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Abstract 

This study aims to examine or analyze the effect of work behavior, integrity and organizational climate on the 
performance of personnel in the medical and health sector. This research is a quantitative approach. The population in 
this study was personnel in the medical and health sector with a sample of 51 people. The analysis used multiple linear 
regression analysis with the help of IBM SPSS 22 Software. The results of the study showed that (1) work behavior had 
a positive and significant effect on the performance of personnel in the medical and health sector, (2) the integrity of 
personnel in the medical and health sector, and (3) the organizational climate had a positive and significant effect on 
the performance of personnel in the medical and health sector. (4) Simultaneously work behavior, integrity and 
organizational climate have a positive and significant impact on the performance of personnel in the medical and health 
sector. 
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1. Introduction

The existence of human resources plays a very important role in the company. Employees as motivated human 
resources will carry out activities or tasks as well as possible so that they can provide maximum work results. 
Companies and employees are two things that need each other. If employees work well and succeed in bringing progress 
to the company, the benefits obtained will be reaped by both parties. So that employees can continue to work to meet 
their needs, while the company can maintain its existence and growth 

According to (1), human resources are one of the main capital in an organization, which can make an invaluable 
contribution to the strategy for achieving organizational goals. One example of the importance of the contribution of 
human resources in a company can be seen from the production process. Where when the company already has strong 
finances , fulfilled raw materials , and the latest technology but lacks good human resources, the production process will 
not run smoothly. According to (2) human resources is the science and art that regulates the relationship and role of 
the workforce to be effective and efficient in helping the realization of the goals of the company, employees, and society. 

Work behavior is a very important part of the work life of the organization, work behavior is the actions and attitudes 
shown by people who work. According to  (4) work ability behavior and behaviors where it is very important in every 
job or work situation. Behavior is the process of how someone does it. Behavior is an element that is central to human 
differences. In work, without behavior there can be no production. Therefore they must be nurtured and given a 
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motivation. While work behavior according to (5) is how people in the work environment can actualize themselves 
through attitudes at work. 

Research conducted by (6), (7), (8), (9), the results of the study show that work behavior has a positive and significant 
effect on performance. While the research conducted by (10) The Influence of Work Environment and Work Behavior 
on Employee Performance. 

In addition to work behavior, integrity is the most important in an organization. According to (11), integrity is an 
element of character that underlies the emergence of professional recognition. Integrity is a quality that underlies public 
trust and is a benchmark for members in testing all decisions they make. professional recognition . (12)Integrity is 
supported by 6 pillars of character consisting of honesty, justice, wisdom, frugality, and responsibility. Integrity is 
expected to lead to a common goal to achieve the aspired. As in a company, integrity is very important. Without integrity, 
people will be lazy to do what is their duty because they do everything because they have to, not out of their conscience. 
If the lack of integrity in individuals really occurs, then individual efforts in improving the company's goals will be 
difficult to achieve. Research conducted by (13), (14), (15), (16), (17), (18), The results of the study show that integrity 
has a positive and significant effect on performance (13). 

In addition to work behavior and integrity, there is also an organizational climate that is no less important in supporting 
performance. According to (19), organizational climate is a concept that describes the internal atmosphere of the 
organizational environment felt by its members during their activities in order to achieve organizational goals. 
According to (20), states that organizational climate is the perception of organizational members (individually or in 
groups) and those who are in constant contact with the organization about what is or is happening in the organization's 
internal environment on a regular basis, which affects organizational attitudes and behavior and organizational member 
performance. which then determines organizational performance. (21) argues that organizational climate is the relative 
environmental quality of an organization experienced by its members, where it has an effect on their behavior and how 
the organization functions well. Organizational climate is divided into two, namely organizational environmental 
conditions involving physical and organizational environmental conditions involving psychological or non-physical 
aspects. Research conducted by (22), (23), (24), (25), (26), (27), the results of the study show that organizational climate 
has a positive and significant effect on performance. 

2. Literature Review and Hypothesis Development 

2.1 Work Behavior 

Work behavior is a very important part of the work life of the organization, work behavior is the actions and attitudes 
shown by people who work. According to (3)work ability behavior and behaviors where it is very important in every 
job or work situation. Behavior is the process of how someone does it. Behavior is an element that is central to human 
differences. In work, without behavior there can be no production. 

