a vital role for individuals and organizations (Saleem, Nauman, and 

Zahra, 2019). Jagannathan (2014) defines employee performance as the results shown by 

financial and non-financial consequences that directly relate to organizational performance 

and success. Mensah (2015) argues that performance can be measured through different 

mechanisms (Mensah, 2015). Regarding the performance of police personnel, Whitaker 

(1982), states that measuring police performance is not accessible because the police 

department performs many different jobs.  
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Furthermore, various factors have a significant influence on improving performance. One of 

them is organizational commitment (Allen & Meyer, 1997). According to Hunter and 

Thatcher (2007), commitment influences job performance through identification and 

internalization. In other words, when individuals can identify themselves as part of the 

organization and internalize it in a high sense of belonging, the individual will be able to 

provide the best for the organization where he works. Individuals will try to achieve and 

show high performance in carrying out the tasks assigned to them because they believe that 

what they do is very important for the achievement of organizational goals and values 

(NGUYEN and NGO, 2020). Recent studies have shown that commitment has a positive 

effect on performance (NGUYEN and NGOs, 2020; Astuty and Udin, 2020)  

H7: Commitmen Factors positively influences performance.  

 

METHOD  

The research is quantitative research by applying a descriptive study. The research apply 

explanatory research which is emphasizes studying the situation or problem to explain the 

relationship between variables (Saunders et al., 2007:134). The population in this study were 

all field police personel totaling 120 people who served 6 Sectoral Police Offices located in 

mining areas in Southeast Sulawesi which were distributed into two regencies where large 

mining companies were located, namely in North Konawe Regency and South Konawe 

Regency. Meanwhile, the sampling technique used the census sampling method by taking the 

entire population as the research sample.  

The five-point Likert scale was employed to rate the questionnaire items, ranging from 1 

indicating strongly disagree and five indicating strongly agree. Stressors as independent 

variables consisting of Factors Intrinsic to Job, Organizational Context, Role in Organization, 

Relationship at Work, Career Development, and Extra Organizational Factors were measured 

by adapting the questionnaire developed by Kuo (2005) by adjusting statement items relevant 

the context of the study. The organizational commitment variable is measured based on 

organizational commitment proposed by Allen and Meyer (1997), consisting of affective 

commitment, continuance commitment, and normative commitment.  

Meanwhile, the measurement of police performance uses indicators for measuring the 

performance of police personnel as regulated in the Regulation of the Head of the National 

Police of the Republic of Indonesia Number 2 of 2018, which consists of leadership, service 

orientation, communication, emotional control, integrity, empathy, organizational 

commitment, initiative, discipline, cooperation, quality, and quantity. Performance 

measurement using standards set by the Indonesian National Police Institute is considered 

relevant for measuring the performance of police officers in this study because these 

performance measurement indicators have different characteristics compared to performance 

measurement in organizations in general. Information was collected through the distribution 

of questionnaires that had previously been tested for validity and reliability. Data analysis 

used the partial least squares structural equation modeling (PLS-SEM) technique by utilizing 
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the Smart PLS 3.0 application program. This technique is suitable for testing hypotheses 

about the observed and latent variables (Hair et al., 2011). There are two stages of 

measurement analysis using this technique: the evaluation of the measurement model or outer 

model and the evaluation of the structural model or inner model. 

 

RESULTS  

Testing for Convergent and Discriminant Validity  

We tested Cronbach's alpha, average variance extracted (AVE), and composite reliability 

(CR) to ensure convergent validity for each construct. Menrut Hair et al. (2011) The 

appropriate threshold values for Cronbach's alpha, AVE, and CR are 0.6, 0.5, and 0.7, 

respectively. In addition, testing is also carried out on each indicator's outer loading, which 

must have a threshold value above 0.6 as suggested by Hair et al. (2011), so items that do not 

reach the threshold should be discarded.  

