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 This research examines the internal control system 
implementation and organizational commitment effects on 
managerial performance at Universitas Negeri Manado 
empirically. This research uses the descriptive quantitative 
method, while the analysis method uses descriptive analysis. 
This research uses primary data by collecting research 
instruments in questionnaires, observation, and interviews. 
The target population is the management and staff of 
Universitas Negeri Manado. The sampling method using 
simple random sampling and the number of questionnaires that 
meet the processed requirements is 75 questionnaires. This 
research uses IBM SPSS Statistics software to test the collected 
data. Hypothesis testing uses the path analysis method. This 
research shows that internal control system implementation 
has a significant positive effect on managerial performance. 
Likewise, organizational commitment partially has a positive 
effect on managerial performance. Overall, internal control 
system implementation and organizational commitment 
positively and significantly affect managerial performance at 
Universitas Negeri Manado. 
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1. Introduction 
Performance accountability is a form of accountability from a government agency for 

conducted activities within one year compiled through the reporting media. Universities must 
implement clean and good government agency management. World developments and the 
influence of globalization require universities to increase their competitive advantage to 
compete with other universities, nationally and internationally. University rankings are 
trending and becoming a reference. Performance is a significant factor in driving the 
university’s competitive advantage to achieve high rankings and show a good reputation 
(Rasheed et al., 2016). 

Another phenomenon shows that there is still a wide gap between higher education in 
Indonesia and the nature of higher education, especially concerning performance 
accountability. The causative factors are the unoptimized learning process, inconsistent 
curriculum implementation and not responsive to student needs, the lack of lecturers 
competence, inadequate learning facilities to support the learning process, and higher education 
that is not yet research-based. 

In general, performance measurement is an essential key to improving and advancing for 
both an institution and an individual. Performance measurement aims to analyze institutions’ 
or individuals’ performance and achievement (Keban, 2008). One of the significant changes to 
the New Public Management (NPM) approach is budget reform, namely, using performance 
budgeting to replace traditional budgets (line-item & incremental budgeting). 

Performance budgeting is useful, especially for limited resources; because it can help 
decision-makers get better value to increase their efficiency and effectiveness. The decision-
makers can prioritize among highly competitive needs, and the results of these decisions 
directly observed in performance matrices and trends. Definition of performance measurement 
is a process for quantifying and evaluating work (Cocca & Alberti, 2010; Tangen, 2004). The 
work in question is past work (Cocca & Alberti, 2010). Performance measurement is one of the 
performance management elements (Cokins, 2004; Baxter & MacLeod, 2008). 

Research related to performance and performance measurement in the public sector has 
been conducted, among others, by Atkinson et al. (1997), Hood (1995), Sofyani & Akbar (2013). 
The research focuses on organizational performance. Other essential factors in performance 
measurement are the internal control system implementation and organizational commitment. 
The increasing intensity of competition among higher education service providers encourages 
universities always to improve their performance. Organizational commitment is one of the 
components that can support the achievement of the university’s objectives. Budgeting 
participation to achieve budget objectives through negotiations between superiors and 
subordinates (Brownell, 1982). Besides, expectedly, high commitment through budgeting 
participation improves managerial performance (Hansen & Mowen, 2006). 

According to Sugioko (2007), who researched 16 private universities listed in the 
Association of Catholic Colleges, organizational commitment and higher education 
performance had a positive and significant relationship. Meanwhile, Somers & Birnbaum (1998) 
stated no relationship between organizational commitment and managerial performance. In the 
public sector (including universities), the weakness of implementing internal control creates a 
significant opportunity for irregularities in the budget execution of public funds. 

The internal audit evaluates the effectiveness of the management control system 
(Bhayangkara, 2008). The results of other research conducted by Yudianti & Suryandari (2015) 
found that many private universities have sufficient information to implement risk 
management, internal control, and good university governance. The difference with this 
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research is that this research examines state universities’ performance as higher education 
organizations that have a vital role in developing a country. 