According to (28), behavior is anything that a person does talking to superiors, typing letters, keeping records, serving 
customers and so on that shows a person's behavior (behavior). To understand how individuals behave in 
organizations, a manager must know why there are differences in behavior among employees. according to (29), 
concluded that there are four indicators of work behavior, namely:  

 Social relationships,  
 Vocational skills,  
 Work motivation,  
 Initiative— confidence 

There are four indicators that can be used to determine work behavior according to (29), namely: 
 Social relationships  
A worker must have good social relations with other workers , where each worker must supervise colleagues so that 
they act in the right way and warn if there are mistakes. 
 Vocational skills  
The skills that a person has according to his job, for example someone with cooking skills is suitable to be a Chef.  
 work motivation 
There is a willingness to work to achieve certain goals such as physiological needs, security, love, self-esteem, and self-
actualization.  
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 Initiative—confidence 
Namely, good work behavior must foster full confidence and take the initiative that all work can be carried out in 
accordance with the existing job description. 

2.2 Integrity 

According to (11), integrity is an element of character that underlies the emergence of professional recognition. 
Integrity is a quality that underlies public trust and is a benchmark for members in testing all decisions they make. 
professional recognition . Integrity is often understood in the context of behavior, and integrity behavior is generally 
understood in terms of ethics and morals. The principle of integrity requires every practitioner to be firm, honest, and 
fair in their professional and business relationships (30). Integrity is a quality that underlies public trust and is a 
benchmark for members to test all of their decisions. Integrity requires a person to be honest and transparent, 
courageous, wise, and responsible for carrying out his work. These four elements are needed to build trust and provide 
the basis for reliable decision making. Integrity is a quality that underlies public trust and is a benchmark for members 
to test all of their decisions. Integrity requires a person to be honest and transparent, courageous, wise, and responsible 
for carrying out his work. These four elements are needed to build trust and provide the basis for reliable decision 
making.  

Meanwhile, according to (31)states that integrity strengthens trust and therefore becomes the basis for evaluating their 
performance, but integrity is an element of character that underlies the emergence of professional recognition. 
According to (32), integrity can accept unintentional mistakes and honest differences of opinion but cannot accept fraud 
or a violation of principles. In the face of rules, standards, special guidelines or facing conflicting opinions, members 
must examine their decisions or actions by asking whether members have done what they should have done and 
whether members have maintained their integrity. Where integrity requires its members to comply with technical and 
ethical standards. It also requires members to follow the principles of objectivity and professional prudence. 

Indicators of integrity according to (11), which are as follows: 
 Honest 
Honesty is the attitude or nature of the auditor who states something really and as it is, neither added nor subtracted. 
While transparency or transparency is the nature of openness which means that decisions are taken and their 
implementation is carried out in a way or mechanism that follows the rules or regulations set by the institution. 
 Brave 
Courage means having a steady heart, not being afraid and having great confidence in facing the dangers of adversity.  
 Wise 
Is an assessment of a thought, word and deed based on the surrounding scope by not imposing the will on anything and 
anyone. 
 Responsible 
In carrying out responsibility means having an obligation to bear and bear the responsibility in carrying out tasks. 

2.3 Organizational Climate 

By (33)states that organizational climate is organizational climate which is an internal environment or organizational 
psychology can also be seen as being able to influence the behavior of the members in it and the organizational climate 
is formed because of the activities in an organization. (34) states that organizational climate is the quality of every 
interaction process within an organization to be able to achieve the goals that have been set so that employees will make 
assessments about the company and form perceptions in themselves about the organizational climate where they work. 
According to (19), organizational climate is a concept that describes the internal atmosphere of the organizational 
environment felt by its members during their activities in order to achieve organizational goals. 

By (35)states that organizational climate is organizational climate which is an internal environment or organizational 
psychology can also be seen as being able to influence the behavior of the members in it and the organizational climate 
is formed due to activities in an organization. (34) states that organizational climate is the quality of every interaction 
process within an organization to be able to achieve the goals that have been set so that employees will make 
assessments about the company and form perceptions in themselves about the organizational climate where they work. 
According to (19), organizational climate is a concept that describes the internal atmosphere of the organizational 
environment felt by its members during their activities in order to achieve organizational goals. 

