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ABSTRACT

—

The low performance of government agencies in following up audit results of Badan Pemeriksa Keuangan RI (BPK-RI) reflects
their quality in realizing good governance. This study aims to analyze the effect of competence, internal control, and
organizational commitment on the performance of follow-up of the Ministry of Cooperatives and Small and Medium
Enterprises, either directly or indirectly. Data were collected through questionnaires and hypothesis testing was carried out
using path analysis and Sobel test. The results showed that: (1) competence and internal control simultaneously had a positive
and significant effect on organizational commitment; (2) competence partially had a positive and insignificant effect on
organizational commitment; (3) internal control partially had a positive and significant effect on organizational commitment;
(4) competence, internal control, and organizational commitment simultaneously had a positive and significant effect on follow-
up performance; (5) competence partially had a positive and significant effect on follow-up performance; (6) internal control
partially had a positive and significant effect on follow-up performance; (7) organizational commitment partially had a positive
and significant effect on follow-up performance; (8) organizational commitment did not mediate the relationship between
competence and follow-up performance, and (9) organizational commitment partially mediated the relationship between

internal control and follow-up performance.
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Introduction

The preamble to the 1945 Constitution states that one of
the goals of the State of Indonesia is to promote public
welfare. That is, the administration of state government is
intended to create a prosperous society. In carrying out
government functions, the state has consequences for the
emergence of rights and obligations related to state finances.
The President as Head of Government holds the power to
manage state finances as part of government power. To assist
the President, some of these powers are delegated to the
Minister of Finance as Fiscal Manager and Government
Representative in the ownership of separated state assets, as
well as to the Minister/Head of Institutions as Budget
Users/Property Users of the ministries/institutions they lead.
Based on the 1945 Constitution Article 23 Paragraph (1), the
management of state finances is embodied in the State
Revenue and Expenditure Budget (APBN) which is
determined annually by law and is carried out openly and
responsibly for the greatest prosperity of the people. After the
APBN is stipulated in detail by law, its implementation is
further elaborated by a Presidential Decree as a guideline for
ministries/agencies in budget execution.

Law of the Republic of Indonesia Number 15 of 2004
concerning Audit of State Finance Management and
Accountability states that to support the realization of good
governance, state finances need to be managed in an orderly
manner, complying with laws and regulations, efficient,
economical, effective, transparent, and accountable answer
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with due regard to a sense of justice and propriety. Therefore,
it is necessary to carry out an examination of the management
of state finances based on audit standards by the Supreme
Audit Agency of the Republic of Indonesia (BPK-RI) which is
free and independent under the mandate of the 1945
Constitution Article 23E Paragraph (1).

BPK-RI Regulation Number 1 of 2017 concerning State
Financial Audit Standards states that after completing the
audit, BPK-RI prepares an Audit Result Report (LHP) in the
form of a written report submitted to the audited agency
(auditee). In respect of the LHP submitted by BPK-RI, the
leadership of the Government Agency as the auditee is
required to provide answers, explanations, and follow up on
the recommendations contained in the LHP no later than 60
(sixty) days after the LHP is received. BPK-RI then monitors
and reviews the follow-up actions of the auditees periodically
and submits the results of the monitoring to the relevant
auditees along with representative institutions and heads of
government to increase the effectiveness of reporting audit
results and assist the government in improving governance.

To facilitate the management of follow-up monitoring,
BPK-RI has also developed a Follow-Up Monitoring
Information System (SIPTL) to document, administer, and
process monitoring data. However, Suwiknyo (2017) stated
that the agency's compliance in following up on the
recommendations of BPK-RI findings was not optimal. This is
evidenced by the Summary of Semester Examination Results
(IHPS) which contains the results of follow-up monitoring of
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all agencies examined by BPK-RI. Whereas the level of
compliance of this agency is important because it reflects its
quality in accounting for the state budget (BPK-RI, 2016).

This shows that in general, the performance of the
audited agencies (auditees) in completing the follow-up to the
results of the BPK-RI examination is still minimal. As for what
is meant by performance according to Mangkunegara (2006) is
work performance or actual achievement achieved. The lack of
performance in completing the follow-up to the results of the
BPK-RI examination shows that the auditee is still not fast and
responsive even though every year BPK-RI will issue an LHP.
So when the old recommendations have not been followed up
and BPK-RI then issues new recommendations on the results
of the audit in the following year, finally the recommendations
that need to be followed up by the auditee become piled up.
This low follow-up rate is the reason for the importance of
improving agency performance in completing the follow-up to
the results of the BPK-RI examination. The implementation of
follow-up on the results of the examination is part of efforts to
improve government management and failure to implement it
is a waste in the use of state financial resources and apparatus
resources (Ministry of Administrative Reform, 2009).

The Ministry of Cooperatives and SMEs is a
government agency tasked with administering affairs in the
field of cooperatives and micro, small and medium enterprises.
Based on the Monitoring Results Report on the Follow-Up
(LHP PTL) of the Recommendations for the 2017-2021 BPK-
Rl Examination Results, the level of compliance of the
Ministry of Cooperatives and SMEs in completing the follow-
up to the results of the BPK-RI examinations tends to be low
and stagnant in 2017 and early 2018, namely in around 50%
and fluctuated to 73.99% in the first semester of 2021.
Whereas since 2016, BPK has targeted the compliance level of
state agencies that manage finances to reach 75% by 2020.
This means that the Ministry of Cooperatives and SMEs still
need to improve its performance in completing the follow-up
to the results of the BPK-RI examination to realize good
governance. Because this percentage is not solely a compliance
issue but also illustrates the wastage of state resources by the
auditee.

