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Abstract

The Family Support Team is an organization consisting of Midwives, PKK
Cadres and Family Planning Cadres, duty for carrying out family support in
reducing the prevalence of stunting. This research aims to prove and analyze
the influence of individual adaptability and perceived organizational support
on performance through organizational commitment in the Lamongan
Regency Family Support Team. The approach in research uses a quantitative
approach. Total sample was 354 respondents from a total population of 3.108
people, using proportional random sampling technique. The data collection
technique using questionnaire via Google form which was distributed to
members of the Family Support Team in Lamongan Regency. Testing was
carried out using the SEM-AMOS statistical technique on the 5 proposed
hypotheses.

The results of this research show that: (1) Individual adaptability
has significant effect on organizational commitment, (2) Individual
adaptability has significant effect on member performance, (3) Perceived
organizational support has significant effect on organizational commitment,
(4) Perceived organizational support has significant effect on member
performance, (5) Organizational commitment has significant effect on
member performance of Family Assistance Team members in the Regency
Lamongan.

Keywords: Individual Adaptability, Perceived Organizational Support,
Organizational Commitment, Performance

INTRODUCTION

The Family Assistance Team consists of midwives, PKK cadres and family
planning cadres whose task is to carry out family assistance in reducing the
prevalence of stunting. In 2022, the prevalence of stunting in Lamongan Regency
is still high and ranks 5th highest in East Java, so the performance of the Lamongan
Regency Family Assistance Team members needs to be studied further. According
to Laili et al (2022), the role of the Family Assistance Team is as the main human
resource which is very necessary in efforts to prevent and assist stunting targets.
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Family Support Team, which formed in 2021, the members need adaptation
in completing their duties and responsibilities. The adaptability of Family
Assistance Team members in adjusting their tasks needs to be a concern, because it
can affect the performance of the members and the team. Individual adaptability is
a predictor factor that has a strong influence on individual performance and work
performance (Murphy, 2015).

The perception of organizational support felt by members of the Family
Support Team can ultimately become the basis for the organization to increase the
commitment and performance of its members. Perceived Organizational Support
will have a direct relationship with the performance of employees or organizational
members. Because through the perception of organizational support, it will create
organizational justice, which is able to encourage members to provide their best
performance for the organization (Biswas & Kapil, 2017).

In achieving organizational goals, Family Support Team members must
have a strong commitment to always be tied to the team. The attachment and
willingness of members in the team is manifested in organizational commitment.
Organizational commitment shows a strong role in creating better member
performance. Because with this commitment, members have stronger beliefs and
high devotion which have an impact on their performance (Chiu et al., 2020).

Research purposes is to determine and examine the influence of individual
adaptability and perceived organizational support on member’s performance with
organizational commitment as the mediation in Lamongan Regency Family
Support Team.

CONCEPTUAL FRAMEWORK

Individual
Adaptability
(X1)

Perceived
Organizational
Support
(X2)

Figure 1. Conceptual Framework
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Based on the conceptual framework above, the research hypothesis is as

follows:

H1: Individual adaptability has a significant effect on organizational commitment
among members of the Family Assistance Team.

H2: Individual adaptability has a significant effect on the performance of Family
Assistance Team members

H3: Perceived organizational support has a significant effect on organizational
commitment among members of the Family Support Team.

H4: Perceived organizational support has a significant effect on the performance of
Family Support Team members.

H5: Organizational commitment has a significant effect on the performance of
Family Assistance Team members.