The results of the outer loading (Figure 2) show that all items have a value greater than the 

threshold value where the loading value is in the range from 0.702 to 0.980 (Table 1). In 

addition, Cronbach's alpha value is above the threshold of 0.6., the average variance extracted 

(AVE) has a value above 0.5., and composite reliability (CR) has a value above 0.7, which 

indicates that all items meet the validity and reliability criteria (Table 3). 1). Furthermore, to 

check discriminant validity, we used the Heterotrait-Monotrite (HTMT) criteria. Henseler et 

al. (2015) proposed checking the validity through this method because it has a higher level of 

specificity and sensitivity (97% to 99%) compared to the cross-loading criteria(0.00%) and 

Fornell-Lacker (20.82%). To determine the threshold in this HTMT test, some authors 

suggest a threshold of 0.85 (Kline, 2011), but in this study,weuse the threshold suggested by 

Gold (2001), who proposes a value of 0.90 as the testthreshold value. The results of Table 2 

indicate that discriminant validity criteriaaremet. 
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Figure 1: Result of Outer Loading 
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Table 1: Reliability and Validity Analysis 

 

      Latent  

Variables 

 

Items 

 

Loadings 

 

Cronbach's 

 Alpha 

 

rho_A 

 

Composite  

Reliability 

Average  

Variance  

Extracted  

(AVE) 

Job 

Performance 

24 0.735-

0.876 

0.976 0.977 0.977 0.644 

Organizational 

Commitment 

12 0.857-

0.882 

0.966 0967 0.970 0.731 

Factor Intrinsic 

to Job 

9 0.786-

0.977 

0.969 1.042 0.970 0.784 

Organizational 

Context 

8 0.868-

0.939 

0.965 0.968 0.970 0.803 

Role in 

Organization 

2 0.924-

0.943 

0.853 0.864 0.931 0.871 

Relationship at 

Work 

6 0.763-.939 0.934 0.940 0.948 0.753 

Career 

Development 

6 0.842-

0.922 

0942 0.943 0.954 0.776 

Extra- 

Organizational 

Factor 

6 0.930-

0.968 

0.980 1.001 0.983 0.907 

 

Tabel 2: Heterotrait-Monotrait Ratio (HTMT) 

 CD EF FJ P C OR RW RO 

CD         

EF 0,183        

FJ 0,154 0,143       

P 0,890 0,184 0,130      

C 0,836 0,126 0,134 0,867     

OC 0,532 0,098 0,061 0,510 0,517    

RW 0,627 0,257 0,172 0,672 0,692 0,831   

R O 0,602 0,035 0,106 0,614 0,625 0,893 0,746  

 

Notes: CD: Career Development; EF: Extra-Organizational Factor; FJ: Factor 
Intrinsic to Job; P: Job Performance; C: Organizational Commitment; OC: 

Organizational Context; RW: Relationship at Work; RO: Role in Organization 

 

 



 
 
 
 

DOI 10.5281/zenodo.6770253 

 

1615 | V 1 7 . I 0 6  
 

Structural Model Results  

Structural model testing is done first by looking at the R2 value of the endogenous construct, 

namely organizational commitment and performance. The value of R2 shows the values of 

0.719, and 0.721 for the organizational commitment construct and the performance construct, 

respectively. The value reflects a high fit to explain over 70% of the variance (Henseler et al., 

2009). Furthermore, a nonparametric bootstrapping test was conducted (Wetzels et al., 2009) 

to see the structural model and test the research hypotheses. Table 3 shows the value of the 

structural model after the PLS analysis is carried out. The analysis results show that of the 

seven hypotheses proposed, there are only two accepted hypotheses, namely hypothesis 2 and 

hypothesis 7.  

Table 3: Structural Model Result 

Hypotheses Original 

Sample (O) 

T Statistics 

(|O/STDEV|) 

P Values Decision 

H1 -0,001 0,019 0,985 Unsupported 

H2 -0,300 2,733*** 0,007 Supported 

H3 0,217 2,803*** 0,005 Unsupported 

H4 0,420 3,656*** 0,000 Unsupported 

H5 0,587 6,141*** 0,000 Unsupported 

H6 -0,043 0,786 0,432 Unsupported 

H7 0,849 14,988*** 0,000 Supported 

Notes: *p < 0.1; ***p <0.01. 
 