Based on the above description, this research aims to determine the effect of the internal 
control system implementation on managerial performance and organizational commitment on 
managerial performance. In addition, it aims to determine the effect of the internal control 
system implementation and organizational commitment simultaneously on higher education 
managerial performance accountability. 

 
2. Literature Review 
2.1. Internal Control System 

The internal control system plays a vital role in creating operational efficiency and 
productivity, especially in achieving institutional objectives and public sector reform success 
(Altamuro & Beatty, 2010). Kewo (2014) stated that there is an effect of internal control on local 
government agencies’ managerial performance. Altamuro & Beatty (2010) stated that internal 
control management and reporting improvements could increase financial report’s quality. 

Messier et al. (2006) argue related to the internal control system. The board of directors and 
management establishes internal control to provide reasonable assurance regarding the 
achievement of the organization’s objectives, namely (1) feasibility of financial reports; (2) 
organizational operations efficiency and effectiveness; (3) compliance with applicable 
regulations. 

According to INTOSAI (2004), internal control is an integral process that is affected by an 
entity’s management and personnel and is designed to address risks and to provide reasonable 
assurance that in pursuit of the entity’s mission, the following general objectives should be 
achieved: 
1) executing orderly, ethical, economic, efficient, and effective operations; 
2) fulfilling accountability obligations; 
3) complying with applicable laws and regulations; 
4) protecting resources against loss, misuse, and damage. 
 

The elements of the Internal Control System in Government Regulation Number 60 of 2008 
(Republik Indonesia, 2008) include: 
1) Control Environment 

Includes actions, policies, and procedures that reflect all the top management attitudes, the 
board of commissioners, and the entity’s owners regarding the importance of control. It means 
that the head of the agency and all employees must maintain a work environment and behave 
positively while still supporting healthy internal control and management. 

 
2) Risk Assessment 

Risk assessment involves a dynamic and iterative process for identifying and assessing risks 
to achieving objectives. Internal control must assess the risks faced by the agency, both from 
outside and from inside. 

 
3) Control Activities 

Determining actions through policies and procedures that help ensure management 
policies’ implementation reduces risks in achieving the vision and mission. Control activities as 
a means of helping ensure the implementation of the head of agency policies. 
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4) Information and Communication 
Information and communication are required to carry out internal control responsibilities to 

support objective achievement. The information must be recorded and then reported to the 
head of the agency and other designated parties. 

 
5) Monitoring 

This activity is related to the continuous or periodic assessment of internal controls quality 
by management to determine that the controls are operating as expected. Monitoring must 
assess the quality of performance over time and ensure recommendations on audit results, and 
other reviews followed up immediately. 
 
2.2. Organizational Commitment 

Organizational commitment variable is an important variable and has been widely 
researched and discussed in the social sciences, including accounting and management, so 
many definitions reveal organizational commitment. Porter et al. (1974), as cited in Armstrong 
(2006, p. 271), defines organizational commitment as the relative strength of an individual to an 
organization and individual involvement in a particular organization, which is characterized by 
three psychological factors: 
1) A strong desire to maintain its membership in the organization, 
2) A strong belief and acceptance of the organization’s values and objectives, and 
3) A willingness to make great efforts on behalf of the organization. 
 

Organizational commitment is related to employees’ feelings and beliefs about the 
organization they work as a whole. According to George & Jones (2012, p. 187), there are two 
dimensions of organizational commitment: 
1) Affective commitment, namely commitment when the employee becomes a member of an 

organization, is happy, believes, feels good at being in the organization, and will do his best 
for the organization. 

2) Continuance commitment, namely commitment when employees do not have the 
commitment and desire to be in an organization, but they think that the income they have 
left is too large (loss of seniority, job security, retirement, health benefits, and others). 