METHOD

This research uses a quantitative approach with explanatory research,
which aims to test the hypothesis in examining the influence of independent
variables, namely individual adaptability and perceived organizational support,
then the mediating variables is organizational commitment, and the dependent
variable is performance. The primary data source in this study used a structured
questionnaire with a five-point Likert scale. Data analysis uses SEM-AMOS
statistical techniques.
Population and Sample

The population of this study were members of the Family Assistance
Team (TPK) in Lamongan Regency, with a total number of TPK members of 3,108
people. Based on the Slovin formula calculation, it can be seen that the number of
samples studied was 354 respondents. Sampling was carried out using proportional
random sampling technique.
Data Collection
The data collection technique in this research is through interviews

with respondents, through questionnaires with online filling (Google form).
Data Analysis

Data analysis uses SEM AMOS statistical techniques. Analysis with AMOS
was used in this research, because it is able to analyze hypothesized relationships
in several variables, in a large sample size. This test is carried out by analyzing the
Regression Weight values, namely the Critical Ratio (CR) and Probability (P)
values. The required limits are > 1.96 for the CR value and < 0.05 for the P value.
If the data processing results show a CR value of > 1.96 and a P value of < 0.05,
then the research hypothesis formulated is acceptable.

RESULTS
Evaluation of Measurement Model Fit

The measurement model analysis aims to evaluate suitability construct
measurement, as well as the validity and reliability of indicators in reflecting that
construct. The measurement model analysis, also called the Confirmatory Factor
Analysis (CFA) test, is carried out in three stages, namely testing suitability
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measurement model (measurement model fit), construct validity (construct
validity), and construct reliability. The calculations of Measurement Model Fit are
shown in the following figure :

2 Ym| Pembolajaran
(X1.1) 0.03
5| Interporsonal o
(X1.2)
an? 09 KEMAMPUAN
@r- m ADAPTASI
- INDIVIDU (X1)
ore
Stress
ot Kerja (X1.4) [ ©
s [1 =0}
Kebdakpastian
@"’ (X1.5)
. 0 Keadilan 0.05
Prosodural {(X2.1)
ol o 099 ORGANIZATIONAL
unpan G.
Atasan (X2.2) SUPPORT Measurement Model Fit
(X2 1. Abaolute Fit Indcas
= 00| panghargaan & e ) Chi-8q = TD4. 331
W o o Err:bhn‘:‘:rwﬁ 287
o GFl= 883
Affoctivo
ki 093 RMSEA = 087
ICommitment (Z21.1) SRMR = 021
ors 2. Incremantal Fit Indices:
P o KOMITMEN o CFl = 067
::mmmm (Z1.2 ORGME;?SML ,/ TU = 950
as NFI = 9652
QrTEecve 095 a:f“'mrnlm
. oCan
ICommitment (21.3, \ / .ﬁm
or 001
Kualitas / /
Kerja (Y.1) a.88 /
0 Gt KINERJA Y
Kuantitas 097 .
CLE) Kerja (Y.2) MG“?;)TA
o
Efektivitas
@14 Waktu (Y.3) 0.06

Figure 1. Measurement Model Fit

The results of the suitability test on the measurement model have
produced good fit criteria, all criteria have met the requirements, namely good fit
and marginal fit. Good fit means the model has a good fit, while marginal fit means
the model has a fit within acceptable limits. Thus, it is concluded that the
measurement model has good model fit and is acceptable. After testing the
suitability of the measurement model, construct validity testing was carried out
through convergent validity, with the rule of thumb that the construct is said to meet
convergent validity if the indicators on the construct have a standardized regression
weight (factor loading) value of at least 0.50. (Hair et al., 2018).

The construct validity evaluation that in the measurement model, all
indicators produce factor loading values greater than 0.50, so that these indicators
are declared valid in forming the construct of individual adaptability, perceived
organizational support, organizational commitment and member performance, so
that it meets convergent validity.

Based on the results of the construct reliability evaluation, it shows
that each variable produces a construct reliability value greater than 0.70 and also
an AVE value greater than 0.50, so it can be concluded that the indicators measure
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the construct of individual adaptability, perceived organizational support,
organizational commitment. and member performance, were declared reliable.

Evaluation of Structural Model Fit
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Figure 3. Structural Model Fit

The total coefficient of determination (R2 total) is known to be
0.905, this shows that the conceptual model developed in this research can explain
around 90.5 percent of the variation in the data. In another sense, the model in this
research has very good predictive relevance or is relevant to be used to predict the
performance of TPK members through individual adaptability, perceived
organizational support, and organizational commitment.