Moreover, the enactment of Presidential Regulation
Number 96 of 2020 concerning the Ministry of Cooperatives
and Small and Medium Enterprises which simplifies the
organizational structure and work procedures of the Ministry
of Cooperatives and Small and Medium Enterprises, of course,
has an impact on the unclear responsibility for completing the
follow-up to the recommendations of the BPK-RI examination
results at the Ministry. Cooperatives and SMEs. Therefore, it is
important to conduct further research at the Ministry of
Cooperatives and SMEs so that the level of compliance with
the completion of the follow-up to the results of the BPK-RI
examination can continue to increase to reflect the realization
of good governance.
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The follow-up performance of the Ministry of
Cooperatives and SMEs cannot be separated from the
performance of the employees who are responsible for
handling follow-up inspection results in all relevant work
units. This is under Fitriastuti's (2013) statement which states
that the success of an organization is influenced by the
individual performance of employees. For this reason,
adequate competence is needed from the employees who are
responsible for handling this matter. Employees with below-
standard work competencies will not work optimally and can
harm the agency because they are the determinants of
achieving organizational goals (Simanjuntak, 2015). What is
meant by competence are skills, knowledge and understanding,
qualities and attributes, a set of values, beliefs, and attitudes
that lead to effective managerial performance (Woodall and
Winstanley, 1998)? Another definition of competence is based
on Government Regulation Number 101 of 2000 concerning
Education and Training of Civil Servants (PNS), namely the
abilities and characteristics possessed by civil servants, in the
form of knowledge, skills, and behavioral attitudes required in
carrying out their duties. Research from Makawi, et al. (2015)
states that the better the competence, the performance will
increase.

Research from Martini et. al. (2018) proves that
employee competence shows a positive influence on employee
performance. Even among other research variables, competence
shows the strongest influence on employee performance.
Rantesalu et. al. (2016) in their research also proves that
competence has a real influence in increasing organizational
commitment and employee performance. The results of these
studies support Rifky's (2018) statement which states that the
agency's lack of speed and responsiveness in following up on
BPK-RI findings could be because the agency does not
understand the problem. This implies that if the Ministry of
Cooperatives and SMEs want to complete the follow-up to the
recommendations on the results of the BPK-RI examination to
be effective, it requires employees who have an understanding
of the contents of the LHP and related provisions and have
adequate skills.

Another factor that affects the follow-up performance
of the Ministry of Cooperatives and SMEs is internal control.
Internal supervision is carried out by the Inspectorate as a
Government Internal Supervisory Apparatus (APIP) under the
laws and regulations (Indonesian Government Internal Auditor
Association (AAIPI), 2013). Based on the Regulation of the
Minister of Cooperatives and SMEs Number
09/Per/M.KUKM/1X/2015 concerning Procedures for Implementing
Internal Supervision within the Ministry of Cooperatives and
SMEs, internal control is the entire process of auditing,
reviewing, evaluating, monitoring, and other supervisory
activities against the implementation of organizational tasks
and functions to provide adequate assurance that activities
have been carried out under established benchmarks
effectively and efficiently for the benefit of the leadership in

realizing good governance. APIP in carrying out its duties is

http://dx.doi.org/10.33642/ijbass.v8nap3
9


https://ijbassnet.com/
http://dx.doi.org/10.33642/ijbass.v8n2p
http://www.cpernet.org/
http://dx.doi.org/10.33642/ijbass.v8n2p3
https://creativecommons.org/licenses/by/4.0/

o
&3
) O 4

obliged to coordinate with, and share information with external
auditors and/or other auditors to increase economic Vvalue,
efficiency, and effectiveness for management (AAIPI, 2013).

Completion of the follow-up to the results of the BPK-
Rl examination is part of the monitoring activities in the
Inspectorate's internal supervision task (Arifin, 2017). What is
meant by monitoring is the process of assessing the progress of
a program/activity in achieving the goals that have been set
(AAIPI, 2013). Research from Pongoliu, et al. (2017) stated
that support from the Inspectorate was needed to oversee the
acceleration of the follow-up completion. With the support
from APIP, it is hoped that the completion of follow-up actions
will be more timely and under the recommendations provided
(Financial and Development Supervisory Agency (BPKP),
2017). Lusiana, et al. (2017) mentions several efforts made by
the Inspectorate in accelerating the completion of follow-up,
including collecting findings, confirming the implementation
of follow-up on inspection results to related work units through
warning letters or warrants, as well as inviting related units and
third parties to discuss the completion of follow-up inspection
results. . These studies confirm that it is necessary to
strengthen the internal oversight role of the Inspectorate if the
Ministry of Cooperatives and SMEs want the follow-up
performance to be effective.

In addition to competence and internal control, another
factor that affects the follow-up performance of the Ministry of
Cooperatives and SMEs is organizational commitment.
Regulation of the Minister of State for the Empowerment of
State Apparatus Number 09 of 2009 concerning General
Guidelines for Monitoring, Evaluation, and Reporting of
Follow-up on the Results of Functional Supervision states that
the main obstacle to implementing follow-up on the results of
functional supervision is the lack of commitment from the
leadership of the Government Agencies that are supervised on
the implementation of follow-up on the results of supervision.
Organizational commitment is defined by Luthans (2006) as a
strong desire to remain a member of a particular organization,
a desire to strive according to the wishes of the organization,
certain beliefs, and acceptance of the values and goals of the
organization. Gibson (1996) defines organizational commitment
as the identification of the sense, involvement, loyalty shown
by workers to their organization or organizational unit.
Employees who have high organizational commitment will
have a close sense of connection with their organization which
can lead to strong positive behavior towards the organization
they have.

Employees will care about the fate of the organization
and try to make the organization a better direction. Therefore,
management must always try to increase employee awareness
to be more attached to the organization (Arijanto and Taufik,
2017). Sapitri's research (2016) proves that organizational
commitment has a positive and significant effect on the
performance of PLN Pekanbaru Area employees. Meanwhile,
Ghoniyah and Masurip (2011) examine employee performance
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which is influenced by the variables of leadership, work
environment, and organizational commitment. The results
show that employee performance will be realized if employees
in the organization are committed to the organization where
they work. These studies imply that employees who have high
organizational commitment are needed who are assigned to
handle the completion of the follow-up to the results of the
BPK-RI examination at the Ministry of Cooperatives and
SMEs so that its implementation can run according to the
expected results.

In addition, several studies also underline that there is
a relationship between competence and internal control on
performance through organizational commitment. This
relationship shows different results, not only has a significant
effect but can have no significant effect or even weaken.
Patulak et. al. (2013) stated that directly employee competence
does not have a significant effect on performance, but
organizational commitment can strengthen the influence
between employee competence and performance. In Hastuti's
research (2018), it is stated that competence has no significant
effect on work commitment, work commitment has a positive
effect on performance, and work commitment cannot be an
intervening variable for the effect of work competence on
performance. Then Sujana's research (2012) found that
competence has a significant effect on organizational
commitment and organizational commitment has a significant
effect on performance, the direction of the influence is
positive.