 
Meanwhile, Sheldon (1971) stated that commitment is a positive evaluation of individuals 

and organizations’ bond. Commitment is the key to superior performance, and coaching is a 
strategy for building that commitment (Coe et al., 2008). Commitment is not something that can 
be observed directly, where it can be concluded that the commitment exists because it has been 
done. Commitment is not real action but is related to emotional/psychological needs. It can be 
said that a “committed” person is when someone shows his/her intention or determination 
repeatedly to do his/her best and does not give up easily. Locke & Latham (2013) stated that if 
there is no commitment to a goal, that goal is useless. Allen & Meyer (1993), as cited in Luthans 
(2008), mention three organizational commitment components: affective, normative, and 
continuance. 
1) Affective commitment 

It comes from employees’ emotional attachment to the organization. Thus, employees who 
have a strong affective commitment will identify themselves by being actively involved in the 
organization and appreciating them. 
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2) Normative commitment 
It is related to employees’ feelings about the organization’s commitment. Therefore, 
employees who have high normative commitment will stay in the organization because 
they feel they should do so (ought to).  

 
3) Continuance commitment (rational commitment) 

It is related to commitment based on the employee’s perception of their losses if they do not 
continue their work. Therefore, employees who have a strong rational commitment will stay in 
the organization because they need it.  
 

According to Locke & Latham (2013), commitment is influenced by three things; 1) external 
factors, which consist of authority, peer factors, and external rewards 2) interactive factors, 
which consist of participation and competition; and 3) internal factors consisting of expectancy 
and internal rewards. 
 
2.3. Managerial Performance 

Performance describes how achievement level or work on a program or activities 
implementation to achieve the organization’s vision, mission, goals, and objectives. 
Performance is an achievement obtained by an agency within a certain period. Measuring an 
organization’s performance can be done by recording and measuring how the program or 
activity is implemented in the assessment’s direction through the displayed results as a 
product, service, or a process (Bastian & Saat, 2006). It means that every operational activity 
must be measurable and its relationship with the achievement of the organization’s future 
direction stated in the organization’s vision and mission. 

The definition of managerial performance can be said to be a manager’s way or a leader’s 
skill level in carrying out managerial activities. Managerial performance is an indicator of 
increasing the effectiveness of an agency or organization. Management functions in planning, 
organizing, controlling, and leadership are the foundation of managerial performance 
(Mahoney et al., 1963). Performance measurement is a way of organizational control because it 
can set awards or sanctions. Siegel & Ramanauskas-Marconi (1989) stated that behavior 
standards can be in management policies or outlining the formal plans in financial or budget 
planning. 

The objectives of performance measurement in the public sector, among others, are 
intended to: 1) Measure the performance of the public sector to encourage the increased 
performance of public sector agencies. This is intended so that agencies focus on work unit 
goals. This situation can increase the efficiency and effectiveness of public sector organizations 
in public services. 2) Public sector performance indicators facilitate the allocation of resources in 
decision making. 3) Mardiasmo (2009) stated that public sector performance measures could 
improve institutional communication and create public accountability. 

Performance measurement is useful as a measure index used in assessing a person’s 
performance. It provides direction to expected targets, helps understand various government 
activities, and identifies various waste while encouraging efforts to reduce them. 

The research hypothesis is: 
1) Implementation of internal control has a positive effect on managerial performance; 
2) Organizational commitment has a positive effect on managerial performance. 
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3. Research Methodology 
This research aims to determine whether there is an effect of the internal control system 

implementation and organizational commitment on managerial performance in higher 
education institutions, namely Universitas Negeri Manado. This research uses the descriptive 
verification method to achieve research objectives. Descriptive verification research aims to 
examine hypotheses based on specific theories using an explanatory survey method to obtain 
accurate and factual information. Collecting data using a cross-sectional period, where data is 
collected only once in a certain period to get answers to research questions (Sekaran & Bougie, 
2016). Universitas Negeri Manado’s employees are the analysis units in this research. 