Hypothesis Testing
Table 1. Testing the Direct Influence Hypothesis
Direct Influence S td. CR P- Hypo?h'etlcal
Estimate value Decisions
Individual Organizational
Adaptability Commitment 0.48 11,898 | 0.004 | H1 Accepted
Individual
Adaptability > Performance 0.33 5,962 | 0.003 | H2 Accepted
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Direct Influence S.td° CR pP- Hypo?h'etlcal
Estimate value Decisions
Perceived Organizational
Organizational > gan 0.50 12,600 | 0.021 | H3 Accepted
Commitment
Support
Perceived Performance
Organizational > 0.23 4,010 | 0.011 | H4 Accepted
Support
Organizational Performance
! 0.37 4,926 | 0.009 | H5 Accepted
Commitment
SE, CR, & p-values based on bootstrapping bias-corrected percentile method

Source: SEM AMOS Output

The results of the direct effect hypothesis test in this study show that:

1. The coefficient estimation results of the influence of individual adaptability
on organizational commitment show a significant influence with a CR value
of 11.898 (greater than 1.96) and a significance value (p-value) of 0.004
(smaller than the 5% significance level).

2. The coefficient estimation results of the influence of individual adaptability
on member performance show a significant influence with a CR value of
5.962 (greater than 1.96) and a significance value (p-value) of 0.003
(smaller than the 5% significance level).

3. The coefficient estimation results of the influence of perceived
organizational support on organizational commitment show a significant
influence with a CR value of 12.600 (greater than 1.96) and a significance
value (p-value) of 0.021 (smaller than the 5% significance level).

4. The coefficient estimation results of the influence of perceived
organizational support on member performance show a significant influence
with a CR value of 4.010 (greater than 1.96) and a significance value (p-
value) of 0.011 (smaller than the 5% significance level).

5. The coefficient estimation results of the influence of organizational
commitment on member performance show a significant influence with a
CR value 0f 4.926 (greater than 1.96) and a significance value (p-value) of
0.009 (smaller than the 5% real level).

DISCUSSION

The resulting influence coefficient of the influence of individual
adaptability on organizational commitment is 0.48 (positive), meaning that the
higher the individual's adaptability, the stronger the organizational commitment
will be. Thus, the first hypothesis which states that individual adaptability has a
significant effect on organizational commitment among TPK members in
Lamongan Regency, can be accepted (H1 is accepted). This is in line with
researchCollie et al (2018)AndRudolph et al (2017), which proves that individual
adaptability has a significant effect on organizational commitment. These results
are also supported by researchSatyawati & Eko (2018), by increasing the
adaptability of members, it will further increase organizational commitment.
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The influence of individual adaptability on member performance show that the
coefficient is 0.33 (positive), meaning that the higher the individual's adaptability,
the higher the member's performance. Thus, the second hypothesis which states that
individual adaptability has a significant effect on the performance of TPK members
in Lamongan Regency, can also be accepted (H2 is accepted). This is in accordance
with the research resultsKalwar et al (2023)AndZebua et al (2021), which proves
that individual adaptability has a significant effect on individual performance.
StudySony & Mekoth (2016), explains that a person's adaptability is an important
component in creating individual performance, because adaptability forms better
work knowledge and skills.

The coefficient estimation results of the influence of perceived
organizational support on organizational commitment is 0.50 (positive), meaning
that the higher the perceived organizational support, the stronger the organizational
commitment will be. Thus, the third hypothesis which states that perceived
organizational support has a significant effect on organizational commitment
among TPK members in Lamongan Regency, can be accepted (H3 is accepted).
Previous research that supports the results of this research, namely researchArshadi
(2011),Pradita et al (2022)AndL. Sun (2019), which proves that perceived
organizational support has a significant effect on organizational commitment.
Research resultGarg and Dhar (2014), shows that high perceptions of employee
organizational support can lead to increased employee commitment to their
organization.