Regarding supervision, Febriani and Suharnomo
(2018) state that partial supervision has a positive and
significant effect on the organizational commitment variable,
and organizational commitment mediates the relationship
between supervision and performance. The research results of
Nurhawa et. al. (2019) states that supervision does not affect
employee commitment. Meanwhile, Yani and Kristanto (2016)
state that partially supervision has a significant influence on
employee performance, the direction of the influence is
positive. However, in moderation, the characteristics of
organizational commitment can weaken the influence of
supervision on employee performance.
Literature Review

Follow-up Performance

Performance has very diverse definitions. According
to the Big Indonesian Dictionary, performance means the
achievements shown. Robbins and Coulter (2012) state that
performance is the result of an activity. Mangkunegara in Sari
and Hadijah (2016) defines performance as the result of work
in quality and quantity achieved by an employee in carrying
out his duties under the responsibilities given to him.

Moeheriono in Makawi, et al. (2015) defines
performance as the work that can be achieved by a person or
group of people in an organization, both quantitatively and
qualitatively, by their respective authorities and responsibilities
to achieve the goals of the organization concerned legally, not
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violating the law, and under with morals and ethics. Another
understanding of performance is mentioned by Moeheriono in
Syahyuni (2016), which is a description of the level of
achievement of the implementation of an activity program or
policy in realizing the goals, objectives, vision, and mission of
the organization as outlined through the strategic planning of
an organization. Meanwhile, according to Torang in Posuma
(2013), performance is the quantity or quality of the work of
individuals or groups within the organization in carrying out
main tasks and functions that are guided by norms, standard
operating procedures, criteria, and measures that have been
determined or applicable in the organization.

To measure performance, an indicator is needed that
can provide information on the extent to which the
organization has succeeded in realizing the strategic goals set.
Regulation of the Minister of State for Empowerment of State
Apparatus Number: PER/09/M.PAN/5/2007 states that in
government agencies, this performance measurement is carried
out by setting Key Performance Indicators (IKU). In compiling
performance indicators, it is better to meet several criteria,
including specific, measurable, achievable, relevant and has a
time limit. The completion of the follow-up to the results of
the BPK-RI examination is one of the Main Performance
Indicators at the Ministry of Cooperatives and SMEs in 2021
with a minimum compliance target of 75% every semester.

Follow-up performance means progress or completion
of the findings of the BPK-RI examination (Arifin, 2017). In
other words, the follow-up performance is the organization's
achievement in implementing the follow-up recommendations
submitted by BPK-RI in the report on the results of the
examination of BPK-RI. This performance is reflected in the
Monitoring Results Report on the Follow-up to the
Recommendations on the Audit Results of the BPK-RI issued
by the BPK-RI every semester under BPK-RI Regulation
Number 1 of 2017 concerning State Auditing Standards.
Referring to Mangkunegara (2006), indicators of follow-up
performance in this study, namely work quantity and work
quality.

Competence

Competence comes from the word competence, which
means ability, authority, and skill. Some experts are quite
varied in providing an understanding of competence. Dessler
(2011) states that competence is a characteristic shown by a
person, including knowledge, skills, and behaviors that lead to
effective performance. In government agencies, according to
Government Regulation Number 101 of 2000 concerning
Education and Training of Civil Servants (PNS), competence
is defined as the capabilities and characteristics possessed by
civil servants in the form of knowledge, skills, and behavioral
attitudes required in carrying out their duties.

McClelland (1973) explains that job success is not
only determined by intelligence factors but a group of factors
consisting of traits, characteristics, and behaviors called
competencies. According to Woodall and Winstanley (1998),
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competencies are skills, knowledge, understanding, qualities
and attributes, a set of values, beliefs, and attitudes that lead to
effective managerial performance. Dubois and Rothwell in
Rothwell and Kazanas (2003) define competence as the
characteristics needed to be able to achieve the desired work
results. This includes not only knowledge, skills, and attitudes,
but also personality characteristics, levels of motivation, and
other factors that differentiate one person from another. This
statement is under Putri (2015) who says that competence is a
characteristic that underlies a person to perform high in his
work in the form of knowledge, skills, and other abilities or
personality. So far, the characteristics that are often favored are
only knowledge and skills, when in fact behavioral factors
(other abilities including values) or a person's personality can
also determine success in work.

Another factor forming competence is the attitude
which is a way of thinking or what is felt towards something
that is reflected in the form of behavior (Marsam in Dahniar,
2019). This attitude has at least three main aspects, namely
cognitive, affective and conative. Cognitive aspects are aspects
related to thoughts in the form of processing, experience, and
beliefs as well as individual expectations about objects. Then,
the affective aspect involves certain feelings such as fear,
malice, sympathy, antipasti and so on which are aimed at
certain objects. Finally, the conative aspect is a process of
tendency or tendency to do something about the object.
Referring to the view of Dessler (2011), the indicators of
competence in this study, namely knowledge, skills, and
behavioral attitudes.

Internal Monitoring

In the public sector (government) environment, the
term supervision is often used interchangeably with the term
control. Supervision is defined by Robbins and Coulter (2012)
as an activity to monitor, compare and improve work results to
ensure that the work results are under the goals that have been
set. Henry Fayol in Verma, et al. (2013) states that supervision
means verifying whether everything is going according to the
established plans, rules, and policies that have been made. The
goal is to prevent deviations or minimize errors due to
violations in the implementation of plans, misunderstandings
between planners and implementers, lack of job descriptions,
and subordinates who lack mastery of work (Indartono, 2016).

Meanwhile, Revrison in Halidayati (2014) defines
internal control as supervision carried out by supervisory officers
who come from the internal environment of government
organizations. The aim is not only to verify but also to assist
the supervised parties to perform their duties better. Internal
supervision according to The Institute of Internal Auditors,
namely: “an independent, objective assurance, and consulting
activity designed to add value and improve an organization's
operations. It helps an organization accomplish its objectives
by bringing a systematic, disciplined approach to evaluate and
improve the effectiveness of risk management, control, and
governance processes” (AAIPI, 2018).
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In practice, internal control activities are divided into
activities to provide assurance consisting of audits, reviews,
evaluations, and monitoring; and consulting activities
consisting of mentoring, coaching clinics, and other
educational activities (AAIPI, 2018). Referring to this view,
the indicators of internal control in this study are monitoring
and mentoring.