The data regarding the research variables collected through questionnaires is data on an 
ordinal scale. In contrast, the data required for using inferential statistics (path analysis) as the 
primary analysis in hypothesis testing in this research on an interval scale. Therefore, the 
conversion is done first to increase from the ordinal scale to the interval scale. 

The population in this research was Universitas Negeri Manado’s employees. The sampling 
carried out in this study using simple random sampling. The sample size was determined using 
Taro Yamane or Slovin’s formula (Riduwan, 2007). The data were tested for validity and 
reliability. The Pearson’s product-moment correlation coefficient is used for the validity test. 
Cronbach’s Alpha coefficient formula is also used for the data reliability test. The data collected 
was then analyzed using path analysis using Lisrel software. The use of path analysis 
considering that the relationship between variables in this research is correlative and causality. 
This analysis is used to determine the influence of exogenous variables on endogenous 
variables. 

 
4. Results and Discussion 
4.1. Results 

Universitas Negeri Manado (known as Unima) is located in South Tondano Sub-district, 
Minahasa Regency, North Sulawesi Province, Indonesia, with 42 km or 60 minutes from 
Manado City (the capital of North Sulawesi Province. The measuring instrument used to obtain 
data in this research was the questionnaire. The questionnaire’s return rate was 55% from 130 
respondents so that 75 questionnaires could be processed. Respondents are employees of 
Universitas Negeri Manado. Before being used in the data analysis, the research data needs to 
be tested for its reliability and validity. It needs to be done to know whether the used 
measuring instrument has been measured carefully and precisely. A good research instrument 
must meet the three main requirements: 1) valid, 2) reliable, and 3) practical (Cooper & 
Schindler, 2006). 
 

Table 1. Reliability Test Results 

Variable R count R critical Result 

X1 0.831 0.70 Reliable 

X2 0.740 0.70 Reliable 

Y 0.953 0.70 Reliable 

 
Table 1 shows the results of the validity test calculations using the Spearman rank 

correlation. All question items for the variable of internal control implementation (X1), 
organizational commitment (X2), and managerial performance (Y) are valid because the 
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correlation value is the score of the statement items > 0.30. All variables are reliable because the 
reliability coefficient is greater than 0.70, as shown in Table 1 above. Based on the Alpha 
Cronbach’s method processing result, all variables’ reliability test results are reliable because 
the reliability coefficient is greater than 0.70, as shown in Table 1. 

 

 
Figure 1. Path Coefficient Results 

 
Figure 1 above shows the results of the path coefficient. The results showed that the path 

coefficient value in implementing internal control’s effect on managerial performance (Pyx1) 
marked positive with a value of 0.558. The path coefficient value in organizational 
commitment’s effect on managerial performance (Pyx2) marked positive with a value of 0.612. 

The values above mean an increase in one unit of internal control implementation will 
increase managerial performance by 0.558 units. One unit increase in organizational 
commitment causes managerial performance to increase by 0.612 units. F-Test is performed to 
test the effect simultaneously. H1 accepted or H0 rejected is done by comparing F count with F 

table. This decision-making can be done by looking at the significance value provided that H0 is 
rejected if F count is greater than F table. 

From F table for a significance level of 0.05 and degrees of freedom df1 = 2 and df2 = 75-2-1 = 
72, it is obtained F0.05 (3; 74) = 2.732. Since the F count value is greater than F table (58,986 > 2,732), 
it can be concluded to reject H0. 
 