DISCUSSION  

The main objective of this study is to identify the effect of stressors on organizational 

commitment and how organizational commitment affects the performance of police personnel 

on duty in mining areas. Stressors consist of Factors Intrinsic to Job, Organizational Context, 

Role in Organization, Relationship at Work, Career Development, and Extra Organizational 

Factors. Based on the inner model analysis results, it is known that there are only two 

accepted hypotheses (H2 and H7). Organizational context negatively influences 

organizational commitment with a critical factor value of 0.007. The organizational context 

explores the response of police personnel related to a conducive and pleasant work climate, a 

fair sifting system, a fair allocation of tasks, and the allocation of other additional tasks. The 

poor perception of police personnel towards the organizational context harms organizational 

commitment, which is in line with research by Pienaar & Rothmann (2006), Hakanen, 

Schaufeli, & Ahola (2008), and Cicei (2012).  

Furthermore, the relationship between commitment to performance was positive and 

significant with a critical factor value of 0.000. The results of this study confirm recent 

research regarding the positive effect of commitment on performance (NGUYEN and NGOs, 

2020; Astuty and Udin, 2020). In the context of law enforcement institutions such as the 

police in Indonesia, the high commitment shown by police personnel cannot be separated 
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from the organizational culture that surrounds the institution. Hunter and Thatcher (2007) 

argue that commitment influences individual performance through identification and 

internalization. Individuals will try to achieve and show high performance in carrying out the 

tasks assigned to them because they believe that what they do is very important for the 

achievement of organizational goals and values (NGUYEN and NGO, 2020).  

Meanwhile, hypothesis 1, which tested the negative effect of the Intrinsic to Job Factor on 

organizational commitment, was insignificant (p > 0.01). Although the first hypothesis is not 

accepted, it appears that the value of the relationship between the Intrinsic to Job Factor and 

commitment is negative. The Intrinsic to Job Factor explores the responses of police 

personnel to the support they receive while performing their jobs. These include support for 

adequate work equipment, hardware equipment, and housing facilities. In addition, this 

intrinsic factor also looks at the nature of the work they do, including job allocation, labor 

adequacy, workload, work hazards, and working hours. Interestingly, although the intrinsic to 

job factor has a negative value, it does not significantly reduce the organizational 

commitment of police personnel assigned to strategic economic objects such as the mining 

sector. It is contrary to the research results by McCarty and Skogan (2013) regarding the 

burnout vulnerability of police personnel on duty in the field with high exposure to danger. 

Furthermore, the results of this study also contradict Hakanen, Schaufeli, & Ahola (2008), 

who found that individuals who do not get support will feel stress, which can reduce their 

work involvement and reduce their organizational commitment.  

Furthermore, Hypothesis 3, which examines the effect of the role in the organization 

construct on organizational commitment, is also rejected where the results of the inner 

loading model show the opposite, namely the role in the Organization construct has a positive 

and significant effect on commitment. The role in organization construct explores the 

response of police officers to their role in the organization, including clarity of job 

descriptions and clarity of laws and regulations that must be obeyed and implemented. 

Because the police institution is an organization that has clear and strict regulations and 

culture, respondents tend to give a positive response to this construct. Clarity of roles in this 

organization encourages high commitment, whereas role ambiguity or role ambiguity can 

reduce organizational commitment (Wang et al., 2014; Dewe, O'Driscoll, & Cooper, 2010)  

Hypothesis 4 examines the negative influences of the Relationship at Work construct on 

organizational commitment. The results of the inner loading show that hypothesis 4 is 

rejected, where the results of the analysis show that the Relationship at Work construct has a 

significant positive effect on commitment. This construct explores an individual's relationship 

with co-workers and their immediate supervisor or supervisor at work. These two sections 

cover relationships in sharing experiences and support provided by colleagues and 

communication and direct supervisor support in decision making. Thompson et al. (2005) 

revealed that relationships at work, both with colleagues and supervisors, can reduce the 

adverse effects of stress and vice versa. The task of law enforcement is a job with strict rules 

and supervision to have a psychological impact on police officers in carrying out their duties. 

However, this does not harm the commitment of the police. In other words, police officers 
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who work in mining areas do not experience difficulties interacting with colleagues and 

superiors. It can happen because the police organization has a clear and structured line of 

command so that they do not face significant obstacles in building relationships in the 

workplace. This rejected hypothesis contradicts the results of Kuo's research (2015).  