Organizational Commitment

Feldman in Wijaya and Rifa'i (2016) defines
commitment as a person's tendency to involve themselves in
what is done with the belief that the activities carried out are
important and meaningful. Meanwhile, organizational
commitment is a sense of unity, bond, and loyalty expressed
by individuals towards their organization (Steers in Wijaya and
Rifa'i, 2016).

Robbins and Coulter (2012) state that "organizational
commitment is the degree to which an employee identifies
with a particular organization and its goals and wishes to
maintain membership in that organization". According to
McShane and Glinow (2010), organizational commitment is
the emotional attachment, sense identification, and
involvement shown by employees to their organization.
Organizational commitment is formed from the daily life of
employees in understanding the situation and condition of the
organization that arises from a high sense of concern to make
significant changes to the physical and non-physical conditions
of the organization. This forms a strong mental process that
can revive the spirit in the organization by trying to carry out
all organizational activities with full perseverance and
consistency (Wijaya and Rifa'i, 2016).
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Employees who have high organizational commitment
will have a close sense of connection with the organization.
Employees will see themselves as true members of the
organization. This of course can lead to strong positive
behavior from employees towards the organization. Employees
will have mental and physical readiness to be able to do all the
work assigned to them, care about the fate of the organization
and try to make the organization a better direction (Gibson,
1996).

This organizational commitment is not only owned by
individuals but can also be a group. Employees with
organizational commitment will usually have a good
attendance record, be loyal to company policies, and have a
lower turnover rate (Wibowo, 2017). Therefore, organizational
leaders need to give attention and motivation to their
employees so that the level of understanding and awareness of
employees towards the organization increases so that
organizational commitment also increases. Referring to Wijaya
and Rifai'i (2016), the indicators of organizational commitment
in this study, namely affective commitment, continual
commitment, and normative commitment.

Research Methods

Research Design

This research is quantitative research using an
explanatory research approach. The statistical analysis in this
study is descriptive statistics and inferential statistics using
path analysis and Sobel tests. For the location of the research
conducted on employees of the Ministry of Cooperatives and
SMEs. Meanwhile, the time for conducting the research is
December 2020-January 2021.

€1
Competence l 2
(1) Py
Py 13
Organizational Follow-up
PYa2Y
Comm itment Performance
4 Y2y
PY1X> rad PY 2o
Internal Y
Mlomnmtoris
(323

Figure 1. Concept Model

Population and Sample

The population of this study was all employees who
handled the follow-up to the results of the BPK-RI
examination at the Ministry of Cooperatives and SMEs, with
as many as 180 employees spread across various work units.
While the number of samples as many as 125 employees with
the sampling technique using the stratified random sampling
method.

Data Collection Technique

The primary data collection technique in this study
used a questionnaire in which the respondent chose one
condition that best suited him. While secondary data is
obtained through publications in the form of an overview of
the results of the BPK-RI inspection, reports on the results of

https://ijbassnet.com/

follow-up monitoring of the results of the BPK-RI inspections
at the Ministry of Cooperatives and SMEs, profiles and
organizational structures of the Ministry of Cooperatives and
SMEs, relevant laws and regulations, and other publications.

Data Analysis Technique

Before the analysis, the collected data needs to be
processed and tested for quality to ensure that the data can
describe the population under study. The data quality test
consists of 2 (two) kinds, namely the validity test and the
reliability test. Validity tests are carried out to determine how
well the instrument measures certain concepts (Sekaran and
Bougie, 2016). Meanwhile, the reliability test aims to determine
whether the consistency of the measuring instrument is reliable
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and the results remain consistent if repeated measurements are
made.

After testing the quality of the data, before being
analyzed with certain techniques (which are classified as
parametric statistical tests), the data must also meet the
classical assumption test. The classical assumption test is used
to determine whether the research data meets the requirements
for further analysis to answer the research hypothesis
(Gunawan, 2017). Purnomo (2016) states that a linear
regression model is called good if it fulfills several classical
assumptions, namely the residual data is normally distributed,
the absence of multicollinearity, autocorrelation, and
heteroscedasticity. Therefore, the classical assumption test
used in this study includes the normality test, multicollinearity
test, autocorrelation test, and heteroscedasticity test.

Results and Discussion
1) The direct influence of competence and internal control
on organizational commitment

The magnitude of the R Square (r2) is 0.112 so the
magnitude of the influence of competence and internal control
on organizational commitment is simultaneously obtained by
calculating the coefficient of determination (KD), namely r2 x
100% = 11.2%. While the rest of (1-r2) = 88.8% is influenced by
other factors. In other words, the variability of organizational
commitment that can be explained by using the competence
and internal control variables is 11.2% while the effect of
88.8% is caused by other variables outside this model. The
coefficient value 1 = (1-r"2 ) = 0.942.

Testing can be done by comparing the magnitude of
the research F number with the F table or by comparing the
research significance level (sig) with a significance level of
0.05. If the research sig < 0.05, then there is an effect. Based
on the ANOVA table above, the calculation of the significant
number is 0.001 < 0.05, meaning that there is a significant
influence between competence and internal control with
organizational commitment. To see the influence between
competence and internal control partially on organizational
commitment, the T-test is used.

To determine the effect of competence on
organizational commitment, it can be done by comparing the
magnitude of the research t figure with the t table. With a
significance level of 0.05 and degrees of freedom (n-2) = 125 —
2 = 123, the t-table number is 1.98. If the research t > t table,
then there is an effect. Based on table 22 above, it can be seen
that the research t figure is 0.173 < t table 1.98, so HO is
accepted and H1 is rejected. This means that there is no
influence between competence on organizational commitment.
The magnitude of the influence of competence on organizational
commitment is 0.019 or 1.9% so it is considered insignificant.
This is reflected in the significant figure of 0.863 which is
greater than 0.05. Every time there is an increase in
incompetence, it will only affect the increase in the
organizational commitment by 0.019.
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To determine the effect of internal control on
organizational commitment, it can be done by comparing the
magnitude of the research t number with the t table. With a
significance level of 0.05 and degrees of freedom (n-2) = 125-
2 = 123, the t-table number is 1.98. If the research t > t table,
then there is an effect. Based on table 22 above, it can be seen
that the magnitude of the research t number is 2.849 > t table
1.98, then HO is rejected and H1 is accepted. This means that
there is an influence between internal control on organizational
commitment. The magnitude of the influence of internal
control on organizational commitment is 0.322 or 32.2% and is
significant. This is reflected in the significant figure of 0.005
which is smaller than 0.05. Every time there is an increase in
internal control, it will affect the increase in the organizational
commitment by 0.322.