The resulting influence of perceived organizational support on the performance
coefficient is 0.23 (positive), meaning that the higher the perceived organizational
support, the higher the member's performance. Thus, the fourth hypothesis which
states that perceived organizational support has a significant effect on the
performance of TPK members in Lamongan Regency, can also be accepted (H4 is
accepted). This is in line with researchAtom et al (2023),Jeong & Kim (2022),
AndCullen et al (2014), which proves that perceived organizational support has a
significant effect on individual performance. StudySyaifudin & Sopiyan (2023)also
supports the results of this research, which states that organizational support felt by
members can directly improve member performance.

The influence of organizational commitment on member's performance coefficient
is 0.37 (positive), meaning that the stronger the organizational commitment, the
higher the member's performance. Thus, the fifth hypothesis which states that
organizational commitment has a significant effect on the performance of TPK
members in Lamongan Regency, can also be accepted (H5 is accepted). This is in
accordance with the research resultsRita et al (2018), Irvan et al (2022),
Burhannudin et al (2019), and Duwika et al (2023), proves that organizational
commitment has a significant effect on individual performance. The results of this
study also show similarities with researchLoans (2020), which shows that strong
organizational commitment is able to demonstrate emotional attachment and a
sense of responsibility through high performance
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CONCLUSION
Conclusion of this research :

1. Individual adaptability has a positive and significant effect on
organizational commitment to members of the Family Assistance Team in
the Lamongan Regency. The results of this research can confirm the theory
put forward by Ployhart and Bliese (2015) that individual adaptability
positively influence organizational commitment. The results of this study
are the same with the results of research by Collie et al. (2018), Rudolph et
al. (2017) and Satyawati and Eko (2018).

2. Individual adaptability has a positive and significant effect on performance
of members of the Family Assistance Team in Lamongan Regency. Results
of this research can confirm the theory put forward by Ployhart and Bliese
(2015) states that individual adaptability influences performance members
positively. The results of this research are the same as the results of Kalwar's
et al. (2023), Zebua et al. (2021) and Sony and Mekoth (2016).

3. Perceived organizational support has a positive and significant effect on
organizational commitment to members of the Family Assistance Team in
the Lamongan Regency. The results of this research can confirm the theory
put forward by Rhoades and Eisenberger (2002), that perceived
organizational support positively influence organizational commitment.
The results of this study are the same with the research results of Arshadi
(2011), Pradita et al. (2022), Garg and Dhar (2014), and L. Sun (2019).

4. Perceived organizational support has a positive and significant effect on
performance of members of the Family Assistance Team in Lamongan
Regency. Results this research can confirm the theory put forward by
Rhoades and Eisenberger (2002), that perceived organizational support
influences positive individual performance. The results of this study are the
same as the research results Atom et al. (2023), Jeong and Kim (2022),
Cullen et al. (2014) and Syaifudin & Sopiyan (2023).

5. Organizational commitment has a positive and significant effect on
performance member of the Family Assistance Team in Lamongan
Regency. Results of this research can confirm the theory put forward by
Allen and Meyer (2013), that organizational commitment influences
individual performance positively. The results of this study are the same as
the results of research by Rita et al. (2018), Irvan et al (2022), Burhannudin
et al. (2019), Duwika et al. (2023) and Loan (2020).

RECOMMENDATIONS

In improving the performance of Family Support Team members, it is
necessary to carry out continuous learning, increase cooperation and interpersonal
skills, as well as work stress management. In order to increase commitment, it is
necessary to carry out regular team building activities to improve interpersonal
relationships and a sense of togetherness among team members. Efforts to
accelerate stunting reduction carried out by the Family Assistance Team are more
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effectively implemented through increased cross-sector support and collaboration
with relevant partners in stunting prevention programs.

Relevant program stakeholders need to pay attention to various aspects in
achieving the stunting reduction target. Various aspects that need to be developed
by stakeholders are through increasing budgets, personnel, awards, facilities,
training and policies related to accelerated stunting reduction programs.

In future research, it could be considered to add other variables that can
influence individual performance, such as work involvement, workload and job
satisfaction.
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