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Abstract— This research aims to find out and analyze how much affect the relationship between job promotion and individual 

characteristics on organizational commitment and employee performance. This type of research is quantitative research. Samples in 

the research used saturated samples which are all employees of PT Triteguh Manunggalsejati Makassar Business Unit  (85 people 

consisting of various positions and jobs within the company environment). Data retrieval techniques using questionnaires. In 

processing this research data using SmartPls3. Data analysis techniques used are path analysis. The results showed that individual 

characteristics have a positive effect on organizational commitment and employee performance, while the promotion of positions does 

not affect organizational commitment and employee performance at PT Triteguh Manunggalsejati of Makassar Business Unit. 

Keywords—  job promotion; individual characteristics; organizational commitment; employee performance 

I. INTRODUCTION 

Currently, all companies are required to get a competent workforce in various fields because of the tight competition in 

various national and multinational companies that demand that the human resources contained in the company already have a 

good performance and ability to compete in this era of increasingly sophisticated technology. Regardless, the performance of an 

individual determines the success of a company, the better the employee performance, the better the performance of a company 

in other words the performance of employees is what determines the fully achieved or not the objectives and vision of a 

company's mission. 

Performance is the result of the quality and quantity of work achieved by an employee in carrying out his duties by the 

responsibilities given to him. Rivai and Basri (2005) explained that performance is the result or level of the overall success of a 

person during a certain period in carrying out a task compared to various possibilities, such as standards of work results, targets 

or goals or criteria that have been predetermined in advance have been mutually agreed. In this case, employees can learn how 

much they perform through informal means such as good comments from partners, but performance assessment refers to a 

formal and structured system that measures, assesses, and affects traits related to work behavior and outcomes including the 

level of absence. The focus of performance assessment is to find out how productive an employee is and whether he or she can 

perform equally or more effectively in the future. 

A company will certainly continue to try to develop the potential owned by each of its employees because with good ability 

employees can contribute greatly to the company. One form of appreciation given by the company for achieving good 

performance in employees is by promoting positions. Hasibuan (2008) explained that the promotion of office is a transfer that 

enlarges the power and responsibility of employees to a higher position in an organization so that the obligations of rights, 

status, and income are greater. 

In addition to the promotion of positions, individual characteristics also play an important role in assessing the poor 

performance of employees, Each individual in an organization has a personal characteristic different from the others, this 

attitude is the determining factor whether the individual can maximize each job by putting aside any selfishness. Robbins (2015) 

explained that individual characteristics are certain traits that an individual has that distinguishes them from others which 

include: personal or biographical traits such as age, gender, marital status, personality traits, values and attitudes and the level of 

basic abilities will affect their behavior in the workplace. 

Employee commitment in a company is very important because when employees are not committed then the employee tends 

not to care about the sustainability of the company so that it can trigger various problems both for the employee's own personal 

and for the company. The problem that may arise from an employee's commitment to the company is the attitude and character 

of the individual himself, selfishness and wanting to win himself is a character that can affect an employee's commitment. 
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The commitment of the organization itself is a situation where a person loves his/her membership in the organization and 

does not want to leave his/her status in the organization. Meyer and Allen (In Sopiah, 2008) argue that organizational 

commitment can be interpreted as the extent to which an employee experiences a sense of unity with their organization. 

When employees are satisfied with their work, it will have an impact on their commitment to the organization, the better the 

employee performance, the more potential to get a promotion. But it is undeniable that individual characteristics also play an 

important role in creating good performance. The link is that when an employee is not committed to the organization it will 

affect loyalty, the quality of his work, in this case, will have an impact on his performance, when the employee performs poorly 

then automatically the opportunity to get a promotion is also small. 

PT Triteguh Manunggalsejati is a company engaged in beverages producing drink which brand are  Mountea, Oki Jelly Drink, 

and Coco Drink which is a member of PT Suntory Garuda Beverage (SGB) which is a multinational company whose parent 

company is located in Japan.  

PT Triteguh Manunggalsejati has the vision to inspire everyone's smile "Inspire A Smile" and has the Mission "The Yatte 

Minahare Company" which means the spirit to fight and never give up. Our Goals from PT Triteguh Manunggalsejati itself are 

No downtime, No Defects (Hold), No Complaints, No Quality Troubles, No Accidents, No Rusty, No Leakage, No Shortage.   