2) The direct influence of competence, internal control, and
organizational commitment on follow-up performance

To determine the effect of competence, internal
control, and organizational commitment simultaneously on the
follow-up performance. The magnitude of the R Square (r2) is
0.482 so that the magnitude of the influence of competence,
internal control, and organizational commitment simultaneously
on the follow-up performance is obtained by calculating the
coefficient of determination (KD), namely r2 x 100% = 48.2%.
While the rest of (1-r2) = 51.8% is influenced by other factors.
In other words, the variability of follow-up performance that
can be explained by using the variables of competence,
internal control, and organizational commitment is 48.2%
while the effect of 51.8% is caused by other variables outside
this model. The coefficient value 2 = (1-r"2) = 0.720.

Testing can be done by comparing the magnitude of
the research F number with the F table or by comparing the
research significance level (sig) with a significance level of
0.05. If the research sig < 0.05, then there is an effect. Based
on the ANOVA table above, the calculation of the significant
number is 0.000 <0.05, meaning that there is an influence
between competence, internal control, and organizational
commitment on follow-up performance.

To determine the effect of competence on follow-up
performance, it can be done by comparing the magnitude of
the research t number with the t table. With a significance level
of 0.05 and degrees of freedom (n-2) = 125-2 = 123, the
magnitude of the t table number is 1.98. If the research t >t
table, then there is an effect. Based on table 25 above, it can be
seen that the magnitude of the research t number is 4.154 > t
table 1.98, meaning that there is an influence between
competence on follow-up performance. The magnitude of the
influence of competence on the follow-up performance is 0.36
or 36% and is significant. This is reflected in the significant
figure of 0.00 which is smaller than 0.05. Every time there is
increased incompetence, it will affect the increase in follow-up
performance by 0.36.

To find out the effect between internal control and
follow-up performance, it can be done by comparing the
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magnitude of the research t number with the t table. With a
significance level of 0.05 and degrees of freedom (n-2) = 125-
2 = 123, the t-table number is 1.98. If the research t > t table,
then there is an effect. Based on table 25 above, it can be seen
that the magnitude of the research t number is 2.527 > t table
1.98, meaning that there is an influence between internal
control and follow-up performance. The magnitude of the
influence of internal control on the follow-up performance is
0.226 or 22.6% and is significant. This is reflected in the
significant figure of 0.013 which is smaller than 0.05. Every
time there is an increase in internal control, it will affect the
increase in follow-up performance by 0.226.

To determine the effect of organizational commitment
with follow-up performance, it can be done by comparing the

Competence
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magnitude of the research t number with the t table. With a
significance level of 0.05 and degrees of freedom (n-2) = 125 —
2 = 123, the t-table number is 1.98. If the research t > t table,
then there is an effect. Based on table 25 above, it can be seen
that the magnitude of the research t number is 4.488 > t table
1.98, meaning that there is an influence between organizational
commitment and follow-up performance. The magnitude of the
effect of organizational commitment on follow-up performance is
0.312 or 31.2% and is significant. This is reflected in a
significant figure of 0.000 which is smaller than 0.05. Every
time there is an increase in organizational commitment, it will
affect the increase in follow-up performance by 0.312.

3) Path Diagram Model Results

=0.019

c1=10.888
ls:= 0,518
BY231 = 0,360
FY13 Follow-up

Organizational

Commitment
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(¥2)
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Figure 2. Results of the Path Diagram Model

Based on the results of the research model above, the
structural equation can be described as follows:
Substructure equation 1: Y_1=0.019 X_1+0.322 X 2+ 1
Substructure equation 2: Y_2=0,360 X_1+ 0,312 Y_1+0,226
X 2+ 2

Sobel Test

Based on the results of the path analysis, it can be seen that

the organizational commitment variable meets the criteria to be
tested as a mediator variable because:

In the equation, the independent variable (X) namely
competence and internal control affects the dependent
variable (), namely the follow-up performance;

In the equation, the independent variable (X) namely
competence and internal control affects the mediator
variable (M), namely organizational commitment;

In the equation, the mediating variable (M), namely
organizational commitment, affects the dependent
variable (Y), namely the follow-up performance.

1. Effect of Competence (X1) on Follow-up Performance
(Y2) through Organizational Commitment (Y1)

Input: Test statistic: Std. Error: p-value:
2 0.021 . Sobeltest: 0.17200635  0.03088839 | 0.86343254 |
b 0253 Aoiantest: 0.16794724  0.0316349%4 | 0.86662479 |
s20.122 ‘Goodman test: 0.17637476 0.03012336 | 0.85099953 |
Sb‘ 0.056 ‘ | Resetall | Calculate |

Figure 3. Sobel Competency Test Results

For = 0.05 (5%), the value of z-table is 1.96. If Z-
count Z-table, then there is an effect. Based on the picture
above, it can be seen that z-count = 0.172. Because z-count <
z-table, it means that there is no influence between
Competence (X1) on Follow-up Performance (Y2) through
Organizational Commitment (Y1). This can also be seen from
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the significance value (p-value) = 0.86 which is greater than
0.05 which means it is not significant. Thus, organizational
commitment does not mediate the influence between
competence and follow-up performance.