Table 2. Simultaneous Test 

Hypothesis df F count F table 
Statistics 

Conclusion 

The internal control system 
implementation and organizational 
commitment simultaneously affect 
managerial performance 

 
df1 =  2 
df2 = 72 

 
58.986 

 
2.732 

 
H0 rejected 

 

Source: data processed (2020) 
 

The research results in the table above show that the internal control system 
implementation and organizational commitment simultaneously affect higher education 
institutions in terms of managerial performance. A partial test is conducted to see the 
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significance. A partial test is conducted to test the X1 effect on Y and X2 effect on Y using IBM 
SPSS Statistics 20 software and the T-Test. The t count value gained from the calculation using 
IBM SPSS Statistics 20 software as follow: 
 

Table 3. Partial Test 

No Hypothesis 
Path 

Coefficient 
F count F table 

Statistical 
Conclusions 

1 

The internal control 
system implementation 
has a positive effect on 
managerial 
performance 

 
0.558 

 
7.661 

 
1.992 

 
H0 rejected 

2 

Organizational 
commitment has a 
positive effect on 
managerial 
performance 

 
0.612 

 
6.721 

 
1.992 

 
H0 rejected 

Source: data processed (2020) 
 

A partial test on hypothesis 1 regarding the effect of internal control system implementation 
on managerial performance is indicated by the path coefficient pYX1 of 0.558. The calculation 
results obtained the T count of 7,661. The empirical test results state that H0 is rejected, meaning 
that the test is significant and hypothesis H1 is accepted. This decision was taken because T count 
= 7,661 > T table = 1.992. From the results of a partial test on hypothesis 1 for variable X1, there is 
a positive effect of internal control system implementation on managerial performance 
partially. 

A partial test on hypothesis 2 regarding the effect of organizational commitment on 
managerial performance is indicated by the path coefficient pYX2 of 0.612. The calculation 
results obtained the T count of 6,721. The empirical test results show that H0 is rejected, meaning 
that the test is significant and the hypothesis H1 is accepted. This decision was taken because T 

count = 6,721 > T table = 1.992. From the results of a partial test on hypothesis 2 for variable X2, 
there is a positive effect of organizational commitment on managerial performance partially. 

The magnitude effect of internal control system implementation and organizational 
commitment simultaneously on managerial performance is indicated by the R Square (R2) value 
of 0.621 or 62.1%. 
 

Table 4. Magnitude of the Path Coefficient 

Variable Path Coefficient Simultaneous Effect Residual Effect 

Internal Control 
(X1) 

Pyx1  = 0.558 0.621 0.379 

Source: data processed (2020) 
 

The table above shows that the total effect of the internal control system implementation 
and organizational commitment variables on managerial performance is 0.621 or 62.1%. In 
comparison, the other effect factors on managerial performance showed a value of 0.379 or 
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37.9%. The managerial performance variable can be explained by 62.1% by the internal control 
system implementation and organizational commitment variables, and the remaining 37.9% are 
not examined in this research. Based on the correlation value and path coefficient obtained, the 
magnitude of direct effect and indirect effect on internal control system implementation and 
organizational commitment on managerial performance as follows: 

 
Table 5. Direct and Indirect Effects of Variables X1 and X2 on Y 

Types of Effect Magnitude Effect 

Direct effect 
X1 Direct Pyx1 Pyx1 = (0.558 x 0.558) 0.314 or 31.4% 

X2 Direct Pyx2 Pyx2 = (0.612 x 0.612) 0.375 or 37.5% 
Indirect Effect 

X1 through X2 Pyx1 rx1x2 Pyx2 = (0.558 x 0.108 x 0.612) 0.0368 or 3.68% 

Source: data processed (2020) 
 

The results obtained directly without any other variables indicate the direct effect of 
internal control system implementation on managerial performance of 31.4% and the indirect 
effect of 3.68%. The results showed an effect of organizational commitment on managerial 
performance, partially by 37.5%. 

 
4.2. Discussion 
4.2.1. The Effects of Internal Control System Implementation (X1) on Managerial 

Performance (Y) 
The first hypothesis is that the implementation of the internal control system has 

positively affected managerial performance. The research results provide a path coefficient 
value from variable X1 to variable Y with a value of 0.558. The path coefficient value is positive. 
This shows that an effective internal control system implementation, a robust system 
implementation, will result in good managerial performance. Furthermore, the T count value of 
the path coefficient of variable X1 or internal control system implementation to variable Y or 
managerial performance is 7.661. The value of T count is greater than the T table, which means that 
the variable X1 or the internal control system implementation has significantly affected variable 
Y or managerial performance. 