In achieving this vision and mission, good cooperation is required between each employee in creating high-quality products. 

Good quality can be produced if employees have good competence and will eventually impact on employee performance, when 

employee performance has been good then the company's goals and mission vision will also be easily achieved. Good product 

quality is measured by the absence of complaints from consumers making an industrial company that can compete with various 

competitors. 

OEE is the achievement of annual yield from the comparison of loading time production and output production results. OEE 

of the companies in 2018, the engine of Line 1 and 2  shows good achievement but not yet one hundred percent this means that 

there are still shortcomings in the implementation of work. 

In 2019 for line 1 experienced a setback in the achievement of performance targets and line 2 increased. As it is known that 

PT Triteguh Manunggalsejati has two engine lines, all of which are run by operators. From the two tables above it can be 

concluded that the performance measured by OEE has a difference each year depending on how much output is achieved 

without any complaints from consumers, consumer complaints can arise when the products offered on the market are not up to 

standard and have production defects. 

From the results of the first observations on the field obtained the fact that there are several complaints both from operational 

employees and staff employees who argue that the lack of rework and promotion of positions received even though they have 

served the company for more than five years. Some respondents complained about the level of satisfaction with the career 

development they received during their work. 

Based on the explanation above, it can be known that employee satisfaction with its performance is still lacking. Individuals 

who are dissatisfied with career development will become less likely to be lazy and disobedient to the rules, lack of 

commitment to the company for example often late and only work refers to sop only but do not want to develop their 

competencies. It becomes a phenomenon that when employees who are supposed to dedicate themselves to work as much as 

possible only work following their wants, which will ultimately have an impact on the quality of performance produced. 

 

II. LITERATURE REVIEW 

A. Job Promotion 

Siagian (2015) explained that promotion is when an employee is moved from one job to another whose responsibilities are 

greater, the level in the hierarchy of the position is higher and the income is greater. Meanwhile, Mondy (2008) explained that 

promotion is a move of a person to a position to a higher level in the organization.   

Manullang (2006) explained that the promotion of office is the promotion of office, namely receiving power and 

responsibility greater than the previous power and responsibility. According to Gauzali Saydam (2005) promotion is a change in 

employment or employee status from a lower level to a higher level 

According to Simamora (2004) said that there are several components of the promotion of office, among others: 

1. Opportunity, promotion of position in the company must pay attention to the suitability between educational 

background and the requirements of the position set by management. 

2. Ability, promotion of positions in the company should be done by considering work experience by also considering the 

creativity of employees in work. 

3. Justice, the company must carry out the promotion of positions fairly by paying attention to the competence of 

employees and considering the performance of employees. 

4. Procedures, promotion of positions in the company must have a standard implementation procedure and be carried out 

following the procedure. 
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B. Individual Characteristics 

The most important resources in an organization are human resources, people who give their energy, talent, creativity, and 

effort to the organization so that an organization can remain in existence, without a good role then an organization will 

experience setbacks. The resources referred to here are human resources that have characteristics such as biographical 

characteristics, personality, perception, and attitude as stated by Sopiah (2008). While Thoha (2003) states that individuals bring 

into the organizational order: ability, personal trust, the expectation of needs, and past experience. These are all characteristics 

that an individual has and these characteristics will be brought into an organization. Meanwhile, according to Thoha (2003) 

promotion of position is a behavior or character that exists in an employee both positive and negative. Meanwhile, Moorhead 

and Griffin (2013) stated that the basic categories of individual characteristics include personality, attitude, perception, and 

creativity. 

Robbins (2003) mentioned that there are several indicators in measuring individual characteristics including: 

1. Ability, the ability is the capacity of an individual to do various tasks in a job. In other words, the ability is a function 

of knowledge and skill. 

2. Value, one's value is based on satisfactory work, enjoyment, relationships with people, intellectual development, and 

time with family. 

3. Attitude, attitude is evaluative statements both favorable and unfavorable regarding objects, people, events.  

4. Interest, interest is an attitude that makes people happy about certain objects or situations, or ideas. This is followed by 

a feeling of pleasure and a tendency to look for the object that is loved. Patterns of interest of a person are one of the 

factors that determine the suitability of the person with his work. People's interest in this type of work also varies. 