2. The Effect of Internal Control (X2) on Follow-Up
Performance (Y2) through Organizational Commitment (Y1)

http://dx.doi.org/10.33642/ijbass.v8nap3

International Journal of Business and Applied Social Science

14


https://ijbassnet.com/
http://dx.doi.org/10.33642/ijbass.v8n2p
http://www.cpernet.org/
http://dx.doi.org/10.33642/ijbass.v8n2p3
https://creativecommons.org/licenses/by/4.0/

o
&3
) O 4

International Journal of Business and Applied Social Science

E-ISSN: 2469-6501

VOL: 8, ISSUE: 2

February/2022

DOI: http://dx.doi.org/10.33642/ijbass.v8n2p3
@ O]

https://creativecommons.org/licenses/by/4.0/

Input: Test statistic: Std. Error: p-value:
a|0.339 | Sobel test: 2.40969529  ||0.03559247 | /0.01596585 |
50253 | Arolantest:| 236853796  ||0.03621095 | /0.01785855 |
s.10.119 |Goodman test: 2.45307552  ||0.03496305 | 0.01416406 |
Sb| 0.056 || Reset all || Calculate |

Figure 4. Sobel Test Results of Internal Control

For = 0.05 (5%), the value of z-table is 1.96. If Z-
count Z-table, then there is an effect. Based on the picture
above, it can be seen that z-count = 2.41. Because z-count > z-
table, it means that there is an influence between Internal
Control (X2) on Follow-up Performance (Y2) through
Organizational Commitment (Y1). This can also be seen from
the significance value (p-value) = 0.016 which is smaller than
0.05 which means significant. Thus, organizational
commitment mediates the influence between internal control
and follow-up performance.

DISCUSSION

Competence is a characteristic possessed by a person,
including knowledge, skills, and behavioral attitudes needed in
the context of carrying out his work duties and responsibilities.
The indicators of competence in this study were adopted from
Dessler (2011), namely knowledge, skills, and behavioral
attitudes.

Based on the results of the descriptive analysis, it is
known that the behavioral attitude indicators provide the
greatest support for the formation of employee competencies at
the Ministry of Cooperatives and SMEs. This is reflected in the
attitude of employees who always seek to find out the
performance achievements of the follow-up to the results of
the BPK-RI examination in the monitoring results report every
semester, are present on time at work, can accept
criticism/input from superiors, and co-workers well, and
always carry out work according to with applicable
regulations. Meanwhile, the knowledge indicator provides the
lowest support for the formation of employee competencies at
the Ministry of Cooperatives and SMEs. This relates to the
understanding of the employee's work objectives in completing
follow-up actions, knowledge in completing follow-up actions,
and understanding the rules relating to examination findings
and follow-up completion procedures.

Next, internal control is an assurance and consulting
activity carried out to increase organizational value and realize
good governance. The indicators of internal control in this
study were adopted from AAIPI (2018), namely monitoring as
a form of guarantee activities and mentoring as a form of
consulting activities.

Based on the results of descriptive analysis, it is
known that the mentoring indicator provides the greatest
support for the establishment of internal control at the Ministry
of Cooperatives and SMEs. This is reflected in the role of the
Inspectorate which carries out an adequate communication
process to ensure that the responsible work unit has understood

https://ijbassnet.com/

the findings and recommendations of the BPK-RI examination
results, provides appropriate direction/input related to efforts
to complete follow-up inspection results to the responsible
work unit, assists the work unit. the person in charge
coordinates with third parties when there are difficulties
verifies the follow-up document on the results of the BPK-RI
examination from the responsible work unit to be reported to
BPK-RI, and bridges communication with the BPK-RI Team
regarding the implementation of the follow-up to the results of
the BPK-RI examination well. Meanwhile, the monitoring
indicators provide the lowest support for the establishment of
internal control at the Ministry of Cooperatives and SMEs.
This relates to the submission of inspection reports and follow-
up monitoring reports to the responsible work unit regularly,
giving time limits to the responsible work unit to follow up on
findings and recommendations from BPK-RI examination
results, monitoring the progress of follow-up completion by
facilitating periodic meetings and informal means with the
responsible work unit, submitting follow-up documents from
the responsible work unit to the BPK-RI accordingly, and
imposing sanctions on the responsible work unit if they do not
follow up on the results of the BPK-RI examination.

Then, organizational commitment is a sense of
attachment that an employee has to his organization which
gives rise to an urge to behave positively for the sake of his
organization. The indicators of organizational commitment in
this study were adopted from Wijaya and Rifai (2016), namely
affective commitment, continual commitment, and normative
commitment.

Based on the results of the descriptive analysis, it is
known that the normative commitment indicator provides the
greatest support for the formation of organizational
commitment at the Ministry of Cooperatives and SMEs. This
is reflected in the views of employees who agree that it is
unethical to move from one organization to another, the
importance of loyalty, the importance of loyalty to the
organization, including reluctance to leave the organization
despite getting a better job offer outside. Meanwhile, the
sustainability commitment indicator provides the lowest
support for the formation of organizational commitment at the
Ministry of Cooperatives and SMEs. This relates to employee
considerations regarding the need to continue working in the
organization, the choices they have when leaving the
organization, and the advantages/disadvantages of leaving the
organization.
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Finally, follow-up performance is an achievement or
work achievement in following up or completing
recommendations on examination results from BPK-RI.
Indicators of follow-up performance in this study were adopted
from Mangkunegara (2006), namely work quantity and work
quality.

Based on the results of descriptive analysis, it is
known that the indicators of work quality provide the greatest
support for the formation of follow-up performance at the
Ministry of Cooperatives and SMEs. This is reflected in the
ability of employees to complete work with a minimum error
rate, responsibility for the work done, the results of employee
work can be understood by superiors and colleagues, trying to
maintain the good name of the organization is doing work, and
administering work in an orderly manner. Meanwhile, the
work quantity indicator provides the lowest support for the
formation of follow-up performance at the Ministry of
Cooperatives and SMEs. This relates to the ability of
employees to complete follow-up to the results of the BPK-RI
examination according to the specified time, not to do other
things that are not related to the main tasks and functions
during working hours, to immediately complete the work
assigned (not to delay until the end of the completion
deadline), keep coming to work even though there is no work
to be done, and the willingness to do additional tasks given.

3. The Influence of Competence and Internal Control on
Organizational Commitment at the Ministry of Cooperatives
and SMEs

Based on the results of the path analysis, it is known
that competence and internal control provide significant
support for increasing organizational commitment at the
Ministry of Cooperatives and SMEs. Increased competence
and internal control together will lead to an increase in
organizational commitment. The results of this study are in
line with research conducted by Aprilia (2019) which shows
that supervision, work environment, and competence
simultaneously have a positive effect on organizational
commitment.