Hypothesis 5 examines the negative influence of Career Development negatively on 

organizational commitment. The inner loading construct shows different results, so this 

hypothesis is rejected. Based on the structural model results, it is known that, on the contrary, 

Career Development positively influences organizational commitment. This construct 

explores responses related to career development in police organizations that include 

information, promotion policies, promotion rules, and training provided by organizations to 

improve the quality of work in law enforcement. According to Cropanzano et al. (2003), 

individuals can have high work stress if they feel a lack of feedback from the organization, 

which reduces organizational commitment. However, in the context of the police institution, 

the opposite can happen where clear career paths and procedures are undertaken byper sonnel 

who will carry out promotions are positive aspects that respondents consider. So that it raises 

a positive perception of this construct, mainly if it is associated with the organizational 

commitment they have. The binding laws and regulations in this promotion process make 

them calmer in carrying out their duties. The same applies to the training and self-

development process where police personnel has clear training procedures and schedules. The 

results of this study contradict Burke (1989) and Nisar and Rasheed (2020). 

Hypothesis 6 examines the negative influence of Extra Organizational Factors on 

organizational commitment. Inner loading shows that the effect of this construct on 

commitment is not significant (p > 0.01), so the proposed hypothesis is rejected. This 

construct explores the responses related to the influence of external factors, which include 

personal problems such as family support, financial problems, and family burdens, as well as 

other external issues such as the involvement of politicians, public assessments of police 

performance, and media portrayals of the negative image of the police. Although hypothesis 

6 is not accepted, it appears that the value of the relationship between the extra-organizational 

factor construct and commitment is negative. This value indicates that factors from outside 

the organization, such as personal problems and socio-political problems, negatively 

influence police personnel's commitment. Although this influence is not significant, its 

existence still deserves attention. The results of the analysis on hypothesis 6 are in line with 

the results of Kuo's research (2015) and contradict the results of the research of Dewe, 

O'Driscoll, & Cooper (2010). 

 

CONCLUSION  

Human resources have a vital role in every organization. Recognizing this critical role, 

organizations should pay great attention to their welfare, especially psychological well-being. 

It is because psychological well-being can affect all aspects of human resource performance. 

The theoretical framework in this study explores various stressors and their correlation to the 

commitment and performance of police personnel. These stressors are intrinsic factors to job, 
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organizational context, employee roles in an organization, career development, relationships 

at work, and sources of extra organizational stress such as family, physical or mental illness. 

The results of this study are surprisingly different from previous studies on the relationship 

between stressors and commitment and performance.  

In general, stressors tested in this study did not harm the commitment of police officers 

working in complex and conflict-prone economic sectors such as the mining sector. The only 

negative stressor is the organizational context, which is quite reasonable considering the 

challenging and dangerous work climate that demands high flexibility from the police. 

However, it is worth noting that although some stressors do not have a significant effect, the 

negative influence of stressors such as factors Intrinsic to the job and extra organizational 

factors is known to exist and can have a negative impact on commitment.  

The existence of these two stressors and their negative effect on performance indicate that job 

factors such as resource support and the nature of the job, such as the risk of danger, bad 

physical environment, dangerous workplace conditions, uncomfortable working hours, and 

excessive workload, are indeed experienced by police officers who work in mining areas. In 

addition, external influences such as family and socio-political issues also become an integral 

part that can potentially disrupt the commitment and performance of police personnel. 

Although it does not have a significant effect, the organization should pay attention to these 

two constructs through the support of adequate resources, creating a conducive work climate 

and a balance between personal and organizational life.  

The results indicated that the police officers have a high organizational commitment, which 

can improve their performance. Some stressors proposed in this study are proved to be less 

significant to harm their organizational commitment. It should be noted that the police 

organization has its characteristics compared to other organizations. This peculiarity can be 

seen from the organization's ability to build a strong commitment within individual personnel 

since the personnel first attended education as a police officer. Strong ties and high solidity 

within the police organization are also factors that support the emergence of solid 

commitment even though this organization is identified as an organization that is prone to 

stress.  

The differences in the research results described above open up opportunities for similar 

research to re-examine these various stressors and their relationship to commitment, 

performance, or other variables such as job satisfaction. In addition, the limited number of 

samples and coverage of the research locations can also be a consideration for conducting 

similar research in the future with a larger sample and more excellent coverage of the 

location. 
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