C. Organizational Commitments 

Meyer and Allen in Spector (Sopiah, 2008) argue that organizational commitment can be interpreted as the extent to which 

an employee experiences a sense of unity with their organization. Meanwhile, Streets And Potter (1983) in Sopiah (2008) 

revealed that a form of commitment that arises is not only passive loyalty but also involves an active relationship with a work 

organization that aims to give all efforts for the success of the organization concerned. 

Robbins (2008) defines the organization's commitment as a state in which an individual favors the organization and its goals 

and desires to maintain its membership in the organization. Meanwhile, Mathis And Jackson (2006) define the commitment of 

the organization is the level to which employees are confident and accept organizational goals, and wish to live with the 

organization.  

Allen and Meyer (2009) divided the organization's commitment into three components, below: 

1. Affective Commitment, is a situation where employees want to be part of the organization because of emotional 

attachment. 

2. Continuance Commitment, is a situation where the employee persists in an organization because it requires salary or 

other benefits or because the employee does not find another job, because he needs. 

3. Normative Commitment, normative commitment arises from employee values. The employee survives being a member 

of the organization because there is an awareness that committing to the organization is the right thing to do because he 

feels obligated. 

D. Employee Performance 

Performance is the number of efforts that individuals spend on Robbins's work (2001). Meanwhile, according to Bernadin & 

Russell (In Bintoro, 2017) information is a record resulting from the function of a particular work or activity over a certain 

period of time. Furthermore, Sinambela (In Bintoro, 2017) stated that employee performance is defined as the ability of 

employees to perform a certain skill. Employee performance is very necessary because this performance will be known how far 

the employee's ability to carry out the task charged to him. 

Performance is the result or level of success of a person as a whole during a certain period in carrying out a task compared to 

various possibilities, such as standards of work results, targets or goals or criteria that have been determined in advance has 

been mutually agreed (Rivai and Basri, 2005). 

According to Timple in Mangkunergara (2006) performance factors are effectd by two factors below: 

1. Internal factors related to the traits of a person such as good performance due to having the high ability and 

hardworking type. 

2. External factors related to the environment such as the conduct, attitudes, and actions of colleagues, subordinates or 

leaders, work facilities, and the organizational climate. 

Indicators to measure employee performance individually there are six indicators, namely (Robbins, 2006) : 

1. Quality: The quality of work is measured from the employee's perception of the quality of the resulting work as well as 

the perfection of the task to the skills and abilities of employees. 

2. Quantity: is the amount generated expressed in terms such as the number of units, number of activity cycles completed. 
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3. Punctuality is the level of activity completed at the beginning of the stated time, seen from the point of coordination 

with the output results and maximizing the time available for other activities. 

4. Effectiveness is the level of use of organizational resources (energy, money, technology, raw materials) maximized by 

increasing the results of each unit in the use of resources. 

5. Independence: is the level of an employee who will be able to perform his work functions 

6. Work commitment is a level where the employee has a commitment to work with the agency and the responsibility of 

the employee to the company where he/she works. 

 

III. RESULT OF RESEARCH 

A. Path Analysis Model 1 

Effect of Position Promotion variable (X1) and Individual Characteristics (X2) on Organizational Commitment (Y1) 

 TABLE I 

COEFFICIENT OF DETERMINATION 

Model 

1 

Variable R Square 

Job Promotion, Individual 

Characteristics 
0.351 

Source : Processed Data (2020) 

 

TABLE III 
PATH COEFFICIENT MODEL 1 

Model 

1 

Independent Variable Standardized Coefficients Sign 

Job Promotion 0.353 0.064 

Individual Characteristics 0.512 0.000 

   Source : Processed Data (2020) 

 

Based on the Model 1 Path Coefficient table, it can be said that the promotion of positions (X1) and individual characteristics 

(X2) have a significant effect on the commitment of the organization (Y1) because of the significant value of <0.05. rsquare 

value on organizational commitment (Y1) is 0.351 which indicates that the effect of promotion of position (X1) and Individual 

Characteristics (X2) on organizational commitment (Y1) is 35% while the rest is the contribution of factors not contained in this 

study. To get e1 searched by the formula e1 = √((1-0.351)) = 0.805. thus it can be concluded that the equation of path model 1 

is Y1= 0.353(X1) + 0.512(X2)+ 0.805(e1). 

 

B. Path Analysis Model 2 

Effect of Position Promotion (X1), Individual Characteristics (X2), and Organizational Commitment (Y1) on Employee 

Performance (Y2). 