4. The Influence of Competence on Organizational
Commitment at the Ministry of Cooperatives and SMEs

Based on the results of the path analysis, it is known
that competence supports the increase in organizational
commitment at the Ministry of Cooperatives and SMEs, but
not significantly so that it can be said to have no effect.
Competence is not a determining factor for organizational
commitment. Partially increasing employee competence will
not lead to an increase in organizational commitment. Or in
other words, organizational commitment can be realized
regardless of competence. Organizational commitment is
formed from other factors that have a significant influence.

The results of this study are inversely proportional to
the results of research by Sujana (2012), Patulak et. al. (2013),
Rantesalu et. al. (2016), Yamali (2017), and Aprilia (2019)
which show that there is a positive and significant influence

https://ijbassnet.com/

International Journal of Business and Applied Social Science

E-ISSN: 2469-6501

VOL: 8, ISSUE: 2

February/2022

DOI: http://dx.doi.org/10.33642/ijbass.v8n2p3
@ O]

https://creativecommons.org/licenses/by/4.0/

between employee  competence and  organizational
commitment. High employee competence will increase
employee commitment to the organization. However, this
study shows the same results as research conducted by Hastuti
(2018) which states that competence does not affect work
commitment. Competence is not a factor that forms work
commitment.

5. The Effect of Internal Control on Organizational
Commitment at the Ministry of Cooperatives and SMEs

Based on the results of the path analysis, it is known
that internal control significantly increases organizational
commitment at the Ministry of Cooperatives and SMEs.
Internal control is one of the factors that shape organizational
commitment. A partial increase in internal control will lead to
an increase in organizational commitment. Or in other words,
organizational commitment can be realized with high internal
control. Internal control affects organizational commitment
because the evaluation, guidance, direction obtained by
employees from the internal control process makes employees
feel that what they are doing is important and can bring
improvements to themselves and the organization. Employees
also feel considered and cared for by the organization so it
encourages the emergence of employee commitment to their
organization which in the end makes employees always try to
do their best in their work for their organization.

The results of this study are inversely proportional to
the results of research by Aprilia (2019) and Nurhawa et. al.
(2019) which states that supervision does not affect
commitment. However, this is under the results of research by
Febriani and Suharnomo (2018) which showed that partial
supervision had a positive and significant effect on
organizational commitment. The higher the supervision carried
out by the company for its employees, the higher the
employee's commitment to the organization. And vice versa, if
there is a lack of supervision provided by the company to its
employees, the organizational commitment will also decrease.
6. The Influence of Competence, Internal Supervision, and
Organizational Commitment on Follow-Up Performance at
the Ministry of Cooperatives and SMEs

Based on the results of the path analysis, it is known
that competence, internal control, and organizational
commitment provide significant support for increasing follow-
up performance at the Ministry of Cooperatives and SMEs.
Increasing competence, internal control, and organizational
commitment together, will encourage increased follow-up
performance. The results of this study are in line with research
conducted by Aprilia (2019) which shows that supervision,
work  environment, competence, and organizational
commitment simultaneously have a positive effect on
performance.

7. The Effect of Competence on Follow-up Performance at
the Ministry of Cooperatives and SMEs

Based on the results of the path analysis, it is known
that competence significantly supports the improvement of
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follow-up performance at the Ministry of Cooperatives and
SMEs. One of the follow-up performances is determined by
the employee's competence. An increase in employee
competence will partially lead to an increase in follow-up
performance. The better the competence of employees, the
better their performance in completing the follow-up to the
results of the BPK-RI examination. On the other hand, the
lower the competency of the employee, the lower the
performance in completing the follow-up to the results of the
BPK-RI examination. Competence can affect performance
because employees who have high competence have the
knowledge, skills, and behavioral attitudes needed to produce
good work. The employee understands the goals to be
achieved from his work and always strives to improve self-
quality which in turn can improve performance.

The results of this study are inversely proportional to
the results of research by Patulak et. al. (2013) and Aprilia
(2019) which state that competence does not affect
performance. However, this is under the results of the Cultural
Research (2019) which states that the lack of HR competence
is a factor that makes it difficult to complete the follow-up to
the results of the BPK-RI examination. In addition, research by
Sujana (2012), Wardhana et. al. (2015), Rantesalu et. al.
(2016), Yamali (2017), Hastuti (2018), Kawiana et. al. (2018),
Martini et. al. (2018), and Irvan (2019) also mention that
competence partially has a significant effect on employee
performance.

8. The Effect of Internal Supervision on Follow-Up
Performance at the Ministry of Cooperatives and SMEs

Based on the results of the path analysis, it is known
that internal control provides significant support for increasing
follow-up performance at the Ministry of Cooperatives and
SMEs. Internal control is one of the factors that shape the
follow-up performance. Partially increased internal control will
improve follow-up performance. The higher the internal
control, the better the follow-up performance will be. On the
other hand, the lower the internal control, the lower the follow-
up performance. Internal supervision can affect follow-up
performance because monitoring and assistance activities
carried out in the supervision process can prevent deviations,
misunderstandings or minimize errors in the implementation of
work. In other words, internal control ensures that the work is
carried out as planned and helps the supervised party to carry
out their duties better to improve performance.

The results of this study are inversely proportional to
the results of research by Rantelangi et. al. (2017) and Aprilia
(2019) which state that internal control has a negative and
insignificant effect on performance and research by
Sahusilawane (2020) which states that internal control does not
affect organizational performance. However, this is under the
results of Arifin's research (2017) which states that monitoring
activities have a positive effect on the completion of the
follow-up to the recommendations of the BPK examination
findings. In addition, research by Yani and Kristanto (2016),
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Nurhawa et. al. (2019), and Lee and Kusumah (2020) also
mention that supervision has a positive influence on
performance.

9. The Effect of Organizational Commitment on Follow-Up
Performance at the Ministry of Cooperatives and SMEs

Based on the results of the path analysis, it is known
that organizational commitment encourages a significant
increase in follow-up performance at the Ministry of
Cooperatives and SMEs. Organizational commitment is one of
the factors that determine follow-up performance. An increase
in organizational commitment will partially lead to an increase
in follow-up performance. The higher the organizational
commitment, the follow-up performance will also be high. On
the other hand, the lower the organizational commitment, the
lower the follow-up performance. Organizational commitment
can affect performance because employees who have high
organizational commitment will have an emotional attachment
to their organization, accept the values and goals of the
organization and try hard according to the wishes of the
organization. This of course can lead to strong positive
behavior from employees towards the organization. The
employee will always show involvement in his organization
and try to make the organization a better direction which
ultimately encourages increased performance.