By (36) states that climate is a shared perception or perception of organizational policies, implementation of policies 
and procedures, both formal and informal. Climate as a representation of organizational goals and objectives and the 
tools and means that are imitated and implemented to achieve the desired results.  
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By (19), organizational climate has organizational elements that become benchmarks in measuring organizational 
climate, namely: 

 Leadership Quality 
Namely the ability to influence, move and direct an action on a person or group to achieve certain goals that are practiced 
by leaders towards their employees. 
 Trust 
Namely the trust given by the leadership to its employees in carrying out work in the company. 
 Communication 
Namely the process of transferring information and understanding from communication up, down, to the side in an 
organization. 
 Responsibility  
Namely the attitude that exists in the leadership and employees towards the ownership of the company and the tasks 
performed. 
 Fair remuneration, namely wages given to employees according to their expectations, namely the work produced, 

skills and community wage standards. 
 Opportunity 
That is an opportunity given by employees to improve their work performance. 
 Control 
That is an action taken by the leadership so that the company or organization is well controlled so that it does not suffer 
losses 

2.4 Performance 

According to (37), states that Human Resource Management (HRM) is: "The process of human management, through 
planning, recruitment, selection, training, development, compensation, career, safety and health as well as maintaining 
industrial relations until termination of employment in order to achieve company goals and increase stakeholder 
welfare. According to (38)states that "Human resource management, abbreviated as HRM, is a science or method of how 
to manage the relationship and role of resources (labor) owned by individuals efficiently and effectively and can be used 
optimally so that the company's common goals are achieved, employees and society to the maximum”. 

Personnel performance is the result of work in quality and quantity achieved by a personnel in carrying out their duties 
in accordance with the responsibilities that have been given to them (39). In addition, according to (40)Human Resource 
Management (HRM) is the activity of planning, procuring, developing, maintaining, and using human resources to 
achieve goals both individually and in organizations. According to (2)human resource management is "the science and 
art of managing the relationship and the role of the workforce to be effective and efficient in helping the realization of 
the goals of the company, employees, and society. 

According to (41), performance is a general term used in part or all of the actions or activities of an organization in a 
period with a reference to a number of standards such as projected past costs on the basis of efficiency, management 
responsibility or accountability and the like. 

Performance indicators refer to (42)regarding the performance assessment of members of the State police 
 Leadership 
Able to manage organizational resource management well. 
 Service orientation 
Complete tasks as well as possible with a polite attitude both internally and externally. 
 Communication 
Convey information from various means so that it becomes clear and easy to understand 
 Emotional control 
Manage yourself to face difficult problems, criticism or when working under pressure with a positive attitude. 
 Integrity 
Carry out duties by being honest, sincere, and never abusing authority and daring to take the risk from his actions 
 Empathy 
Listen and understand other people's thoughts, feelings, or problems that are not spoken or not fully conveyed and 
always act proactively to make changes, and be kind to the surrounding environment. 
 Commitment to Organization 
Align personal behavior with the interests of the organization in order to realize the vision and mission 
 Initiative 
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Act more than the demands of his position without waiting for orders with the aim of improving / improving work 
results that do not conflict with work procedures. 
 Discipline 
Be present on time at the apple ceremony and comply with the applicable laws and regulations and/or official 
regulations with a sense of responsibility and always comply with the provisions of working hours. 
 Cooperation 
Able to cooperate with colleagues, superiors, subordinates both inside and outside the Polri organization and respect 
and accept the opinions of others, willing to accept decisions taken legally which have become joint decisions 

From the literature review. The conceptual framework of this study is shown below: 

 

Figure 1 Research Conceptual Framework 

Hypothesis is as follow: 

H1 : Work behavior, integrity and organizational climate have a positive and significant effect simultaneously on Police 
performance 
H2: Work behavior has a positive and significant effect on Police performance 
H3 : Integrity has a positive and significant effect on police performance 
H4: Organizational climate has a positive and significant effect on Police performance 

3. Methods 

The object of research in this research is Biddokkes personnel of the Southeast Sulawesi Regional Police. The time 
period for the implementation of this research is approximately 45 days. Population is a generalization consisting of 
subject objects that have certain qualities and characteristics that are determined by researchers to be studied and then 
drawn conclusions (Sugiyono, 2008: 80). The population in this study was the North Sulawesi Regional Police Biddokes 
Personnel as many as 51 people and all of them were used as respondents or in the census. The unit of analysis of this 
research is the individual, because it reflects the response of the research subjects individually. The sampling technique 
used is random based on strata (stratified proportional random sampling), which is to first classify the population into 
sub-populations according to the status of members of the National Police (rank/class). This study uses a questionnaire 
as a data collection instrument with the available answer choices in the form of a Likert Scale score from 1 to 5 intervals, 
1 indicates strongly disagree and 5 indicates strongly agrees. This research data was tested using SPSS version 22 
software. 