        

TABLE IIIII 
COEFFICIENT OF DETERMINATION 

Model 2 

Variable R Square 

 

Job Promotion, Individual 

Characteristics Promosi, 

Organization Commitment 

0.576 

Source : Processed Data (2020) 
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TABLE IVV 
COEFFICIENT MODEL 2 

Model 

2 

Independent Variable 
Standardized 

Coefficients 
Sign 

Job Promotion 0.052 0.616 

Individual Characteristics  0.182 0.033 

Organization Commitment 0.641 0.000 

     Source : Processed Data (2020) 

 

Based on the Model 2 Path Coefficient table, it can be said that the promotion of positions (X1,) of individual characteristics 

(X2), and organizational commitment (Y1) have a significant effect on employee performance (Y2) due to the value of <0.05 

significance. Rsquare's value on employee performance (Y2) was 0.576 indicating that the contribution of position promotion 

effect (X1), Individual Characteristics (X2), and organizational commitment (Y1) to employee performance (Y2) was 57% 

while the rest was contributions from factors not contained in this study. To get e2 searched by the formula e2= √((1-0.576)) = 

0.651. thus it can be concluded that the equation of path model 2 is Y2= 0.052 (X1)+0.182(X2)+0.641 (Y1)+0.651(e2). 

C. Indirect Effect 

Indirect effect on position promotion-free variables and individual characteristics of bound variables i.e. employee 

performance through organizational commitment as intervening variables are described as follows: 

1. The Effect of Promotion of positions through the Organization's Commitment to Employee Performance 

The direct effect of job promotion on employee performance of 0.052 means that directly the promotion of positions affects 

employee performance by 5.2%. While the indirect effect of job promotion through the organization's commitment to employee 

performance is the multiplication between beta of job promotion to the commitment of the organization with the Beta value of 

the organization's commitment to employee performance of 0.353 x 0.641 = 0.226 means that the promotion of positions 

indirectly has an effect on employee performance by 22.6%. The total effect exerted on employee performance is a direct effect 

coupled with the indirect effect that is, 0.052 + 0.226 = 0.278, meaning that the total effect of job promotion on employee 

performance is 28%. 

2. The Effect of Individuals through Organizational Commitment to Strategic Employees  

The direct effect given by individual characteristics on employee performance is 0.182 meaning that directly individual 

characteristics affect employee performance by 18.2%. While the indirect effect of individual characteristics through an 

organizational commitment to employee performance is the multiplication between individual characteristics beta to an 

organizational commitment with a beta value of organizational commitment with employee performance of 0.512 x 0.641 = 

0.328 means that indirectly individual characteristics have an effect of 32.8% on employee performance. The total effect 

exerted on employee performance is a direct effect coupled with the indirect effect of 0.182 + 0.328 = 0.510, meaning that the 

total effect of individual characteristics on employee performance is 51%. 

IV. DISCUSSION 

A. The Effect of Job Promotion on Organizational Commitment Promosi  

Based on the results of the data for respondents' responses, the results of the promotion of positions have no effect on the 

commitment of the organization. This means that the high or low chance of promotion will not affect the commitment of an 

employee of PT Triteguh Manunggalsejati Bisnis Unit Makassar.  

Hasibuan (2008) explained that By providing promotional opportunities means that the company conducts employee 

development efforts through a clear career path so that employees are motivated to work and excel so that the company's 

operational continuity will be more assured. However, in this study, it is not proven that by promoting the position, employees 

will have a high commitment, on the contrary, that the results obtained in this study employees have a high commitment even 

though the career path is not yet widespread. So it can be concluded that in this study the promotion of positions is not one of 

the determining factors of employee commitment. 

 

B. The Effect of Individual Characteristics on Organization Commitments 

Based on the results of the data process for respondents' responses, the results of individual characteristics have an effect on 

the commitment of the organization. Indicators used in individual characteristics are from Robbin's theory (2008) which 

suggests that individual characteristics can be measured through indicators of the personality, ability, and attitude of an 

employee.  

Streers (1991) in Sopiah (2008) argues that lowly committed employees will have an impact on turnover, high absentee, 

increased work slowness and lack of intensity to survive as employees in the organization, low quality of work, and lack of 
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loyalty to the company. The statement from Streers (1991) proved in this research that the inherent character of employees in 

this company is quite a good judging by the skill in doing the work and the loyalty that exists in the employee so as to give rise 

to a strong commitment to the company. This means that the individual character is one of the determining factors of the 

organization's commitment.          