The results of this study are inversely proportional to
the results of Sahusilawane's (2020) research which states that
organizational commitment does not affect performance.
However, this is under research conducted by Lusiana et. al.
(2017) and Putera (2019) which stated that the lack of
organizational commitment was one of the obstacles in
following up on the results of the BPK-RI examination. The
results of this study are also the same as the research
conducted by Sujana (2012), Patulak et. al. (2013), Yamali
(2017), Rantelangi et. al. (2017), Febriani and Suharmono
(2018), Kawiana et. al. (2018), Hastuti (2018), Aprilia (2019),
and Nurhawa et. al. (2019) which states that organizational
commitment has a significant influence on performance.

10. The Effect of Competence on the Follow-up Performance
of the Ministry of Cooperatives and SMEs through
Organizational Commitment

Based on the results of the path analysis, it is known
that organizational commitment is not an intervening variable
that mediates the relationship between competence and follow-
up performance at the Ministry of Cooperatives and SMEs.
Organizational commitment is only a moderating variable that
strengthens the support provided by competence for a follow-
up performance.

This can also be seen from the results of the Sobel Test
which shows that there is no influence between competence on
follow-up performance through organizational commitment.
This means that in this study, organizational commitment is
not a mediator in the relationship between competence and
follow-up performance. Organizational commitment does not
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mediate the relationship between competence and follow-up
performance.

The results of this study are inversely proportional to
the results of research by Rantesalu et. al. (2016) which shows
that organizational commitment mediates the relationship
between competence and performance and the results of
Yamali's research (2017) which states that organizational
commitment partially mediates the effect of competence on
performance. However, this is under the results of research by
Patulak et. al. (2013) and Hastuti (2018) which states that
commitment does not mediate the effect of competence on
performance (not as an intervening variable).

11. The Effect of Internal Supervision on the Follow-up
Performance of the Ministry of Cooperatives and SMEs
through Organizational Commitment

Based on the results of the path analysis, it is known
that organizational commitment is not an intervening variable
that mediates the relationship between internal control and
follow-up performance. However, the results of the Sobel Test
show that there is an influence between internal control and
follow-up performance through organizational commitment.
Organizational commitment can mediate the effect of internal
control on the follow-up performance significantly.

Based on the results of the path analysis and the Sobel
test, it can be concluded that organizational commitment
partially mediates the relationship between internal control and
follow-up performance. This is because before including the
organizational commitment variable, the effect of competence
on the follow-up performance was significant and after
including the organizational commitment variable, the effect
remained significant. Thus, organizational commitment is
expressed as a partial mediation variable.

The results of this study are different from the results
of research by Yani and Kristanto (2016) which states that
organizational commitment weakens the influence of
supervision on performance. However, this is under the results
of research by Febriani and Suharmono (2018) and Nurhawa
et. al. (2019) which shows that organizational commitment
mediates the relationship between internal control and
performance.

Conclusions and Recommendations

Conclusion

a. Competence and internal control together provide

significant support for increasing organizational

commitment at the Ministry of Cooperatives and

SMEs.

b. Competence supports the increase in organizational

commitment at the Ministry of Cooperatives and

SMEs, but not significantly so that it can be said to

have no effect.

c. Internal supervision encourages a significant

increase in organizational commitment to the Ministry

of Cooperatives and SMEs.
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d. Competence, internal control, and organizational

commitment together provide significant support for

increasing follow-up performance at the Ministry of

Cooperatives and SMEs.

e. Competence supports the improvement of follow-up

performance at the Ministry of Cooperatives and

SMEs significantly.

f. Internal supervision provides significant support for

the improvement of follow-up performance at the

Ministry of Cooperatives and SMEs.

g. Organizational commitment has led to a significant

increase in follow-up performance at the Ministry of

Cooperatives and SMEs.

h. Organizational commitment does not mediate the

relationship between competence and follow-up

performance.

i. Organizational commitment mediates partial (partial

mediation) the relationship between internal control

and follow-up performance.
Suggestion

This research is expected to be used as input and
reference for the Ministry of Cooperatives and SMEs to take
policies or decisions that are deemed necessary to improve
follow-up performance.

a. Follow-up performance

The Ministry of Cooperatives and SMEs need to pay
attention to the work quantity indicator which gives the lowest
value to the formation of follow-up performance, especially by
reducing things that can interfere with the employee's focus in
achieving their work targets, for example by not providing
work outside the main duties and functions of the employee
and not charging an employee. work for certain employees
only because this will make the distribution of work uneven
and the available human resources are not optimized properly,

b. Competence

The Ministry of Cooperatives and SMEs need to pay
attention to the knowledge indicator that gives the lowest score
for competency formation, especially related to employee
understanding of the rules relating to the completion of follow-
up to the results of the BPK-RI examination, for example by
frequently holding regular meetings to discuss the obstacles
experienced or socializing the latest policies and progress in
completing the follow-up to the results of the BPK-RI
examination so that all employees have the same knowledge in
completing the follow-up to the results of the BPK-RI
examination.

c. Internal monitoring

The Ministry of Cooperatives and SMEs need to pay
attention to the monitoring indicators that give the lowest score
to the establishment of internal control, especially regarding
the imposition of sanctions on the responsible work unit if they
do not follow up on the results of the BPK-RI examination. If
previously the sanction was only in the form of a written
warning, it is necessary to seek more concrete sanctions to
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provide a deterrent effect to encourage the acceleration of the
completion of the follow-up to the results of the examination.

d. Organizational commitment

The Ministry of Cooperatives and SMEs need to pay
attention to the indicators of sustainable commitment that give
the lowest score for the formation of organizational
commitment, especially related to employee engagement with
calculative organizations. Things that can be done by the
Ministry of Cooperatives and SMEs to increase organizational
commitment, include frequently motivating employees,
encouraging employee involvement in the organization,
routinely internalizing organizational values and goals so that
employees understand the organization, and encouraging the
growth of awareness within employees to feel emotionally
attached with the organization.
Research Limitations

During the research, there are several limitations
experienced by researchers that need to be considered for the
perfection of future research, including:

a. Researchers collected primary data using

questionnaires distributed online via google form to
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