4. Results and discussion 

In this study, the data analysis technique used is multiple linear regression which examines the effect of work behavior 
(X1), integrity (X2), organizational climate (X3), and personnel performance (Y) variables. 

Based on the results of data processing as described in table 5.13, a regression equation for work behavior (X1), integrity 
(X2), organizational climate (X3), and personnel performance (Y) can be formed as follows: 

Y = 0.318X 1 + 0.383X 2 + 0.324X 3 

The regression coefficient of the estimation results in the equation above, all independent variables have a positive 
coefficient, meaning that work behavior (X1), integrity (X2), organizational climate (X3), and Personnel Performance 
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(Y) that if work behavior is good, it will improve personnel performance, as well as the variables of integrity and 
organizational climate that if good, the performance of personnel will increase the performance of Biddokkes Polda 
Sultra personnel. 

Table 1 Results of multiple linear regression analysis 

Influence between variables Standardized Coefficients T-value Sig-t Results 

Work behavior      Performance 0.318 3,024 0.004 Received 

integrity        Performance 0.383 3,675 0.001 Received 

Organization        climate Performance 0.324 3.085 0.003 Received 

R = 0.741 

R sguare = 0.549 

SEE = 3,003 

F value = 19,093 

Sig. F = 0.000 

N = 51 

  Data source processed 2022 

4.1 Partial Test 

In the partial significant test, each of the effects of work behavior, integrity and organizational climate will be partially 
tested positive and significant on the performance of Biddokkes Polda Sultra personnel, as follows: 

4.1.1 The Influence of Work Behavior on Personnel Performance 

The results of testing the effect of work behavior on personnel performance can be proven by the estimated value of the 
Beta coefficient of 0.318 in a positive direction. The path coefficient is positive, meaning that the influence of work 
behavior on personnel performance is unidirectional. This result is also supported by a probability value ( p-value) of 
0.004 < 0.05. The results of hypothesis testing prove that work behavior has a positive and significant effect on 
personnel performance. This means that work behavior is unidirectional and significant to personnel performance, so 
the proposed hypothesis (H1) is accepted.  

4.1.2 Effect of Integrity on Personnel Performance 

The results of testing the effect of integrity on personnel performance can be proven by the estimated value of the Beta 
coefficient of 0.383 in a positive direction. The path coefficient is positive, meaning that the influence of integrity on 
personnel performance is unidirectional. This result is also supported by a probability value ( p-value) of 0.001 < 0.05. 
The results of hypothesis testing prove that integrity has a positive and significant effect on personnel performance. 
This means that integrity is unidirectional and significant to the performance of personnel, so that the proposed 
hypothesis (H2) is accepted.  

4.1.3 The Effect of Organizational Climate on Personnel Performance 

The results of testing the influence of organizational climate on personnel performance can be proven by the estimated 
value of the Beta coefficient of 0.324 in a positive direction. The path coefficient is positive, meaning that the influence 
of organizational climate on personnel performance is unidirectional. This result is also supported by a probability value 
( p-value) of 0.003 < 0.05. The results of hypothesis testing prove that organizational climate has a positive and 
significant effect on personnel performance. This means that the organizational climate is unidirectional and significant 
to the performance of personnel, so that the proposed hypothesis (H3) is accepted.  

5. Conclusion 

Based on the results and discussion in this study, the following conclusions can be drawn:  

 Work behavior has a positive and significant impact on the performance of Biddokkes Polda Sultra personnel. So 
that the better the work behavior of the Southeast Sulawesi Regional Police Biddokkes personnel will have an 
impact on increasing the performance of the Southeast Sulawesi Regional Police Biddokkes personnel. 

 Integrity has a positive and significant impact on the performance of the North Sulawesi Regional Police Biddokkes 
personnel. So that the better the integrity of the personnel of the Biddokkes Polda Sultra will have an impact on 
improving the performance of the Biddokkes personnel of the Polda Sultra. 



World Journal of Advanced Research and Reviews, 2022, 16(02), 101–108 

107 

 climate has a positive and significant influence on the performance of the personnel of the Southeast Sulawesi 
Regional Police Biddokkes. So that the better the organizational climate, the better the performance of Biddokkes 
Polda Sultra personnel 

 Simultaneously work behavior, integrity and organizational climate have a positive and significant impact on the 
performance of Biddokkes Polda Sultra personnel 
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