C. The Effect of Jon Promotion on Employee Performance 

Based on the results of the data for respondents' responses, the results of job promotion have no effect on employee 

performance. This means that the high low chance of promotion will not affect the performance of employees of PT Triteguh 

Manunggalsejati Bisnis Unit Makassar.          

Indicators used in measuring job promotion are indicators from Hasibuan (2008) which explains that job promotion can be 

measured from education, initiative and creativity, and work experience. Theoretically, if every employee has access to 

promotion based on the principle of fairness and objectivity, employees will be encouraged to work more actively, passionately, 

disciplined, and excel.  However, in this study, it is not proven that with the promotion of positions, employee performance will 

increase, on the contrary, that employees have good performance even though they have not received a promotion. So it can be 

concluded that the promotion of positions is not one of the determining factors of employee performance 

D. The Effect of Individual Characteristics on Employee Performance 

Based on the results of processing data for respondents' responses, individual characteristic results have an effect on employee 

performance. This means that the inherent character of an employee can affect his or her performance.  

Robbins (2003) says that everyone has different views, goals, needs, and abilities from each other. It is this difference that will 

be brought to the world of work that will cause the satisfaction of one person with another is different. It is this attitude that will 

also be the deciding factor in whether the individual can maximize his/her every job by putting aside any selfishness. An 

employee who has good characteristics will tend to have good performance, every job he does base on the goals, vision, and 

mission of the company he/she is sheltering. In this research, it can be proven that the good character of an employee can affect 

his performance. So it can be concluded that individual characteristics are one of the determining factors of employee 

performance.  

E. The Effect of Organization Commitment on Employee Performance                                      

Based on the results of the data processing for respondents' responses, the results of organizational commitments have an 

effect on employee performance. This means that the higher an employee's commitment, the better the employee's performance.                                                         

Morgan (1994) in Sopiah (2008) stated that employees have a high organizational commitment if they have trust and accept 

the goals and values of the organization, desire to strive towards achieving the objectives of the organization and have a strong 

desire to survive as a member of the organization. Morgan theory statement (1994) in Sopiah (2008) in accordance with the 

results of the research that employees feel satisfied and proud of the company so as to provide good performance for the 

company. So it can be concluded that the commitment of the organization is one of the determining factors of good employee 

performance. 

F. The Effect of Job Promotion on Employee Performance by Organization Commitment as Mediating                                    

Based on the results of the data for respondents' responses, the results of job promotion have no  effect on employee 

performance through organizational commitment. This means that organizational commitment is not a variable mediting on job 

promotion and employee performance.  

Luthans (2006) explained about management systems that may be able to help companies in solving problems and can 

increase the organization's commitment to employees, namely committed to the main values of human beings, clarifying and 

communicating missions, ensuring social justice, creating a sense of community and supporting employee development. The 

statement of Luthans theory (2006) is not in accordance with this research because the company has not fully supported 

employee development but employees already have a commitment to the company. The conclusion is that the organization's 

commitment cannot mediate the promotion of positions to employee performance. 

G. The Effect of Individual Characteristics on Employee Performance by Organization Commitment as Mediating 

Based on the results of processed data for respondents' responses, individual characteristics have an effect on employee 

performance through organizational commitment. This means that organizational commitment is a variable meditating on 

individual characteristics and employee performance.  

In fact, when an employee has committed to his/her organization, the employee will tend to maximize every competency he 

has so that the performance he produces is satisfactory. Individual characteristics have a big influence on the commitment and 

performance of an employee because, in fact, every employee who has good character will automatically have a commitment to 

the organization because he always thinks that the organization is where he/she shelters and pours every idea and ability he has 

and finally when the employee has a commitment to the organization then he will be impartial and try to maximize his work as 
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best as possible. The theory used in measuring employee performance in this study is Mangkunegara theory (2007) with 

indicators of work quality, the quantity of work, responsibility, and cooperation. 

V. CONCLUSIONS 

The results showed that individual characteristics have a positive effect on organizational commitment and employee 

performance, while the promotion of positions does not affect organizational commitment and employee performance at PT 

Triteguh Manunggalsejati of Makassar Business Unit. 
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