The results showed that the internal control system implementation positively affects 
Universitas Negeri Manado’s managerial performance. It means that a robust implementation 
of the internal control system will improve managerial performance. Referring to the table of 
strengths between variables, the effect of internal control system implementation categorized as 
a medium category. It is needed an increased implementation of the internal control system at 
Universitas Negeri Manado. 

The research results are in line with Fogelberg & Griffith (2000) and Lau (2004), where 
internal control system implementation has a positive and significant effect on managerial 
performance. Rasheed et al. (2016) also stated that performance is a significant factor in driving 
a university’s competitive advantage. The internal control system implementation plays a vital 
role in creating operational efficiency and productivity, especially in achieving institutional 
goals and public sector reform’s success. 
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4.2.2. The Effects of Organizational Commitment (X2) on Managerial Performance (Y) 
The second hypothesis is that organizational commitment has positively affected 

managerial performance. The research results provide a path coefficient value from variable X2 
to variable Y with a value of 0.612. The path coefficient value is positive.  This shows that strong 
organizational commitment will make managerial performance higher. Furthermore, the T count 
value of the path coefficient of the variable X2 or organizational commitment to variable Y or 
managerial performance is 6,721. The T count is greater than the T table, which means that the 
variable X2 or organizational commitment significantly affected variable Y or managerial 
performance. 

The results showed that organizational commitment positively affects Universitas Negeri 
Manado’s managerial performance. It means that strong commitment will improve managerial 
performance. Referring to the table of strengths between variables, the effect of organizational 
commitment is categorized as a strong category. 

This research results in line with Sugioko (2007), who researched 16 private universities 
and stated that organizational commitment has a positive and significant relationship with 
university performance. Organizational commitment is one of the components that can support 
the achievement of the goals of universities. Besides, high commitment through budgeting 
participation is expected to improve managerial performance (Hansen & Mowen, 2006). 
However, this result contradicts Somers & Birnbaum (1998), and Breaux (2004) stated that there 
is no relationship between organizational commitment and managerial performance. 
 
4.2.3. The Simultaneous Effects of Internal Control System Implementation and 

Organizational Commitment on Managerial Performance 
The coefficient of determination (R Square) is 0.621 or 62.1%, while other factors affect 

37.9%. This means that the variables of internal control system implementation and 
organizational commitment simultaneously affect managerial performance. Meanwhile, the 
effect of other variables not examined was 37.9%. 

This shows that the internal control elements, such as the control environment, where the 
leadership and all employees generate positive and supportive behavior towards internal 
control, risk assessment elements, and control activities elements that ensure those leadership 
directives are implemented. Information and communication elements and monitoring 
elements will be carried out properly through a strong organizational commitment. This is 
because of a strong organizational commitment related to employees’ feelings and beliefs about 
the organization where they work as a whole. It is also related to affective commitment, namely 
commitment when the employee becomes a member of an organization, is happy, trusts, feels 
useful in the organization, and will do their best for the organization (George & Jones, 2012). 

Implementing a robust internal control system and strong organizational commitment 
will make better managerial performance based on management functions, including planning, 
organizing, controlling, and leadership, which will accelerate the achievement of the 
university’s goals, missions, and vision. Higher education is an essential key for the progress 
and advancement of education in Indonesia. 

 
5. Conclusion 

Based on the hypothesis testing, analysis results, discussion, and research findings, some 
research conclusions can be stated as follows: simultaneously, implementing the internal 
control system and organizational commitment positively affects Universitas Negeri Manado’s 
managerial performance. Likewise, organizational commitment positively affects Universitas 
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Negeri Manado’s managerial performance. 
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